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Abstract
Gender discrimination and the underrepresentation of women of color in faculty positions
in higher education institutions, especially in the science, technology, engineering, and
mathematics (STEM) departments, is a research and policy problem. Despite efforts to
improve diversity and inclusion in higher education workplaces, women of color remain
largely underrepresented among STEM faculty. Informed by Adams’s equity theory,
Tajfel’s social identity theory of organizational commitment, and Bell’s critical race
theory, the purpose of this quantitative cross-sectional study was to examine the
relationship between diversity and organizational commitment and inclusion and
organizational commitment among faculty women of color. Survey data were collected
from 118 African American women across higher education institutions in the United
States. For this sample, descriptive statistics show moderately high perceptions of
diversity, inclusion, and organizational commitment. Multiple regression analysis was
used to test the hypotheses. The regression analysis also revealed a statistically
significant and positive relationship between perceived diversity and the organizational
commitment of African American women faculty working in STEM. There was a small
positive but statistically nonsignificant relationship between perceived inclusion and
organizational commitment of African American women faculty working in STEM.
Results may provide insights to inform policies and practices for fostering a supportive

and inclusive academic environment.
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Chapter 1: Introduction to the Study

The importance of diversity, equity, and inclusion (DEI) in organizations cannot
be overstated, particularly in higher education settings where faculty contributions can
significantly impact research, education, and learning outcomes (Njoku & Evans, 2022).
Despite efforts to improve diversity and inclusivity among university faculty, there is still
a gap in the representation of systematically minoritized faculty groups such as women of
color (Anthym & Tuitt, 2019). Retaining women of color in higher education has become
a pressing policy and research concern in academic institutions. A deeper understanding
of the factors that influence the organizational commitment of faculty women of color is
pivotal to devising, implementing, and adapting policy interventions or incentives that
promote diversity and inclusivity for faculty women of color in higher education
(Anderson et al., 2020; Casad et al., 2021). Examining the relationship between
organizational commitment and perceptions of diversity and inclusion among faculty
women of color was a research imperative.

Faculty women of color, a significant population across higher education settings
and systems, have contributed to the evolution and advancement of higher education
through their leadership, professional practice, service, and research (Njoku & Evans,
2022). Despite their prolonged involvement in higher education institutions in the United
States, this group of faculty remains systematically unrecognized. The accomplishments,
positions, and contributions of faculty women of color in higher education have
systematically been marginalized (P. S. Lin & Kennette, 2022). The resulting talent drain

has daunting repercussions for higher education institutions, policymakers, and



researchers for many reasons, including persistent role shifts for faculty members in the
future and unpredictable student demands from a multimodal learner demographic.

The predominantly low representation and high attrition rates for faculty women
of color raise grave concerns about the effectiveness of DEI initiatives in higher
education institutions. DEI initiatives refer to a set of strategic interventions, policies, and
practices higher education institutions undertake to promote DEI within their campus
communities (Geiger et al., 2023; Stanberry, 2022). These initiatives seek to create an
inclusive and equitable environment in which campus community members from diverse
backgrounds, including women of color, are valued, welcomed, supported, and provided
with equal opportunities for success and advancement (Hilton et al., 2021). Effective DEI
initiatives encompass an assortment of policies, programs, and practices that address a
broad spectrum of issues related to representation, access, and inclusion for systemically
underrepresented groups (Cumming et al., 2023). The goal of DEI initiatives is to
enhance diversity in faculty and student populations, foster a sense of belonging, and
reduce disparities in access to academic and professional opportunities.

Although there was ample research on the factors contributing to faculty
retention, especially for minoritized groups, little was known about how perceptions of
diversity and inclusion in higher education institutions influence the organizational
commitment of faculty women of color. The current study sought to address this gap in
the literature by examining the relationship between the perceptions of diversity and
inclusion and the organizational commitment of faculty women of color. This study may

contribute to understanding DEI initiatives in higher education institutions in the United
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States by examining the relationship between organizational commitment and perceptions
of diversity and inclusion among faculty women of color. The findings could inform the
development of more effective DEI initiatives that address the unique challenges faced by
faculty women of color. Moreover, insight generated from this study’s findings could
also lead to positive social change by promoting greater DEI in academic institutions,
which could have a ripple effect on the larger society by creating a more diverse and
inclusive workforce.

Chapter 1 summarizes the research questions and hypotheses, theoretical
framework, and the nature of the study. Subsequent sections include the study’s
definitions, assumptions, scope, delimitations, and limitations. The final sections
highlight the significance of the study and provide a summary of the chapter.

Background

Recent evidence showed that problems with which women of color contend in
academia, including struggles for survival in a White-dominated context, sexism, racism,
micro- and macroaggressions, and classism, can be overwhelming (P. S. Lin & Kennette,
2022). Women of color historically emerged as the least represented yet most vital
faculty for a multicultural higher education learning environment (Settles, Jones, et al.,
2022). Despite an increased focus on diversity and equal representation among faculty in
higher education, available research evidence demonstrated marginal growth in the
number of faculty women of color (Baker et al., 2022; Brommesson et al., 2022).
Moreover, the representation of faculty women of color in higher education remains

disproportionately low compared to their male and White counterparts.



Faculty women of color contend with diverse and multidimensional barriers to
recruitment, retention, and performance, including marginalization, tokenism, and lack of
belonging (Settles, Buchanan, et al., 2019). Recent statistics by the American Association
of University Professors (2020) showed that underrepresented racial minority individuals,
such as women of color, constitute only 12.9% of full-time faculty membership despite
constituting 32.6% of the U.S. population. These data further showed that in full-time
underrepresented racial minority individuals, underrepresentation is predominantly
pronounced among African American or Hispanic groups, who constitute less than 8%
and 12% of full-time professors and associate professors, respectively (Institute of
Education Sciences, 2020). This underrepresentation has far-reaching implications for
higher education institutions striving to create inclusive and multicultural learning
environments. The problems associated with the underrepresentation of faculty women of
color can undermine their organizational commitment, retention, motivation, and
performance (Settles, Jones, et al., 2022). Addressing these problems to create a
conducive and safe environment for all faculty members presents a pivotal policy and
research imperative. Further research was required to expand the understanding of the
plight of faculty women of color and inform policies and interventions designed to
dismantle the misogynist and gendered structural, institutional, and contextual barriers to
faculty women of color.

Despite the recognition of the challenges faced by women of color in academia,
there was a gap in knowledge regarding their experiences and the factors that influence

their recruitment, retention, and performance as faculty members. Existing research



neglected to capture the unique intersectional experiences of women of color, who may
face different barriers and dynamics based on their racial and ethnic backgrounds, and the
impact of these experiences on their organizational commitment. The impact of these
challenges on the organizational commitment, motivation, and performance of faculty
women of color had not been extensively explored. Understanding the multidimensional
barriers these women face, including marginalization, lack of belonging, and perceptions
of diversity and inclusion, is crucial to developing effective policies and interventions
that dismantle the structural and institutional barriers faced by faculty women of color in
academia (Settles, Buchanan, et al., 2019).

The current study was necessary to extend the empirical understanding of the
challenges and experiences faculty women of color face, including the impact of the
perceptions of institutional diversity and inclusion culture and policies on the
organizational commitment of faculty women of color. By examining the relationship
between organizational commitment and perceptions of diversity and inclusion among
faculty women of color, this research aimed to address the knowledge gap and contribute
to the development of targeted policies and interventions. The findings of this study may
inform higher education policy and functional changes aimed at creating or sustaining
environments that foster the success, retention, and well-being of faculty women of color.
Dismantling the misogynist and gendered barriers that hinder the advancement of faculty
women of color and providing support mechanisms, such as mentorship and inclusive
practices, may enable higher education institutions to work toward creating a more

equitable and inclusive academic environment for all faculty members. Findings from



this study may guide policy decisions and interventions that promote the representation
and empowerment of women of color in academia, leading to a more diverse and
inclusive learning environment.
Problem Statement

The gender discrimination and underrepresentation of women of color in faculty
positions in higher education institutions, especially in the science, technology,
engineering, and mathematics (STEM) departments, is a research and policy problem.
Despite efforts to improve diversity and inclusion in higher education workplaces,
women of color remain largely underrepresented among STEM faculty (Njoku & Evans,
2022). A study by the National Science Foundation (2015) on faculty composition in the
United States revealed that African American, Native American, and Latina women
accounted for less than 1% of full-time professors, 2.5% of associate professors, and 3%
of assistant professors. Faculty members are essential starting points for promoting
gender equality, diversity, and inclusion in society. In addition to being underrepresented
in faculty environments, women of color contend with various forms of discrimination
across campus. Faculty women of color face unique and intersecting forms of bias and
marginalization and a broad array of challenges, including microaggressions, stereotype
threat, tokenism, and implicit bias (Anthym & Tuitt, 2019; Brown et al., 2019). Other
forms of discrimination include lower levels of institutional support, fewer opportunities
for career advancement, hostile work environments, isolation, and exclusion from
decision-making processes (Baker et al., 2022). These challenges hinder professional

growth, advancement, and overall well-being for women of color.



Experiences with struggles for survival in a White-dominated context, sexism,
racism, micro- and macroaggressions, and classism can be overwhelming for faculty
women of color (P. S. Lin & Kennette, 2022). These experiences of faculty women of
color show that discrimination based on gender constructs in higher education systems
can adversely impair faculty commitment to institutions and, by extension, their retention
and their ability to deliver impactful knowledge to their learners (Tillman, 2018).
Retention, motivation, and organizational commitment of faculty women of color may
also hinge on how much their interests and needs align with those of the organizations, a
phenomenon defined as interest convergence (Lewis & Shah, 2021). Stereotypes can
impair teaching outcomes and student performance and lower the morale, commitment,
performance, and retention of faculty, especially for racial minorities who have been
victimized (Carlana, 2019). Addressing these discriminatory practices and promoting a
more inclusive and equitable environment is essential to retain and support the diverse
talents and perspectives of faculty women of color in higher education.

Women of color constitute a minority in higher education leadership (Corneille et
al., 2019; G. M. Kim & Cooc, 2021; Lewing, 2021; Settles, Jones, et al., 2022). Women
of color contend with many issues that curtail their ability to rise to higher levels of
leadership in higher education institutions, particularly in historically male-dominated
departments such as STEM (Williams, 2022). The ramifications of this discrepancy for
faculty women of color are complex and adverse, with spillover effects on society and the
education system. For instance, the differences in gender representation in higher

education faculty have been linked with discrepancies in students’ academic achievement



and motivation that flow into gender-defined occupational and educational aspirations
(Kollmayer et al., 2018). These problems with student motivation and achievement
cannot be resolved if the students’ role models (faculty) continue to struggle with gender-
defined stereotypes and discrimination in institutional leadership. This
underrepresentation raises concerns about the effectiveness of current initiatives and the
persistent challenges that hinder the recruitment, retention, and advancement of women
of color in academic careers.

Evidence from recent research supported the assertion that the
underrepresentation of women of color among STEM faculty is a current, relevant, and
significant problem within the discipline (Settles, Jones, et al., 2022). Studies conducted
within the past 5 years highlighted the disparities and obstacles women of color face in
academia, including marginalization, tokenism, and a lack of belonging (Settles,
Buchanan, et al., 2019). These challenges impact organizational commitment, motivation,
retention, and performance among faculty women of color (Njoku & Evans, 2022). The
low representation of women of color in STEM faculties has been well documented. The
consistent findings of recent studies emphasized the urgency and relevance of addressing
the factors affecting the organizational commitment and retention of women of color
among STEM faculty. Despite the growing body of research on diversity and inclusion
among higher education faculty, there was a gap in the literature regarding the
experiences and perceptions of faculty women of color in STEM disciplines.

Although researchers had investigated this issue, there was no research or

organizational practice knowledge on the effect of faculty diversity and inclusivity
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perceptions on the organizational commitment and retention of faculty. Diversity refers to
the representation of individuals from a wide range of backgrounds, including race,
ethnicity, gender, sexual orientation, religion, socioeconomic status, and disability (Main
et al., 2020). A diverse faculty includes individuals with diverse perspectives,
experiences, and identities, which can foster a rich and inclusive learning and working
environment. Inclusivity refers to the extent to which all faculty members are valued,
respected, and engaged in the academic community regardless of their background or
identity (P. S. Lin & Kennette, 2022). An inclusive faculty environment ensures that all
individuals feel welcomed, heard, supported, and enabled to fully participate in the
academic community and contribute their unique insights and expertise.

Little research had examined the impact of discrimination against faculty women
of color on their organizational commitment. Further research was required to examine
the impact of gender-based discrimination and inclusivity for faculty women of color in
STEM departments of higher education institutions on their organizational commitment
and retention. Most research tended to aggregate women into a single faculty category,
overlooking the unique challenges faced by different racial and ethnic groups within this
broader category. This approach limited the understanding of the intersectional dynamics
of gender and ethnicity that influence the retention and organizational commitment of
faculty women of color in STEM. There was a need to address this gap in the literature to
foster a deeper understanding of the diversity and inclusion challenges faced by faculty

women of color and their implications for organizational commitment.
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Purpose of the Study

The purpose of this quantitative study was to examine the impact of perceptions
of diversity and inclusion in the workplace on the organizational commitment of faculty
women of color in higher education institutions in the United States. This study employed
quantitative methods to analyze data and draw statistical inferences to examine the extent
to which diversity and inclusion in the workplace influence the organizational
commitment of faculty women of color. Diversity and inclusion perceptions of faculty
women of color were the independent variables and were measured using validated
survey instruments that assessed participants’ perceptions of diversity and inclusion
within their academic workplace. Organizational commitment was the dependent variable
and was measured using a reliable and validated scale that captured participants’
commitment to their academic organization. Organizational commitment reflected the
extent to which faculty women of color were emotionally attached to, identified with, and
dedicated to their academic institution.

Research Questions and Hypotheses

Even though all women are disproportionately affected by gendered policies and
ideals in higher education institutions, African American and other underrepresented
women of color are additionally affected in ways that are multiplied for their racial,
marginalized group. Their perceptions of and experiences with diversity and inclusion
policies and practices in higher education may differ from those of other groups.
Although equity is vital in the experience of minority and minoritized groups such as

women of color, the scope and focus of my study were limited to diversity and inclusion.
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The study’s primary purpose was to examine the relationship between diversity,
inclusion, and organizational commitment among faculty women of color in STEM. The
research questions and hypotheses were the following:

RQ1: Is there a significant relationship between faculty women of color’s
perceptions of diversity in their workplace and their organizational commitment?

H,1: There is no statistically significant relationship between faculty women of
color’s perceptions of diversity in their workplace and their organizational commitment.

H.1: There is a statistically significant relationship between faculty women of
color’s perceptions of diversity in their workplace and their organizational commitment.

RQ2: Is there a significant relationship between faculty women of color’s
perceptions of inclusion in their workplace and their organizational commitment?

H,2: There is no statistically significant relationship between faculty women of
color’s perceptions of inclusion in their workplace and their organizational commitment.

H.2: There is a statistically significant relationship between faculty women of
color’s perceptions of inclusion in their workplace and their organizational commitment.

Theoretical Framework

The theories that guided this study included Adams’s (1963) equity theory,
Tajfel’s (1978) social identity theory of organizational commitment, and D. A. Bell’s
(1992) critical race theory (CRT). Equity theory focuses on individuals’ perceptions of
fairness and equity in social exchanges. This theory posits that individuals compare the
ratio of their inputs, such as skills and efforts, to outcomes, such as rewards and

recognition, with those of others (Adams, 1963). Moreover, the theory posits that
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perceptions of inequity can lead to negative emotional and behavioral responses.
Comparatively, social identity theory explores how individuals’ social identity and group
membership shape their attitudes, behaviors, and commitment to their organizations
(Tajtel, 1978). Social identity theory emphasizes the importance of social categorization
and identification with a particular group in influencing individuals’ commitment to the
organization.

Lastly, CRT examines the intersection of race, power, and inequality (Tate, 1997).
CRT provides a framework for understanding how systemic racism and social hierarchies
impact the experiences of racial and ethnic minority groups (D. A. Bell, 1992). CRT
highlights the role of institutional and structural factors in perpetuating racial disparities
and shapes the understanding of the unique challenges faced by women of color in
academia. The central theoretical propositions and hypotheses derived from the selected
theories are further detailed in Chapter 2. Chapter 2 provides a comprehensive overview
of each theory, including its key concepts, propositions, and empirical support.

These theories were relevant to my study because they provided a theoretical lens
to examine the relationship between organizational commitment and the constructs of
diversity and inclusion among faculty women of color. CRT provided a robust
framework for analyzing the critical roles of race, racism, and legal instruments in the
appointment, organizational commitment, and retention of faculty women of color in
leadership positions in higher education institutions. Moreover, CRT provided the

framework for investigating the interplay between race and diversity in faculty
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composition in STEM roles in higher education institutions and how this affects the
retention and organizational commitment of faculty women of color.

Social identity theory contributed to understanding how women of color’s
identification with their racial and ethnic group may shape their commitment to the
academic organization. Social identity theory highlights the role of social categorization
and identification in influencing individuals’ attitudes and behaviors within
organizations. Identification transforms employees’ relationships with their employers,
resulting in increased well-being, work performance, and organizational commitment.
People tend to self-categorize as in-group or out-group members based on social
attributes such as gender, age, roles, or the quality of DEI initiatives. Such categorization
increases a sense of belongingness, with favorable outcomes such as commitment and job
satisfaction.

Comparatively, equity theory provided valuable insight into the relationship
between diversity and inclusion practices at higher education institutions and the
organizational commitment among faculty women of color. Equity theory helped me
understand how perceptions of fairness and equity in the workplace may influence faculty
women of color’s organizational commitment. This theory was valuable in exploring how
women of color faculty perceive and maintain a sense of uniqueness and belongingness
in their organizations and how such perceptions influence their commitment and desire to
stay at the organization.

Together, these theories provided a framework for exploring how promoting

inclusive practices, policies, and behaviors in higher education institutions facilitates
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equitable workplaces that are diverse and representative. By employing these theories, I
aimed to foster a comprehensive understanding of the relationship between perceptions of
diversity and inclusion and organizational commitment among faculty women of color.
The theoretical framework informed the research approach and helped me answer the
research questions by considering the psychological, social, and systemic factors
influencing women of color’s commitment to their academic institutions. CRT, equity
theory, and social identity theory of organizational commitment provided the theoretical
framework for exploring and measuring inclusion, diversity, and organizational
commitment, respectively.
Nature of the Study

The research design for this quantitative study was a cross-sectional survey
design, which included a nonexperimental regression analysis of survey data to examine
the relationship between perceptions of faculty diversity and inclusion in the workplace
and organizational commitment among faculty women of color. The regression analysis
helped me describe the relationship between diversity and inclusivity and the
organizational commitment among faculty women of color in STEM departments of
higher education institutions. Diversity and inclusion were the independent variables,
whereas organizational commitment was the dependent variable. The 12-item
Organizational Commitment Scale (OCS; Y. Lin & Chang, 2015), the Perceived
Organizational Diversity Climate Scale (PODCS; Pugh et al., 2008), and the 22-item

Diversity Engagement Survey (DES) were used to measure organizational commitment,
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diversity, and inclusion, respectively. These measures and their operationalization are
further described in Chapter 3.

Quantitative data were collected using an online survey from female African
American faculty in STEM departments in higher education institutions in the United
States. The survey questions were designed around several data points, including the
existence of discrimination, discrimination against specific groups, perceptions of
inclusivity of women of color, feelings of belonging in faculty activities and processes,
managing diversity, actions regarding racial minorities, attitudes toward religion, efforts
to promote diversity, attitudes toward qualifications of racial-ethnic minorities, attitudes
toward women’s capabilities, departmental support for women, and departmental support
for racial-ethnic minorities.

Definitions

Discrimination: The unjust or prejudiced treatment of individuals or groups based
on their perceived or actual differences, such as race, ethnicity, gender, or age (Brannon,
2023). Discrimination involves denying equal rights, opportunities, or privileges and can
manifest in various forms, including institutional policies, biased practices, or individual
actions (Bowleg, 2022; Krajbich, 2022). Discrimination can result in systemic
inequalities and hinder the full participation and advancement of marginalized groups.

Diversity: The presence and representation of individuals from various racial,
ethnic, cultural, and social backgrounds within the academic workplace (Valdez et al.,
2023). Diversity encompasses recognizing and appreciating differences, including but not

limited to race, ethnicity, gender, age, sexual orientation, and disability (Settles, Jones, et
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al., 2022). Diversity programs aim to create a heterogeneous and inclusive environment
that values and embraces the contributions of all individuals.

Faculty: Individuals employed in academic positions within higher education
institutions. Faculty are responsible for teaching, conducting research, and engaging in
scholarly activities and can hold various ranks such as professor, associate professor,
assistant professor, and lecturer (Griffith & Altinay, 2020; Lutz, 2021). Faculty are
crucial in educating students, advancing knowledge in their respective fields, and
contributing to the academic community.

Gender: The social and cultural roles, expectations, and identities associated with
being male or female (Rosa & Clavero, 2022). Gender is distinct from biological sex and
encompasses a broader spectrum of identities, including but not limited to cisgender,
transgender, and nonbinary (Verdugo-Castro et al., 2022). Gender is a social construct
that influences individuals’ experiences, opportunities, and interactions within society
(Stoet & Geary, 2020).

Inclusion: The extent to which individuals from diverse backgrounds feel
welcomed, respected, and valued within the academic workplace (Valdez et al., 2023).
Inclusion involves creating a sense of belonging, providing equitable opportunities for
participation and advancement, and fostering an environment in which diverse
perspectives are heard and incorporated (McGowan, 2022). Inclusion aims to go beyond
mere representation by actively promoting the engagement and empowerment of

individuals from underrepresented groups.
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Interest convergence: The theory that significant advancements in civil rights for
marginalized groups, particularly African Americans, are more likely to occur when their
interests align with those of the dominant majority (D. A. Bell, 1980; Lewis & Shah,
2021). This concept suggests that those in power often make concessions and progress
toward equality when it serves their self-interest (Harris, 1993).

Microaggression: Subtle, everyday acts or verbal/nonverbal behaviors that
convey negative messages, assumptions, or stereotypes about individuals based on their
social identities (Brown et al., 2019). These acts are often unintentional, but they can
have a cumulative and harmful impact on marginalized individuals. Microaggressions
can reinforce stereotypes, invalidate experiences, and create a hostile or exclusionary
environment.

Organizational commitment: An individual’s psychological attachment and
identification with their academic institution. Organizational commitment encompasses
loyalty, dedication, and intention to remain a part of the organization (Sittar et al., 2021).
Organizational commitment reflects the individual’s belief in and alignment with the
organization’s goals, values, and mission. Organizational commitment can be influenced
by various factors, including job satisfaction and engagement, perceived support, job
demands, and perceived opportunities for growth (F. Khan et al., 2021).

Women of color: Women who identify with racial or ethnic groups that are non-
White or non-European in origin. This group includes but is not limited to African
American, Asian American, Latina, Native American, and Pacific Islander women

(Matos et al., 2021). Women of color often face unique experiences and challenges
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resulting from the intersectionality of gender and race/ethnicity. African American
women comprised the target sample in the current study.
Assumptions

This study was based on several assumptions. The first assumption was that the
participants would accurately and honestly respond to the survey questions. The study’s
validity relied on the assumption that participants would provide truthful and reliable
information. I also assumed that the respondents would answer the survey questions to
the best of their knowledge and abilities without intentionally distorting their responses.
This assumption was critical to ensure the reliability and validity of the collected data,
ensure study findings were not compromised, and help prevent the inaccurate
presentation of the relationships between diversity, inclusion, and organizational
commitment.

The second assumption was that the selected sample of female African American
faculty in STEM departments in higher education institutions was representative of the
broader population and could provide insights into the relationship between diversity,
inclusion, and organizational commitment. By selecting this specific population, I
assumed that the experiences, perceptions, and challenges faced by female African
American faculty members in STEM departments would be relevant to understanding the
relationship between diversity, inclusion, and organizational commitment among faculty
women of color. This assumption was necessary to focus the study on a specific subgroup

and obtain in-depth insights into their experiences. However, the findings may not be
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generalizable to other populations or contexts because the experiences of faculty women
of color in other disciplines, institutions, or geographic locations may vary.

Another assumption was that the measurement tools used in the study, including
the OCS, PODCS, and DES, effectively captured the constructs they were designed and
intended to measure. These scales have been widely used and have demonstrated validity
and reliability in previous research (M. Bell, 2020; Igboanugo et al., 2022; Li et al., 2019;
Pugh et al., 2008). These measurement tools were assumed to accurately reflect the
participants’ perceptions of organizational commitment, diversity, and inclusion. It was
necessary to rely on these assumptions to ensure that the data collected aligned with the
study’s objectives and accurately represented the constructs under investigation.

These assumptions were necessary for providing a foundation for data collection,
analysis, and interpretation. The assumption of honest responses ensured the credibility
and reliability of the data and the validity of the study’s findings. The assumption that the
selected sample represented the broader population allowed for meaningful insights into
the experiences of female African American faculty in STEM departments in relation to
diversity, inclusion, and organizational commitment. Additionally, relying on established
measurement tools assumed that they would effectively capture the constructs of interest,
enabling meaningful analysis and interpretation of the collected data. These assumptions,
though not without limitations, were necessary to conduct the study and contribute to

knowledge in the field.
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Scope and Delimitations

The scope of this study was limited to female African American faculty members
in STEM departments of higher education institutions in the United States. Findings from
the study may not apply to faculty members from different racial or ethnic backgrounds
or disciplines outside of STEM, which may limit the generalizability of the findings to
other institutions or geographical locations. By narrowing the scope to this specific
population, the study aimed to examine the relationship between diversity, inclusion, and
organizational commitment in the context of women of color in STEM. This focus
enhanced the study’s internal validity by allowing for an in-depth examination of the
factors influencing organizational commitment within this population. Also, this study
focused on the perceptions of diversity and inclusion in the workplace and their
relationship with organizational commitment. I did not examine other factors influencing
organizational commitment, such as job satisfaction, career advancement opportunities,
or work-life balance.

The study design was quantitative and included survey data collected through an
online survey. This design limited the depth of the insights and individual experiences
that could be obtained through interviews or focus groups (see J. C. Creswell & Poth,
2018). Moreover, the assumption that the measurement scales sufficiently measured the
constructs or variables they were intended to measure was foundational to this study.
However, the limitations of these measurement tools, such as potential bias or limitations

in capturing the full complexity of diversity and inclusion, should be considered.
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The study was conducted within a specific time frame and did not account for
potential changes in the organizational climate or individual perceptions over time.
Longitudinal data would provide a more comprehensive understanding of the relationship
between diversity, inclusion, and organizational commitment. Moreover, the study was
limited to faculty in higher education institutions in the United States and may not reflect
the experiences and contexts of faculty in other regions or countries. Cultural and
institutional differences may impact the relationship between diversity, inclusion, and
organizational commitment (Syah & Anindita, 2019). The experiences of faculty women
of color in different contexts, such as other disciplines, institutions, or regions, may vary
due to contextual factors. Caution should be exercised when applying the findings
beyond the study context.

The generalizability of the study’s findings may be limited due to the sample,
context, and theoretical frameworks employed. Although the study aimed to contribute to
the understanding of the relationship between diversity, inclusion, and organizational
commitment among faculty women of color in STEM, the findings may not be
generalizable to other populations, institutions, or disciplines. Replication of the study
with different samples and contexts is necessary to enhance the external validity and
broaden the generalizability of the findings.

Limitations

There were several limitations associated with this study. For instance, the study

relied on self-reported data collected through an online survey, which may be subject to

response biases such as social desirability or recall bias. Participants may have provided



22

responses that they believed aligned with societal expectations or may have had difficulty
accurately recalling previous experiences, potentially affecting the validity of the findings
(see J. C. Creswell & Poth, 2018). To address this limitation, the survey included clear
instructions and assurances of confidentiality to encourage honest and accurate responses.
Additionally, efforts were made to establish rapport and trust with participants to mitigate
response biases. Some of the ways to establish rapport and trust with the participants
included communicating clearly throughout the engagement, obtaining informed consent
before collecting any data, assuring participants that their responses would be kept
confidential, ensuring a comfortable and nonthreatening environment for participants
during data collection, and maintaining a neutral and nonjudgmental demeanor during
interactions with participants.

The second limitation was that the study adopted a cross-sectional survey
nonexperimental design using regression analysis, which allowed for examining
relationships but did not establish causality. Although regression analysis can provide
insights into the associations between the variables under investigation, it cannot
determine the directionality or establish causal relationships between diversity and
inclusion and organizational commitment. Moreover, other variables may impact the
relationship between diversity and organizational commitment for faculty women of
color (Nielsen et al., 2018). These variables may include the participant’s awareness of
the observer, unique socioeconomic circumstances, or other environmental influences. To
address this limitation, I acknowledged the cross-sectional survey nature of the inquiry

and emphasized a cautious interpretation of the findings with a focus on associations
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rather than causation. Also, I employed strategies such as clear instructions, assurances of
confidentiality, and efforts to establish rapport and trust with participants. Efforts to
establish rapport and trust with the participants included communicating clearly,
obtaining informed consent before collecting any data, assuring participants that their
responses would be kept confidential, ensuring a comfortable and nonthreatening
environment for participants during data collection, and maintaining a neutral and
nonjudgmental demeanor during interactions with participants. These measures aimed to
enhance the reliability and validity of the self-reported data collected using the survey.

Another limitation related to the sample of female African American faculty in
STEM departments across the United States. The findings may not be generalizable to
other populations, disciplines, or geographic locations. Participant selection bias may
arise from the recruitment process in which only specific individuals may choose to
participate in the study (see J. C. Creswell & Poth, 2018). This bias could impact the
sample’s representativeness and limit the findings’ generalizability. I employed random
sampling techniques to mitigate this bias and provided incentives to encourage
participation, ensuring diverse perspectives. Moreover, a detailed description of the
sample and study context was provided, emphasizing the need for replication studies in
various settings to enhance generalizability.

Lastly, researcher bias was a potential limitation that may have influenced study
outcomes. My preconceived notions or beliefs about the relationships being investigated
could have unintentionally impacted the interpretation of the data or the selection of

variables (see J. C. Creswell & Poth, 2018). To minimize researcher bias, I employed
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rigorous data analysis procedures, involved multiple researchers in the analysis process,
and conducted peer-debriefing sessions to ensure objectivity and mitigate individual
biases.

Significance

Rapid changes in faculty composition have been predicted in early studies on
gender disparity and equity in higher education faculty (P. S. Lin & Kennette, 2022).
New demands resulting from seismic changes have continued to remodel the future of
higher education in the United States. Changing faculty models and roles are due in part
to novel ways of teaching attributed to the incidence of massive open online courses,
public policy demands for richer information about the return on investment from higher
education, and shifts among students toward stackable credentials. In addition to these
trends are multidimensional changes in organizational climate, including a persistent
demand-supply discrepancy, an increasingly diversified regionalized shift in enrollment,
a graying of the professorate, and ground-breaking learning models and methods that
shift away from competency-based learning and education.

These future environmental and role shifts challenge higher education
policymakers, researchers, learners, and instructors to consider how historically
marginalized faculty members, such as women of color, can be cherished and rewarded
for their contribution to the industry (P. S. Lin & Kennette, 2022). It is a survival and
policy imperative for higher education institutions to devise and implement best practices
to optimize the hiring, tenure, retention, and promotion of faculty women of color. In

highly multicultural learning environments, such policies and procedures may be relevant
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only if the collective climate of higher education institutions is sanitized and stripped of
microaggressive, harmful educational policies and administrative practices.

This study was significant in that it contributes to the empirical and theoretical
understanding of the impact of diversity, inclusion, and equity practices of higher
education institutions on the motivation, organizational commitment, and retention of
faculty women of color. The study added to the literature on CRT by adding more
knowledge on the broad range of racial, gender, institution-level, and individual factors
influencing faculty demographics and the experiences of faculty women of color. Also,
the findings may provide policymakers, human resources practitioners, and recruiters
with evidence-based insight for implementing institution-level strategies and incentives
for enhancing the motivation and organizational commitment of faculty women of color.
Moreover, the findings may give higher education policymakers and DEI practitioners a
vibrant framework for identifying, mitigating, controlling, and monitoring barriers to DEI
practices and efforts to promote equality and opportunities for faculty women of color.

Summary

This chapter provided a comprehensive overview of the research topic, identified
the research problem, outlined the purpose of the study, discussed the theoretical
frameworks, defined key terms, presented the study design, and acknowledged potential
limitations of the study. An overview of workplace diversity and gender disparity in
faculty composition was provided, highlighting the underrepresentation of women of
color among higher education faculty. Moreover, this chapter emphasized the need to

address the challenges faced by faculty women of color in academia, including struggles
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for survival, racism, sexism, microaggressions, and classism. The next chapter includes a
review of the relevant literature to contextualize the study and provide a theoretical

foundation.
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Chapter 2: Literature Review

Faculty diversity has become a research and policy imperative in the higher
education domain in the United States. Previous research focused on faculty diversity,
especially the experiences of women faculty, in different institutional contexts and
countries (Corneille et al., 2019). Despite the increased focus on diversity in faculty
composition, significant changes in faculty demographics have yet to materialize for most
underrepresented groups, such as women of color (Anderson et al., 2020). Women of
color contend with a myriad of challenges, including gender- and race-based
discrimination (Baker et al., 2022). Research showed that women of color are less likely
to hold leadership positions in their organizations (Delgado & Allen, 2019). Many
barriers to the onboarding, retention, and advancement of women and faculty of color
have been identified, including systemic discrimination, lack of a sense of belonging,
social exclusion, tokenism, and system-related challenges (Settles, Jones, et al., 2022).
Moreover, epistemic exclusion, construed as scholarly marginalization caused by
identity-based and disciplinary biases, has been identified as a significant barrier to the
retention of faculty women of color across higher education settings.

Faculty women of color contend with unique barriers and challenges in higher
education contexts due to the systemic biases that directly affect how meritocracy,
individuality, and objectivity are perceived and assessed in higher education settings
(Corneille et al., 2019). However, these experiences are not singular to all women of
color groups. The experiences of African American women of color, for instance, may be

different from those of women from other racial minority groups (Lester et al., 2021).
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Stereotypes against women of color are subjective in how the constructs of race and
gender are perceived. The social hierarchies eminent in most institutions stem from the
validation of myths, including attitudes, stereotypes, and beliefs, as a means of justifying
current social inequalities. There are several ways of approaching the problem of gender
discrimination and inequality for faculty women of color. One way is to explore the
relatively lower number of women faculty of color in leadership positions in higher
education institutions. Another approach is to adopt a theoretical approach to evaluate
discrimination and diversity in higher education faculty composition.
Literature Review Process

A comprehensive, systematic review of the literature was necessary to understand
the unique challenges and disadvantages faculty women of color contend with in higher
education. There is considerable literature on faculty diversity and the retention of
marginalized groups such as faculty women of color (Chin, 2020; Corneille et al., 2019;
Tree & Vaid, 2021). Existing research on gender discrimination of women of color in
higher education has focused on the discrepancies between male and female students
pursuing higher education degrees, specifically regarding access to higher education and
academic performance (Buchanan, 2020; McCutcheon & Morrison, 2018). The present
review of the literature focuses on the diversity and discrimination against faculty women
of color in higher education institutions in the United States using equity theory, social
identity theory of organizational commitment, and CRT. This review also focuses on the
effect of diversity, inclusion, and discrimination against faculty women of color

regarding their retention, mentorship, organizational commitment, and questionable
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validity or incivility. Lastly, the literature review examines the different strategies used in
higher education institutions to improve faculty diversity.

The systematic review of the literature on discrimination against faculty women
of color followed an iterative process of identifying relevant literature from several
databases, critically reviewing each source, and synthesizing the information. Several
library databases and search engines available through the Walden Library were used,
including APA PsycInfo, SAGE Journals, Taylor and Francis Online, Education Source,
JSTOR, Academic Search Complete, ProQuest, Google Scholar, and ERIC. These
databases and search engines were selected because they contained a broad range of peer-
reviewed academic literature, policy reports, and other sources relevant to higher
education. Each of these databases was queried using a range of key search terms and
combinations, including “women of color faculty,” “faculty women of color,”
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“discrimination,” “race,” “ethnicity,” “intersectionality,
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glass ceiling,”
“microaggressions,” and “stereotyping.” These key search terms were chosen based on
their relevance to the research question and were supplemented by related terms such as
“minority faculty,” “diversity in higher education,” and “gender discrimination in
academia.” Moreover, combinations of these search terms were generated using Boolean
operators AND/OR to expand the search results.

The search process was limited to the U.S. higher education context, and the
scope of literature review was limited to peer-reviewed articles, book chapters, and other
relevant sources published in the last 5 years. In addition, seminal literature on the topic,

going back as far as necessary, was also included. The literature search was limited to
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empirical research studies, conceptual and theoretical frameworks, literature reviews and
meta-analyses, policy reports, and relevant books and book chapters. Additional literature
was identified by mining the references section of the articles marked for review.

The search process was iterative, with the initial results being screened and
filtered using the inclusion and exclusion criteria. The inclusion criteria included sources
that focused on the discrimination of faculty women of color in higher education
institutions and policy or research interventions aimed at addressing discrimination in
higher education institutions. Articles included in this review were published in English
within the past 5 years. Exclusion criteria included sources that focused on discrimination
in other contexts, including sources that focused solely on race or gender discrimination
or did not include faculty women of color in higher education institutions. This search
process resulted in a comprehensive review of the literature on the discrimination of
faculty women of color in higher education institutions in the United States.

Theoretical Foundation

Diversity, inclusion, and discrimination against faculty women of color in
academia is a complex issue that requires understanding the underlying theoretical
perspectives that shape their experiences. Theory is imperative in scholarly efforts and
mainstream research on diversity, inclusion, and discrimination (Janssens & Steyaert,
2019). Several theories, including equity theory, the social identity theory of
organizational commitment, and CRT, have been used to provide the theoretical
background for exploring the intricate constructs of race and diversity and to inform

policy initiatives. This section summarizes the literature on perspectives of diversity and
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discrimination against faculty women of color from the viewpoints of CRT, equity
theory, and social identity theory of organizational commitment.
Equity Theory

Adams’s (1963) equity theory explains individuals’ pursuit of a balance between
their inputs and outcomes compared to others. In academia, this theory can elucidate how
faculty women of color might perceive an inequitable distribution of resources and
rewards compared to their White male colleagues, potentially leading to dissatisfaction
and reduced commitment. Equity theory has been used to explore DEI initiatives in
higher education, including the perceptions of equity and fairness among faculty
members (Fay et al., 2021; Harmer et al., 2021). Studies have shown that when
mentoring relationships are perceived as equitable, DEI initiatives are more successful,
whereas perceived inequity can lead to less effective initiatives (Harmer et al., 2021). M.
P. Lin et al. (2019) found that perceptions of equity positively impact the retention of
faculty women of color, highlighting the importance of promoting equity in academic
institutions’ diversity climate. Additionally, equity theory has been applied to faculty
development programs, emphasizing the significance of equity in these programs to
enhance the success of DEI initiatives (Ro et al., 2021).
Social Identity Theory

Tajfel’s (1978) social identity theory of organizational commitment explains that
individuals’ commitment to an organization is influenced by their social identity,
including race and gender. This theory has been used to study DEI initiatives in higher

education by examining the role of social identity in promoting commitment to the
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initiatives (Baker et al., 2022; Chua et al., 2023; Petrov & Garcia, 2021). Research has

shown that when social identity is salient, faculty women of color are more committed to
DElI initiatives (Chua et al., 2023). Similarly, integrating social identities and fostering a
sense of belonging has been shown to enhance the success of DEI initiatives among
faculty women of color (Petrov & Garcia, 2021). Intersectionality, construed as the
combination of race and gender identities, also impacts the experiences and success of
Black women faculty in DEI initiatives (Phelps-Ward, 2019). Microaggressions against
faculty women of color in academia have been associated with lower job satisfaction and
organizational commitment (Anthym & Tuitt, 2019; DeCuir-Gunby et al., 2020; Haynes-
Baratz et al., 2022). These findings highlighted the need for inclusive and supportive
environments (Young & Anderson, 2021). Providing supportive networks and mentoring
programs targeted at faculty women of color can promote their retention and career
advancement in academia (Endo, 2020).
CRT

D. A. Bell’s (1992) CRT examines the intersections of race, power, and social
inequality by emphasizing how racism is embedded in institutions and perpetuates
unequal power dynamics. In higher education, CRT has been used to analyze how
institutional structures and policies reinforce racial hierarchies and marginalize faculty
women of color (Tichavakunda, 2019). The concept of interest convergence suggests that
DEI initiatives are adopted only when they align with institutions’ self-interests
(Bargallie & Lentin, 2022; Lewis & Shah, 2021). The intersectionality principle implies

that faculty women of color may face discrimination based on multiple social identities
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(Busse et al., 2021). The CRT can provide a nuanced understanding of faculty

experiences and reveal how DEI initiatives must address the challenges these faculty
members face. Researchers such as Edwards and Ross (2018) and Baker et al. (2022)
applied CRT to faculty women of color’s experiences and found structural and
institutional barriers in recruitment, retention, and promotion, such as lack of mentorship,
hostile campus climates, and biases in hiring and promotion practices. Other studies using
CRT have shown that DEI initiatives must address underlying power structures to fully
support faculty women of color in academia (Gavino, 2021; M. S. Khan et al., 2019).
Summary of Theoretical Foundation

Understanding the theoretical perspectives of equity theory, the social identity
theory of organizational commitment, and CRT is essential for addressing the ongoing
inequalities faculty women of color face in academia. Much of the research on
discrimination against faculty women of color highlighted the importance of promoting
equity, inclusion, and diversity through mentoring programs, supportive networks, and
systemic change in academic institutions (Acosta, 2019). Research has highlighted the
importance of promoting social identity salience, integration, and belonging, as well as
considering intersectionality to promote the success of DEI initiatives and support faculty
women of color (Anthym & Tuitt, 2019). By promoting these aspects, academic
institutions can create more inclusive and diverse environments that benefit all faculty
members. Applying theoretical frameworks such as CRT, social identity theory, and
equity theory to the experiences of faculty women of color in higher education may

highlight the systemic nature of racism and the need for structural change to create a
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more equitable and inclusive academic environment. These theories provided a nuanced
approach to investigating diversity, inclusion, and organizational commitment.
Integrating these theories may provide valuable insights into how faculty women of
color’s racial and gender identities intersect and shape their experiences of inclusion or
exclusion in the higher education context. The combined theoretical framework may
reveal the complex interplay between equity, diversity, inclusion, and racial dynamics in
academic settings, thereby contributing to a more nuanced and holistic understanding of
the research topic.
Defining Race and Gender

Race can be defined as a social construct that categorizes people based on
physical characteristics such as skin color, hair texture, and facial features. While race
has no biological basis, it has been used historically to justify or explain social
hierarchies and inequality. The definition of race remains essentially contested in
mainstream literature, with different researchers offering varying definitions. One
definition of race is provided by Slaughter-Acey et al. (2019), who argued that race is a
social construction that assigns meaning to physical characteristics. They emphasized that
race is not just about physical appearance but also the social, economic, and political
implications of belonging to a particular racial group. Haeny et al. (2021) defined race as
a socially constructed category that is used to assign meaning to physical and cultural
differences between people. Other researchers like Trawalter et al. (2020) also defined

race as a biological concept used incorrectly to describe social and cultural differences.
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Researchers who subscribe to this view assert that genetic differences between
individuals are not determined by race but by individual ancestry.

Comparatively, gender is a social construct that categorizes individuals based on
their perceived sex and assigns them particular roles, behaviors, and attributes based on
their gender identity (Lindqvist et al., 2021). Like race, gender has been used historically
to justify social hierarchies and inequality. However, the definition of gender is also
subject to debate, with different researchers offering varying definitions. One definition
of gender is provided by Morgenroth and Ryan (2021), who argued that gender is a
culturally defined set of expectations and behaviors associated with biological sex. These
authors emphasized that gender is not determined solely by biology but is shaped by
cultural and social factors. Georgiadou and Syed (2021) defined gender as a social
structure that creates and enforces different roles, behaviors, and expectations for people
based on their perceived sex.

However, other researchers took a different approach to defining gender. For
example, Vogler (2019) challenged the widespread construction of gender as a fixed
identity. Their alternative definition demonstrated that gender is not a fixed identity but a
performative act constantly created and recreated through social interaction. These
definitions underscore that gender is a fluid and constantly changing concept shaped by
individual and collective actions. In contrast, Shah et al. (2020) defined gender as a social
institution embedded in everyday social practices that shape power and resource
distribution. They emphasize that gender is not just about individual identities but also

about the broader social structures that create and maintain inequality.
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Njoku and Evans (2022) demonstrated that systemic discrimination within the
nexus of gender, class, and bigotry aggravates the underlying financial hardships and
other forms of marginalization for faculty women of color. The impacts of the
intersection of race and gender on workplace and organizational outcomes have
dominated the extant research on racial discrimination in the higher education domain.
The concepts of race and gender are central to understanding social inequalities and their
impact on individuals and groups. However, definitions of race and gender have been
subject to debate and controversy. Despite the increasing focus of empirical literature on
the diverse and distinct experiences of faculty women of color in the higher education
system, the definitions of race, gender, and microaggressions have continued to evolve
consistently.

While the definitions of race and gender vary, the two concepts have some
similarities and differences. One fundamental similarity is that race and gender are social
constructs that assign meaning and value to physical and cultural differences between
people. Both concepts have been used historically to justify social hierarchies and
inequality, and both are subject to contestation and debate. One key difference between
the two concepts is that race is often seen as a more fixed and immutable category than
gender (Vogler, 2019). While gender is seen as a fluid and performative concept that can
be constantly recreated and challenged, race is often viewed as a more fixed and stable
category that is difficult to change.

Another key difference is that the meanings and values assigned to race and

gender vary across different societies and historical contexts. While race is often used to
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justify power and privilege in societies historically dominated by white Europeans,
gender is often used to justify power and privilege based on male-female binary
categorization. However, as Vogler (2019) noted, these meanings and values can also
change over time and across different contexts. Race and gender also intersect with other
social categories, such as class, sexuality, and nationality, to create complex systems of
inequality and oppression. For example, Black women may experience discrimination
based on race and gender, resulting in unique forms of oppression that cannot be
understood solely through the lens of race or gender alone.
Trends in Studies on Gender Discrimination at Faculty

The experience of female faculty members in higher education institutions
dominates scholarly research in the United States (Anderson et al., 2020; Cooke &
Bethea, 2021), Latin America (Niewoehner-Green et al., 2022), Europe (Kamerlin &
Wittung-Stafshede, 2020), United Kingdom (Guillemin et al., 2022), Saudi Arabia
(BinBakr & Ahmd, 2019), and Africa (Mankayi et al., 2021; Mousa, 2022). Moreover,
studies on gender stereotypes against women have focused on faculty in several subject
areas, including Agriculture, Medicine, Sciences, and Arts (Anderson et al., 2020;
BinBakr & Ahmd, 2019). The prevailing research on gender discrimination in higher
education faculty has predominantly focused on the mere attraction and population of
faculty women of color members. However, emerging trends indicate a gradual shift
towards the retention, advancement, role assignment, and motivation of female faculty,

especially women of color (Lester et al., 2021).



38

Moreover, studies have explored the broad gamut of factors facilitating,
addressing, or perpetuating gender discrimination against faculty women of color in
higher education institutions (Corneille et al., 2019; Cross et al., 2019; Mousa, 2022).
Some researchers have examined the critical role of leadership, including departmental
leadership and the proportion of women in leadership positions, in influencing the gender
discrimination and experiences of female faculty members (Nash & Moore, 2018). Other
researchers have examined the critical role of the academic attainment of faculty women
of color members on their appointment to roles and preferential treatment in the higher
education context (Settles, Buchanan, et al., 2019). Some new studies, such as M. Sharma
(2022), have also embraced the role of politics, especially endemic racism perpetuated by
national politics, in influencing the racialized experiences of female faculty members.

Juraqulova et al. (2019) found that work-life policies and equal representation of
faculty significantly impact the treatment and experiences of women in academic
faculties in higher education institutions. In their study of the attempts of female faculty
members to manage their functional roles effectively, McEntyre et al. (2022) emphasized
that the experiences of every female faculty member were specific to their unique
circumstances. These circumstances affect their understanding and management of their
work-related and non-work roles. Their study also showed that factors such as
institutional support, ability to navigate challenges stemming from imposter syndrome,
and work-life balance significantly influence female faculty outcomes and experiences.
Increasingly, more studies focus on the role of culture and climate in influencing the

experiences of generationally minoritized groups like women of color (Blackshear &
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Hollis, 2021; Delgado & Allen, 2019; Lewis & Shah, 2021). Culture and climate are at

the center of both problems and solutions.

The effects of confounding or factor variables, such as age and years of
experience of faculty members, on the discrimination against some faculty groups have
also been studied. Findings of relevant studies suggest a complex relationship between
these factor variables and variables like perceptions of diversity, discrimination, and OC
(Al-Jabari & Ghazzawi, 2019; Keskes et al., 2018). The findings of Al-Jabari and
Ghazzawi (2019) showed that the interplay between age or experience and diversity,
inclusion, and equity for women of color faculty members in U.S. higher education
institutions was multifaceted. On one hand, age and experience could offer women of
color faculty members valuable insights, expertise, and networks that potentially enhance
their ability to navigate and succeed in academia.

On the other hand, whereas age and experience can potentially serve as protective
factors by providing women of color faculty members with a stronger voice and greater
recognition within the academic community, these factors may also inadvertently
perpetuate discrimination. Studies highlight that women of color face unique challenges
and biases throughout their careers, irrespective of their differences in age or experience,
due to intersecting forms of discrimination based on race and gender (Busse et al., 2021;
Corneille et al., 2019). Research, such as the studies of Fay et al. (2021) and Young and
Anderson (2021), has shown that discrimination can manifest in various ways, including
pay disparities, limited access to mentorship and advancement opportunities,

microaggressions, and exclusion from professional networks.
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Acosta (2019) demonstrated the association between age and experience and
perceptions of discrimination and the ability of faculty of color to cope with
discrimination in the workplace. According to Acosta (2019), older and more
experienced faculty were more tolerant of discriminatory treatment against them and had
relatively more efficient response strategies. Townsend (2021) argued that age and
experience can influence the appointment of women of color into administrative
leadership positions in public higher education. Experienced faculty of color may
leverage their accumulated knowledge and professional relationships to advocate for
diversity, inclusion, and equity initiatives within their institutions. For instance, the
findings of Settles, Jones, et al. (2022) suggested that experienced faculty of color can
cope with epistemic exclusion by being more assertive and seeking support and
validation outside their institution. Because of the spurious effect of factors like age and
experience on the relationship between diversity or inclusion and OC, efforts to address
discrimination against women of color faculty members should focus on promoting
equitable policies and practices that recognize and value their contributions and address
systemic biases within higher education institutions.

Some studies have underscored that most factors across higher education contexts
are entrenched in community cultures and euro-centric dominant campus climates that
are sustained through implicit bias, microaggressions, isolation, tokenism,
marginalization exclusion, and limited frameworks for scholarship (Anthym & Tuitt,
2019; DeCuir-Gunby et al., 2020; Haynes-Baratz et al., 2022; McCutcheon & Morrison,

2018; Young & Anderson, 2021). These studies showed that the interaction of these
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dynamics and variables adds considerable stress to an already distressing job for faulty
women of color. McCutcheon and Morrison (2018) found that this group of faulty
consistently feel compelled to negotiate their social identities to conform with prevailing
norms, feel undervalued and devalued, face discriminatory decisions and inequality, and
feel isolated in their work departments.

Moreover, there has been an increasing focus on the impact of culture and climate
on organizational and faculty outcomes such as job satisfaction and decisional outcomes
(Blackshear & Hollis, 2021; Delgado & Allen, 2019). The literature review also revealed
four significant trends in gender discrimination against faculty women of color members.
These trends can be summarized into four major themes, including intersectionality
(Busse et al., 2021; Corneille et al., 2019), microaggressions (Anthym & Tuitt, 2019;
Young & Anderson, 2021), discrimination in hiring and promotion (Brommesson et al.,
2022), and institutional and structural barriers (Mousa, 2022).

Intersectionality

There has been an increasing empirical focus on intersectionality as a crucial
framework for understanding the experiences of women faculty members in higher
education institutions. This perspective recognizes that a single identity category, such as
gender, cannot sufficiently define individuals. Instead, this perspective supposes that
individuals are defined by many intersecting identities, such as race, ethnicity, sexuality,
and class, which shape their experiences of discrimination and privilege. Nichols and
Stahl (2019) and Busse et al. (2021) explored the role of intersectionality in the

experiences of women faculty members. These studies have demonstrated that faculty
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women of color members contend with unique and intersecting forms of discrimination
related to their gender, race, and ethnicity (Blackshear & Hollis, 2021; Harmer et al.,
2021). Recurrent challenges include lack of mentorship and sponsorship, isolation, and
exclusion from networks of power and decision-making.

Nichols and Stahl (2019) and Busse et al. (2021) demonstrated that
intersectionality is crucial for understanding how these forms of discrimination intersect
and compound, leading to greater barriers to career advancement. Similarly, some studies
like Fay et al. (2021) and Young and Anderson (2021) have accentuated intersectionality
as a critical factor in shaping faculty women of color's experiences of discrimination and
support. These studies showed that systemically minoritized groups, especially women of
color and LGBTQ+ women, face greater levels of discrimination and bias than white,
heterosexual women and that their experiences are usually stifled or subjugated by
administrators and policymakers. These findings reinforce the notion that
intersectionality is critical for addressing these issues and promoting more inclusive and
equitable practices in academia. Overall, these studies have demonstrated the importance
of adopting an intersectional lens to understand the experiences of women faculty
members in higher education institutions. Doing so could help identify the unique forms
of discrimination and bias that faculty women of color face and inform targeted
interventions that address their specific needs and challenges.

Microaggressions
Microaggressions are subtle forms of discrimination that can be difficult to detect,

albeit adversely affecting women faculty members’ well-being and career advancement
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(Anthym & Tuitt, 2019). Recent studies like Haynes-Baratz et al. (2022) and DeCuir-

Gunby et al. (2020) have increasingly focused on the prevalence and impact of
microaggressions on women faculty members in higher education institutions. Haynes-
Baratz et al. (2022) demonstrated that microaggressions are a common experience for
women of color in academia. Findings from DeCuir-Gunby et al. (2020) disclosed subtle
forms of bias and exclusion among faculty women of color members, such as being
interrupted or talked over in meetings, having their expertise questioned or dismissed,
and being excluded from informal networks of power and decision-making.

Haynes-Baratz et al. (2022) and DeCuir-Gunby et al. (2020) showed that these
experiences can have significant adverse effects on the job satisfaction and mental health
of women faculty members and impede their career advancement. Other researchers like
Anthym and Tuitt (2019), Ogunyemi et al. (2020), and Haynes-Baratz et al. (2022) also
revealed that microaggressions were a pervasive issue that affected their sense of
belonging and well-being in their academic communities. These findings suggested that
faculty women of color tend to experience microaggressions related to their gender, race,
ethnicity, and other aspects of their identity, and they often felt that their experiences
were not taken seriously.
Discrimination in Hiring and Promotion

Despite progress in gender equity in academia, gender bias in hiring and
promotion is still a pervasive issue for women faculty members. More studies continue
focusing on the prevalence and impact of gender bias in critical institutional functions of

hiring and promotion (Brommesson et al., 2022; Oleschuk, 2020; Vaughan et al., 2022).
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Their findings reveal discrepancies in the experiences of different groups of women in
terms of faculty decisions regarding hiring, promotion, and tenure. Steinporsdottir et al.
(2019), Grogan (2019), and Casad et al. (2021) demonstrated that female applicants were
less likely to be offered an interview, even when their qualifications were identical to
male applicants. These authors argued that this gender bias has significant adverse effects
on the representation of women in academia and their career advancement.

Similarly, a qualitative study of women faculty members in STEM fields by
Chang et al. (2020) found that faculty women often faced gender bias in promotion and
tenure processes. Their study participants reported experiencing bias related to their
teaching, service contributions, and research productivity and impact. Participants also
reported feeling like they had to work harder and achieve more than their male colleagues
to be recognized. Moreover, Chang et al. (2020) argued that addressing gender bias is
crucial for promoting equity and inclusion in academia. Together, these studies highlight
the persistence of gender bias in hiring and promotion processes and decisions in
academia, including its negative impact on the careers of women faculty members
(Brommesson et al., 2022; Chang et al., 2020; Vaughan et al., 2022). There was a
consensus that addressing this bias requires individual and institutional-level
interventions, such as bias training for search and promotion committees, mentorship and
sponsorship programs, and policy changes that promote equity and inclusion.
Institutional and Structural Barriers

Another observable trend regarding the experiences of faculty women of color

was that more studies focus on exploring and addressing the broad continuum of
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institutional and structural barriers to diversity, inclusion, and equity in higher education
institutions (Corneille et al., 2019; Cross et al., 2019; Mousa, 2022). The fact that faculty
women of color members continue to face institutional and structural barriers in higher
education institutions that hinder their career advancement and success was an
uncontested finding in the literature. Recent studies like Vaughan et al. (2022) and Baker
et al. (2022) have explored the role of these barriers in shaping the experiences of women
faculty members. For example, Vaughan et al. (2022) showed that faculty women of
color grapple with significant institutional barriers related to promotion and tenure.
Among the institutional barriers identified in these studies included a lack of transparency
in promotion and tenure processes, inadequate support for work-life balance, and
insufficient recognition of service and mentoring activities in the promotion and tenure
process (Baker et al., 2022; BinBakr & Ahmd, 2019). These barriers contribute to gender
disparities in promotion and tenure outcomes, and scholars recommend that institutions
take steps to address them.

Cross et al. (2019) and Cardel et al. (2020) explored the intrinsic structural
impediments to the experiences of faculty women of color. These studies have
demonstrated that structural barriers related to hiring and recruitment are a significant
issue (Corneille et al., 2019; Cross et al., 2019; Mousa, 2022). Findings from these
studies demonstrated that gendered minoritized groups experience varying forms and
degrees of bias and discrimination in hiring processes, including a lack of diversity and
inclusion in search committees and hiring practices (Haynes-Baratz et al., 2022;

Oleschuk, 2020; Vaughan et al., 2022; Young & Anderson, 2021). The emerging
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consensus among scholars was that addressing these structural barriers was crucial for
promoting greater equity and diversity in STEM fields (Brommesson et al., 2022; Mousa,
2022; Vaughan et al., 2022). Overall, the findings of these studies highlighted the
importance of addressing institutional and structural barriers in higher education
institutions to promote greater equity and diversity among faculty members, particularly
female faculty members.
Summary of Gender Discrimination Research

Research focused on gender discrimination against women faculty members has
expanded considerably over the past few years, with a growing emphasis on
intersectionality, microaggressions, organizational culture, and policy interventions.
These trends highlight the complex and multifaceted nature of gender discrimination in
academia and the need for comprehensive and systemic solutions that involve all levels
of the institution. Future research should continue to explore these trends and identify
effective strategies for promoting gender equity in higher education institutions.

Prominence in Higher Education

Compounding the scarcity of faculty women of color in leadership positions in
higher education settings is the absence of scholarship that adopts an intersectional
perspective on gender and race in academia. Only a few studies, including Corneille et al.
(2019), have attempted to explore barriers to the advancement of faculty women of color
in STEM departments. Studies on gender discrimination against faculty women of color
in the U.S. covered various themes, including productivity, pay, recognition, and impact

(Brommesson et al., 2022; Oleschuk, 2020; Vaughan et al., 2022). However, most studies
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have failed to differentiate among the diverse groups of women of color (Hur et al., 2017;
Tree & Vaid, 2021). Since women in U.S. academic institutions are predominantly
White, studies that fail to disaggregate by ethnicity are inconclusive because they mainly
report the subjective experiences of White female faculty.

Moreover, studies of ethnic disparities in academia predominantly focused on
generationally minoritized groups with little emphasis on the gendered and race-inspired
experiences and challenges these groups contend with (Blackshear & Hollis, 2021;
DeCuir-Gunby et al., 2020; Dimmick & Callahan, 2022). This tendency to discuss gender
without focusing on its intersection with racialized and gender-defined identities or
discussing race without a gendered perspective is one of the contributing factors to the
indistinctness of faculty women of color as a research subject. Such invisibility is
compounded by how research questions for inquiries on the representation, equity, and
treatment of women in higher education contexts have been defined and datasets codified
(Tree & Vaid, 2021). Consequently, a fundamental first step towards tackling the
continued discrepancy in the prominence and representation of faculty women of color is
to recognize the underlying scarcity of datasets focusing on the intersectionality of gender
and discrimination and the need for more robust datasets.

Existing scholarship has revealed several challenges faced by women of color
scholars in general, acknowledging that the inherent challenges this racial minority group
struggles with in the higher education environment need to mirror the additive
disadvantages of being a member of a systemically disadvantaged group (Buchanan,

2020; Tree & Vaid, 2021). Instead, these factors are multidimensional and likely to
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intersect in distinct ways. Brommesson et al. (2022) showed that women’s experience of
academia life is inherently different from men’s and from one woman to another. A
complete understanding of this dynamic interplay may derive from quantitative data on
intersectionality to supplement the burgeoning subjective data obtained from women of
color in academia (Chin, 2020; Comas-Diaz, 2020). A review of these personal accounts
revealed several recurrent themes, including women of color being perceived as invisible
and hyper-visible (Carter-Sowell et al., 2019), an unfavorable institutional climate that
fosters a sense of isolation (Buchanan, 2020), expectations to validate one’s legitimacy as
a scholar (Garcia-Gonzélez et al., 2019), discrepancies in payment and rewards (Llorens
et al., 2021), and unfavorable working conditions (P.S. Lin & Kennette, 2022).
Gender Discrimination Against Women of Color

With the domineering economic equities, social unrest, and socioeconomic
disparities in modern society, continued insight into the experiences of women of color as
leaders and faculty in higher education has become imperative. Gray and Brooks (2021)
demonstrated that women faculty of color, like other members of systematically
minoritized groups, have been persistently underrepresented in faculty positions in higher
education institutions. Their study demonstrated the underrepresentation of women of
color, especially African American women, in full-time tenure-track faculty positions.
Women of color constitute the least proportion of faculty across institutions (Njoku &
Evans, 2022). Several studies have shown that faculty women of color contend with
gendered experiences and mistreatments such as isolation, marginalization,

microaggressions, and alienation in higher educational settings (Anthym & Tuitt, 2019;
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DeCuir-Gunby et al., 2020; Gray & Brooks, 2021; Haynes-Baratz et al., 2022; Lester et

al., 2021).

In addition to underrepresentation, faculty women of color contend with
discrimination in the workplace. Research on workplace discrimination against women of
color has revealed a high incidence of undesirable and potentially harmful stereotypes
against faculty women of color stemming from classist, bigoted, and sexist perceptions
and beliefs. These beliefs reverberate the notion that African American women are
inherently undeserving recipients of equitable and affirmative action (Njoku & Evans,
2022). These bigoted beliefs also paint women of color as individuals who lack optimal
workplace outcomes like productivity. Because of these stereotypes, women of color are
often disadvantaged in terms of educational and employment opportunities. Such
discrimination also explains the historical disparity in terms of wages for faculty women
of color compared to their White counterparts (Njoku & Evans, 2022). The extant
literature has shown that this intersecting level of gender and racial discrimination against
women of color dominates virtually every level of academia and effectively influences
students and faculty to perceive women of color scholars as less productive and capable.

This perception perpetuates adverse outcomes for faculty women of color, such as
lower wages, fewer appointments to full-time positions, and fewer appointments to
administrative or leadership positions. Lechuga-Pena (2022) showed that the history of
women of color, especially African American women, in the higher education system in
the United States accentuates core critical attributes such as bravery, perseverance, and

overcoming diversity. Findings from their study further showed that the history of
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women of color in the U.S. Higher education system is replete with persistent issues,
including privilege, power struggles, gender pay discrepancies, constricted availability,
tokenism, isolation, invisibility, and a whole gamut of microaggressions. Also supporting
this argument are the findings of Gray and Brooks (2021), who argued that most women
of color in influential faculty positions, such as administrative leaders and tenured faculty
at predominantly White higher education institutions, tend to exhibit an elevated level of
caution, fear, and exasperation from their attempt to adjust and conform to the underlying
professional norms.

Gray and Brooks (2021) also showed that these professional norms are widely
perpetuated in an environment that constantly tasks women faculty members to
substantiate themselves as competent, capable, and qualified. African American women,
particularly, contend with multilayered, systemic oppression steeping from domineering
European sociocultural and economic influences regarding identity, beauty, belonging,
and acceptance in the work environment. Many studies have attempted to examine these
experiences and perceptions among women of color in the higher education domain
(Erete et al., 2021; Gray & Brooks, 2021). The nexus between gender and race has
continued to overpower women of color to a primarily distinct reality compared to their
White counterparts in the U.S. In agreement with the findings of Gray and Brooks
(2021), Erete et al. (2021) also demonstrated that this intersection results in the
experience of diverse forms of microaggression and oppression for women of color,

including classicism, bigotry, and sexism.
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The findings of both Gray and Brooks (2021) and Erete et al. (2021) demonstrate

the consensus that navigating this race-gender nexus can be daunting for women of color
in academia, especially owing to the continued lack of mentorship, representation, and
proper support. The challenges identified in the literature included racial fatigue,
alienation, exhaustion, undervaluation, overextension, and frustration. As Gray and
Brooks (2021) demonstrated, these experiences can harm mental health, career
trajectories, and academic progress for women of color. Thus, women of color must be
persistent in their academic and professional pursuits, embrace the dynamics of race and
gender and their impact on career trajectories and leadership development (Davis &
Maldonado, 2015), and balance their personal and professional expectations with
legitimacy (Gray & Brooks, 2021). This endeavor might not be easy because these
women must grapple with balancing work and life demands. For instance, some
researchers like Njoku and Evans (2022) have demonstrated that the intersecting roles of
wife, sister, caregiver, and faculty highlight the inherent amplification of the roles,
responsibilities, and expectations of women faculty of color and the nexus between their
responsibilities at home and work.
Experience at Historically Black Colleges and Universities

Women’s experiences in historically black colleges and universities (HBCUs)
have been explored in several studies (Blackshear & Hollis, 2021; Hollis, 2022; A. Lee et
al., 2021; Taylor & Wynn, 2019; Williams, 2022). These studies on women’s experiences
in HBCUs have demonstrated various challenges and barriers women of color must

contend with in HBCUs. Common challenges identified in these studies included a lack



52
of representation in leadership opportunities (Delgado & Allen, 2019; Nash & Moore,

2018), limited opportunities for professional development (Taylor & Wynn, 2019),
systemic racial and gender biases (Blackshear & Hollis, 2021; DeCuir-Gunby et al.,
2020), and a lack of networking and mentorship opportunities (Endo, 2020; Tillman,
2001). Researchers like A. Lee et al. (2021) highlight the experiences of Black women
faculty members in STEM fields at HBCUs and recommend strategies to address the
institutional barriers that Black women face. These researchers agreed that Black women
faculty members are often isolated and excluded from decision-making processes at
HBCU s despite their contributions to research and teaching. They also reported that
Black women faculty members face significant obstacles in accessing funding,
mentoring, and leadership opportunities.

Taylor and Wynn (2019) demonstrated the importance of HBCUs and minority-
serving institutions (MSIs) in promoting diversity and inclusion in STEM fields. He
argued that HBCUs and MSIs have a unique role in addressing the underrepresentation of
racial minority groups in STEM fields by providing educational opportunities, research
experiences, and mentorship programs. Others like Blackshear and Hollis (2021) have
investigated the experiences of female faculty members at HBCUs who have been
subjected to workplace bullying. Both Taylor and Wynn (2019) and Blackshear and
Hollis (2021) showed that female faculty members at HBCUs are often subjected to
exclusion, harassment, and intimidation by their colleagues and supervisors. Moreover,

these studies have demonstrated that female faculty members who belong to
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systematically minoritized groups, such as Black women, face even greater
discrimination and harassment.

Williams (2022) used a Black feminist perspective to critique the discipline of
anthropology and its marginalization of Black women’s experiences. The study’s
findings revealed that anthropology has historically neglected the experiences of Black
women and that this neglect is particularly acute in the context of HBCUs. Their study
emphasized the importance of centering the experiences and perspectives of Black
women in anthropology and other disciplines and called for a more inclusive and
intersectional approach to research and teaching. Blackshear and Hollis (2021) explored
the experiences of Black women faculty members at both HBCUs and predominantly
White institutions (PWIs). The findings corroborate the arguments of Hollis (2022), A.
Lee et al. (2021), and Taylor and Wynn (2019), whose studies on women’s experiences
in HBCUs indicated that Black female faculty members faced similar challenges at both
types of institutions, including isolation, marginalization, and discrimination.
Comparatively, Blackshear and Hollis (2021) argued that the experiences of Black
women faculty members at HBCUs are often more favorable than at PWIs due to the
supportive environments and emphasis on diversity and inclusion at HBCU .

Findings from the literature on the experiences of women in HBCUs have
proposed several interventions to improve the experiences of women in HBCUs. For
instance, researchers like Taylor and Wynn (2019) emphasized the importance of
developing leadership skills in racial minority students and faculty members and

highlighted the need for institutional support and resources to achieve this goal. Taylor
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and Wynn (2019) also emphasized the importance of collaborative partnerships between
HBCUs, MSIs, and industry partners to promote innovation and advance diversity in
STEM fields. A. Lee et al. (2021) recommended that HBCUs need to provide
professional development programs for Black women faculty members, establish
mentoring and networking opportunities, and create inclusive environments that value
diversity and prioritize the contributions of Black women faculty members.
Comparatively, Blackshear and Hollis (2021) recommended that HBCUs develop
policies and training programs to address workplace bullying and promote a culture of
inclusion and respect. Blackshear and Hollis (2021) recommended that institutions of all
types prioritize recruiting and retaining Black women faculty members and create
inclusive environments that value diversity and promote equity.
Challenges in Higher Education

Faculty women of color struggle with several challenges and issues in their work
environments. The literature review identified a wide array of systemic issues affecting
the well-being and experiences of faculty women of color as a racial minority group,
including their productivity and performance. Challenges identified span institutional,
departmental, and national contexts and are noticeable at different levels of academia.
Departmental problems also included research, job satisfaction, teaching challenges,
marginalization, bias in recruitment, and language discrimination (Blackshear & Hollis,
2021). The institutional challenges emerging from the literature included tokenism, siloed
diversity practices, hostile work climate, microaggressions, lack of attention, and

politicization of diversity, inclusion, and equality practices (Anthym & Tuitt, 2019).
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National challenges included salary inequalities, grand funding, research outlets, and
affirmative action(Chang et al., 2020). Departmental, institutional, and national issues
culminate into pipeline issues, the historical legacy of discrimination, promotion and
tenure issues, and gaps in mentorship for women.

Isolation, Marginalization, and Culture

Organizational culture affects nearly every aspect of the experience of
systematically underrepresented minority faculty groups in higher education institutions.
Culture either facilitates or creates barriers to the success and progress of this group and
has been associated with poor retention and early departure from academe (Johnson et al.,
2017). Social and professional isolation are everyday experiences among members of
underrepresented minority faculty in a predominantly White institution. Such isolation
has been associated with several adverse outcomes, including tokenism, racism, and
microaggressions directed by other campus community members toward the members of
the underrepresented minority group. Johnson et al. (2017) demonstrated that isolation
could also precipitate from worsened multiple marginalities, such as for underrepresented
minority faculty women of color, and is experienced differently among individual faculty
members, depending on their intersection of ethnic, gender, and racial identities.

Burden et al. (2005) described social isolation as the alienation defined by a chilly
climate fostered and supported by the majority, such as White faculty, that marginalizes
underrepresented minority faculty from the rest of the faculty. Such isolation can
undermine productive and positive outcomes such as research or professional progress.

Supporting this argument, Ngunjiri and Hernandez (2017) also demonstrated that
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isolation becomes marginalization for historically discriminated groups like women of
color, where such groups are marginalized from decisions, inclusion in departmental
activities, and colleagues, including perceptions of intellectual inferiority. Their study
showed that isolation could also be aggravated by students who tend to challenge the
capability, competency, and experiences of underrepresented minority faculty. Other
researchers like Kelly and Winkle-Wagner (2017), Zambrana et al. (2017), and Edwards
and Ross (2018) noted that even though mentorship could be perceived as a limited
solution to these problems, paternalistic mentorship could have unanticipated outcomes
that ultimately aggravate isolation. These researchers note that paternalistic mentorship
could aggravate feelings and perceptions of low self-worth and self-doubt.

These problems with isolation and marginalization are emboldened through
varied structural and organizational problems like Eurocentrism and White privilege in
predominantly White institutions, supplementary diversity requirements for
underrepresented minority faculty, and siloed diversity efforts to specific departments or
locations on campus. There is a consensus that the constant microaggressions and hostile
work climates targeted at faculty members of systemically underrepresented minority
groups are leading contributors to the elevated stress levels and demoralization of faculty
women of color in academia (Edwards & Ross, 2018; Lechuga, 2012; Zambrana et al.,
2017). Some researchers, such as Chambers (2011), argued that the constant
microaggressions and discrimination against underrepresented minority groups,
especially faculty women of color, are pivotal predictors of their retention, motivation,

job satisfaction, productivity, and departure from academia. These studies have demoted
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structural challenges like promotion and recognition as the leading predictors of retention
and attrition.
Microaggressions, Retention, and Questionable Validity

Some researchers have identified microaggressions as a significant problem with
which members of underrepresented minority faculty groups struggle. Johnson et al.
(2017) described microaggressions as brief and normalized indignities perpetrated by
members of dominant social groups towards people of color, either intentionally or
unconsciously, based on their gender or race. These indignities include demeaning
comments, dismissive gestures, negations, insensitivities, and rudeness. Zambrana et al.
(2017) noted that the basis for microaggressions, especially gender and race, are typically
situated in the underlying institutional contexts, climates, and cultures that either
facilitate or support microaggression and incivility. Johnson et al. (2017) associated the
problem of microaggressions with multiple marginalities, arguing that microaggressions
can take various forms, including verbal or non-verbal behaviors that subtly convey
hostility, disrespect, or negative assumptions towards faculty women of color members.
These microaggressions can cause significant emotional and psychological distress and
lead to lower job satisfaction and organizational commitment.

Retention is another significant challenge for faculty women of color members,
particularly in STEM fields (Baker et al., 2022; Casad et al., 2021). Gender inequality,
including unequal access to resources, lower salaries, and a lack of mentoring and
support, affects their retention and advancement in academia. In addition, the recruitment

process for faculty women of color members may be biased, leading to their under-
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representation in academia (Brommesson et al., 2022). Retention of faculty women of
color has been a concern in higher education. Previous research has shown that the cost
of vicarious trauma, microaggressions, and emotional labor is high for Black
administrators and faculty who engage in race work at traditionally White institutions
(Anthym & Tuitt, 2019). Baker et al. (2022) asserted that providing university support is
critical for the survival and thriving of women of color in academia. Women of color,
especially Black women, have continued to face challenges in both HBCUs and PWIs
(Blackshear & Hollis, 2021). In some cases, women are doubly discriminated against in
the recruitment processes of universities (Brommesson et al., 2022). Thus, turning chutes
into ladders is a roadmap to equity for women faculty (Cardel et al., 2020).

Gender inequality in the STEM domain remains a significant challenge for
women faculty (Casad et al., 2021; Cooke & Bethea, 2021). There are calls for a
systematic examination of the practices for retaining Black female faculty and staff in
independent schools (Cooke & Bethea, 2021). Moving beyond the rhetoric of faculty
diversity and taking concrete steps is essential (Gavino, 2021). Equity and game theory
strategies could promote gender diversity and inclusion in an academic health science
center (Harmer et al., 2021). Microaggressions against women faculty in the academy
have continued to be a concern (Haynes-Baratz et al., 2022). Work-life policies could
increase female faculty representation in economics departments in the United States
(Juraqulova et al., 2019). Female faculty members are critical for the growth and
development of higher education, and there is a need to care for their well-being

(Kamerlin & Wittung-Stafshede, 2020). Similarly, there are also calls for more action
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than talk about gender and ethnic diversity in leading public health universities (M. S.
Khan et al., 2019). As A. Lee et al. (2021) underscored, pathways to institutional
transformation at HBCUs must be established to address issues affecting Black women
STEM faculty. Women-focused professional organizations could impact academic
retention and advancement (M. P. Lin et al., 2019). Finally, female faculty face work-
family conflict, and it is essential to work toward role management (McCutcheon &
Morrison, 2018; McEntyre et al., 2022).

Questionable validity of faculty women of color is also a prevalent theme in the
literature. Anthym and Tuitt (2019) and Casad et al. (2021) argued that Black
administrators and faculty members at PWIs face challenges such as vicarious trauma,
implicit biases, microaggressions, and emotional labor that may make them question their
validity as faculty members. Blackshear and Hollis (2021) focused on the experiences of
Black women faculty at PWIs and HBCUs and asserted that gender and race are
pervasive factors that affect their experiences at both types of institutions. Comparatively,
Baker et al. (2022) argued that faculty women of color faced unique challenges, such as
racism, sexism, and lack of institutional support, that impacted their ability to survive and
thrive in academia. Cardel et al. (2020) provided a roadmap for equity in academia and
argued that gender and racial disparities in academia could be addressed through
institutional changes.

Lastly, prior research has shown several challenges in mentorship and
organizational commitment for faculty women of color. For instance, the findings of

Anthym and Tuitt (2019) show that African American administrators and faculty
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engaging in race work at traditionally White institutions typically face the cost of
vicarious trauma, microaggressions, and emotional labor, which may lead to low
organizational commitment. Another study by Baker et al. (2022) suggested that
university support was critical to the survival and thriving of women of color in
academia. Blackshear and Hollis (2021) pointed out that Black women faculty at PWIs
and HBCUs experience gender and race discrimination, which affects their organizational
commitment. Similarly, Brommesson et al. (2022) showed that women might face double
discrimination in universities’ recruitment processes. Cardel et al. (2020) suggested that
women faculty face challenges in academia and that equity could be achieved by
implementing specific strategies. The findings of a related study by Casad et al. (2021)
identified gender inequality in academia, particularly in STEM fields, and proposed
solutions ranging from policy and structural interventions to support female faculty
members.

Moreover, the study by Cooke and Bethea (2021) discussed retaining Black
female faculty and staff in independent schools. Gavino (2021) noted the need to move
beyond rhetoric on faculty diversity in higher education, whereas Harmer et al. (2021)
proposed equity and game theory strategies to promote gender diversity and inclusion in
an academic health science center. Haynes-Baratz et al. (2022) analyzed gendered
microaggressions in the academy and the bystander action among faculty to challenge
these behaviors, highlighting the fundamental role of favorable organizational culture and
work climate. A study by Juraqulova et al. (2019) examined work-life policies and

female faculty representation in U.S. doctoral-granting economics departments and
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highlighted the critical function of human resource policies and culture in the retention of
racial minority groups. Kamerlin and Wittung-Stafshede (2020) explored the reasons for
the existence of fewer female faculty in academia and why it was a policy and research
imperative for higher education policymakers and management. A comparative study by
M. S. Khan et al. (2019) revealed the talk-action gap in gender and ethnic diversity in
leading public health universities.

The study of A. Lee et al. (2021) offered recommendations for institutional
transformation at HBCUs from the perspective of Black women STEM faculty,
emphasizing the role of institutional policies and a concerted effort to address policy
discrepancies. Other authors like Marine and Aleman (2018) examined faculty women of
color’s professional identity and generational disposition, whereas some researchers like
McCutcheon and Morrison (2018) have examined individual factors affecting
organizational commitment through Pan-Canadian reflections on work-family conflict
from psychology women faculty and graduate students. Comparatively, McEntyre et al.
(2022) discussed a first-year female faculty member’s attempt at role management. Like
D. I. Miller et al. (2015), the findings from these studies have suggested that women’s
representation in science predicts national gender-science stereotypes. Despite these
challenges, several strategies could be employed to support faculty women of color
members in academia, including creating women-focused professional organizations,
providing mentorship, and promoting equity and inclusion in recruitment and retention
practices ( Gavino, 2021; Haynes-Baratz et al., 2022; A. Lee et al., 2021). These

strategies could help to reduce the impact of microaggressions, improve retention and
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organizational commitment, and enhance the validity of the scholarship produced by
faculty women of color.
Strategies for Improving Faculty Diversity

Women faculty of color continue to navigate civil unrest and persistent trauma in
higher education institutions in the U.S. and globally. Njoku and Evans (2022) noted that,
given the unrelenting nature of the civil unrest and trauma that women of color undergo
in higher education, how institutions and policymakers support the women and perpetuate
trauma-informed and evidence-driven practices with the faculty is essential. Therefore,
solid evidence-based strategies are required to sufficiently address the fundamental issues
women of color contend with in higher education (Gray & Brooks, 2021; Walton et al.,
2021). While several strategies have been recommended in the extant literature, the two
main strands of the literature that have emerged from studies seeking to propose robust
strategies for augmenting the experiences of faculty women of color in higher education
institutions include individual-level strategies and institution-level strategies (Gray &
Brooks, 2021; Njoku & Evans, 2022; Walton et al., 2021).
Individual-Level Strategies

Some researchers have demonstrated that the problem of discrimination and
gendered stereotypes against faculty women of color can be remedied by individual-level
strategies, including self-care (Gray & Brooks, 2021), block out time (Oleschuk, 2020),
and professional development (Njoku & Evans, 2022). Gray and Brooks (2021)
emphasized the role of self-care in improving the health and well-being of female faculty

members. The findings from their study showed that health disparities were a common
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problem among African American women long before the recent global pandemic of
Covid-19. Their study demonstrated that several self-care strategies, including seeking
therapy, therapeutic massage, practicing yoga, openly sharing thoughts, and exercising,
could be implemented to promote self-care and health for faculty women of color. They
also showed that adequate sleep and rest and accepting help with caregiving and work-
related tasks could be valuable in promoting self-care and the performance of faculty
women of color.

However, Njoku and Evans (2022) cautioned that self-care, albeit being a
commonly used terminology in the extant literature, could be used to imply different
things. This argument corroborated the previous findings on self-care by recommending
that faculty women of color explore campus-wide resources like counseling and mental
health support programs. They contended that embracing the 3Gs, including going with
the flow, grace, and gratitude, could be beneficial to the effort to navigate trauma and
discrimination in higher education institutions. This approach supported the seminal
works of Mosley (1980) and the argument proposed by Gray and Brooks (2021). The
basis of the 3G's proposition is that as women of color endeavor and persevere within
faculty settings in modern higher education institutions, they must embrace grace by
acknowledging resilience amidst adversity and taking enough time to rest. Giving oneself
latitude involves self-reflection on one’s scholarship, service, workload, and teaching to
determine if the work practice is aligned with the individual’s career and research goals.

Both Njoku and Evans (2022) and Gray and Brooks (2021) also recommended adopting
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an attitude of gratitude and practicing mindfulness to inspire creativity, enhance memory,
and stimulate goal achievement.

Oleschuk (2020) contributed to this argument by proposing that faculty women of
color in administrative and leadership positions should block out times that spur
creativity and productivity from their calendars. Blocking out time for creative work and
personal wellness activities could foster productivity and performance increment. Such
blocked or curved-out time may be dedicated to self-care activities like yoga, meditation,
social excursions, and family trips. Njoku and Evans (2022) also recommended that
faculty women of color connect with their circles. They demonstrated the value of
humans, as interpersonal beings, to connect with their peers and circles to overcome
adversity through a united front. For African American women faculty members,
networking and supportive communication with their peers could provide the much-
needed socio-political contextualization, a sense of enjoyment and belonging, identity,
and collective upliftment. They found that effective networking among women in
academia could either be organic and founded on mutual interests with peers or strategic
and focused on the underlying career trajectories.

Some researchers have proposed continued professional development as a viable
individual-level strategy for alleviating the trauma and challenges faculty women of color
contend with in higher education institutions. Njoku and Evans (2022) proposed that,
given institutional support, faculty women of color can pursue professional development
through in-service training and webinars, conference attendance, and professional

certification. They demonstrated that continued professional development could provide
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faculty women of color with continuing education and keep them both marketable and up
to date on current research, scholarship, and best practices. These activities can inspire
creativity, help women of color expand their network, enhance personal portfolios, learn,
and share new ideas.
Institutional-Level Strategies

Another strand of inquiry recognized the role of institutional involvement in
augmenting the effectiveness and efficacy of efforts to address gender discrimination
against faculty women of color. This strand emphasized institution-based strategies like
commitment to DEI frameworks (Hoyt et al., 2021; Walton et al., 2021), policy reforms
to boost flexibility (Gray & Brooks, 2021), funding professional development (Oleschuk,
2020), and recognizing intensified sociocultural demands of women of color (King &
Frederickson, 2021). Other researchers emphasized the importance of trauma-informed
practices (Wynard et al., 2020), communication and collaboration (Dias & Bellucci,
2021), mentorship, leadership, and recruitment and tenure (Townsend, 2021), and
retention support (Barnes & Brinegar, 2017; Edwards & Ross, 2018).
Commitment to DEI

Diversity, inclusion, and equity are common themes in the literature on race and
gender studies. Walton et al. (2021) demonstrated that institutions that genuinely commit
to DEI strategies could create favorable environments that foster transparent
conversations about power, privilege, and oppression. In their study, Walton et al. (2021)
emphasized the need for higher education institutions to have evidence-based

recruitment, recognition, and retention policies for faculty with diverse perspectives and
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experiences, especially faculty women of color. According to Njoku and Evans (2022),
representation matters and there is a persistent need to attract, recruit, and retain people of
color faculty. Therefore, organizations must be committed to attracting and retaining
faculty members with diverse experiences with gender discrimination and racism,
fostering cultural competence and mentorship across faculty, and dedicating resources to
recruiting, graduating, and retaining students from diverse sociocultural backgrounds.
These arguments corroborate the findings of seminal studies like Mosley (1980) that
demonstrated the need to acknowledge and avoid overburdening faculty members of
systemically underrepresented and minoritized groups.

Njoku and Evans (2022) further demonstrated the potential value of increased
collaboration among allies to appraise and learn how racism, gender discrimination, and
related microaggressions function in academia and to integrate these concepts into their
curricula and institutional policies. In agreement with the findings from DETI literature,
Njoku and Evans (2022) emphasized the need for institutions to commit to providing
racial awareness training and seminars for faculty. These training programs could inspire
faculty to embrace strategies and policies to promote institution-wide learning and
awareness about racism, gender discrimination, and alienation and their impact on social
justice and health. Continued diversity training, racial awareness, and institution-wide
commitment to anti-discriminatory behavior among faculty are fundamental for creating
and sustaining a culturally diverse workforce environment, especially for faculty women
of color. These training and awareness campaigns could enhance classroom dynamics,

personal growth among faculty and students, and attitudinal changes.
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Policy Reforms

Oleschuk (2020) and Walton et al. (2021) demonstrated the need for policy
reforms to offer more flexibility. Oleschuk (2020) showed that scholarly societies and
professional organizations must review their faculty development, scholarship, and
performance expectations. Some of their recommendations for policy change included
limiting meetings, delaying the current tenure clock, reevaluating institutional norms, and
waiving non-essential services. Moreover, higher education institutions could augment
flexibility by reforming teaching and learning policies to benefit faculty, especially
women of color. Njoku and Evans (2022) recommended that higher education institutions
recognize the impact of racial biases and gender discrimination on student perceptions of
learning and instruction for provisional and tenure-track faculty. Therefore, flexible work
arrangements like telework for systematically minoritized and disadvantaged groups,
such as women of color, could augment faculty’s ability to balance work and home
responsibilities efficiently.

Policy reforms also include increased funding for professional development and
recognition of the unique social and professional needs of faculty women of color.
Oleschuk (2020) studied the impact of COVID-19 on the career of faculty members, the
disruption of research undertakings, and gender disparities and discrimination in
scholarship. Their findings called for increasing funding for faculty development,
including self-care programs. Dedicating more funding to faculty development activities
like academic conferences, maintenance of professional memberships, and seminars

could augment professional development. Similarly, King and Frederickson (2021)
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showed the value of institutional recognition of changes in personal, family, and work
lives for faculty women of color due to socioeconomic and cultural dynamics. Their
study also reviewed the impact of COVID-19 on the work-life balance for women of
color in academia. The study’s findings emphasized the need for institutions to recognize
and acknowledge changes in the work and personal lives of faculty members, including
the adverse impacts of these changes on work performance, productivity, and health
outcomes for faculty members.

Findings from the King and Frederickson (2021) study also demonstrated that
increased caregiving demands for female faculty members could inadvertently undermine
their work performance. The increasingly complex work environment in which faculty
women of color work today increases the need for institutions to respond to changes in
the needs and demands of faculty women of color by executing policies that increase the
recognition of personal and professional needs and assistance. Other institutional-level
strategies for promoting the attention to and remediation of personal and professional
needs include making professional counseling and mental health services more available
to faculty women of color, organizing social events for stress relief and motivation, and
streamlining work processes and professional responsibilities to reduce frustrations and
increase efficiency.

Some researchers have demonstrated that policy reforms in recruitment, retention,
and promotion processes could improve the experiences of underrepresented minority
members of faculty. For instance, Barnes and Brinegar (2017) emphasized the need for

organizations to create and sustain a future faculty pipeline by diversifying changes in
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campus culture and institutional climate to make the institution more attractive to faculty
members from underrepresented minorities. Their study also emphasized the need to
transform recruitment policies to include a new focus on recruitment by structuring job
adverts to highlight a diversity component while expanding background requirements to
include previous experience with and impact on diversity, inclusivity, and equity. Hiring
interventions, including cluster hiring, search waivers, exceptional hires, and out-of-cycle
hiring, could improve the influx of faculty with diverse experiences and backgrounds.
Moreover, according to Barnes and Brinegar (2017), organizations must create safe
spaces in the recruitment process to provide candidates with confidential space for asking
diversity-critical questions like special provisions around marital status, maternity,
healthcare, or promotion.

Some researchers, such as Cole et al. (2017) and Ngunjiri and Hernandez (2017),
emphasized retention support as a practical approach to promoting diversity, inclusivity,
and equality in higher education faculty. They contended that institutional support and
unfettered access to supportive social and professional communities like racial and ethnic
minority faculty associations should be developed, supported, and promoted across
campus to minimize isolation and support acculturation processes. Edwards and Ross
(2018) emphasized that junior faculty members and members of underrepresented
minority groups like women of color should be encouraged and supported to identify and
utilize professional development opportunities, access to leadership training, and critical
life course practices that seek to bolster social capital. These authors further asserted that

providing support and mentorship from senior faculty members goes a long way in
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reinforcing interventions like creating policies that support diverse and minority faculty.
Nonetheless, their study concluded that these policy changes must be transparent,
inclusive, and consistent across all contexts and faculty levels.

Lastly, Han and Leonard (2017), Barnes and Brinegar (2017), and Edwards and
Ross (2018) recommended policy changes tailored for and designed to improve the
tenure or promotion process. These authors argued that institutions must review the merit
and balance given to service, teaching, and research and how they are appraised or
audited. According to Han and Leonard (2017), this process is essential because
underrepresented minority groups in faculty communities contend with several
challenges in teaching, learning, and instruction, including institution-driven biases
against professional service, biased student evaluations and interactions, and less
institutional focus on diversity research. Institutions must also reevaluate policies that
prevent lower-ranking faculty members from participating in democratic processes like
voting during faculty deliberations. Moreover, policy reforms need to focus on ensuring
just and equitable work expectations and service load for underrepresented minority
faculty members to prevent relapse into emotional distress due to unbearable workloads
and involvement in too many committees. Such commitment could lower staff morale,
commitment, productivity, and job satisfaction for members of underrepresented minority
groups like women of color.

Edwards and Ross (2018) agreed with Barnes and Brinegar (2017) in their
assertion about the need for institutions to instigate policy reforms that seek to define and

provide tailored pathways for professional development, promotion, and career pathways
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for these underrepresented racial minority groups. They explained that faculty
administrators and workforce planners should provide formal promotion support and
elevation paths for new faculty members, including mentorship, tailored professional
development support, clear goals, and precise guidance. Kelly and Winkle-Wagner
(2017) pointed out that tenure track appraisals tailored to individuals, empowering, and
evidence-based, rather than broad, general, and institutionalized, could allow faculty
members to plan and adjust their goals and achieve their career objectives.
Trauma-Informed Practices and Collaboration

Wynard et al. (2020) underlined the negative impact of adverse experiences of
traumatic events on mental and physical health and well-being among faculty members.
Their findings underscored the need for institutions to recognize, acknowledge, and adapt
trauma-informed policies and practices across the institution to foster a culture of
resilience and health in the campus community. Such practices may include offering
flexibility, checking in with faculty and students, embracing all forms of engagement,
and fostering a sense of belonging and identity across the institution. Given the
experience of women of color with systemic racial and gender discrimination, trauma-
informed frameworks and approaches to collaboration, communication, work, and
pedagogy should be recognized as essential enablers of efforts to create and promote the
ideal work environment for faculty women of color.

Other authors, such as Dias and Bellucci (2021), recognized the value of
engagement in promoting teaching and learning. Similar to these findings, Njoku and

Evans (2022) underscored the importance of improved communication and collaboration
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in augmenting the experience of faculty women of color. Studies have shown that
promoting communication and collaboration reinforces the capability of faculty to
indulge in positive discourse, enhances satisfaction and achievement, facilitates better
understanding of expectations and roles, minimizes barriers to efficient communication,
augments respect for others and creates a safe work environment (Dias & Bellucci, 2021;
Friedrich et al., 2021). Moreover, findings from these related studies emphasize the need
for institutions to create and sustain safe, welcoming, and culturally diverse spaces where
faculty members from diverse experiences and backgrounds can voice their concerns and
issues that affect their lives and careers. Interprofessional collaboration among faculty,
staff, administrators, policymakers, and students could embolden efforts to address these
underlying challenges for generationally minoritized groups like faculty women of color.
Leadership and Mentorship

Edwards and Ross (2018) demonstrated that formal mentoring for newly hired
administrators and faculty members should be well structured to identify, highlight, and
address the challenges minority faculty members experience at the workplace. Similar to
the arguments in seminal work like Tillman (2001) and Holmes et al. (2007), their
arguments demonstrated that formal and structured mentoring programs are only
effective to the extent they focus on both psychosocial and career aspects. These
programs must be institutionalized and tailored to individual faculty members’ unique
needs, preferences, and expectations to create a safe context for underrepresented faculty
members to express their needs, expectations, and experiences. Higher education

administrators and planners must constantly evaluate these programs for both outcome
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and process. Tillman (2001) emphasized that mentors must understand the overall
implication of the marginality of the mentee to uncomplicate the cross-gender or race
mentorship relationships. Therefore, mentorship programs and relationships should
reflect on critical aspects of race, gender, hierarchy, empowerment, and white privilege.
Propositions on effective leadership and DIE programs have highlighted the
importance of combating microaggressions, ensuring shared responsibility for diversity
and inclusion, providing access to resources and funding, tracking diversity and campus
climate, and fostering diversity in appointment to leadership positions. Han and Leonard
(2017) argued that teaching and training about microaggressions in the workplace should
be infused into the higher education curriculum. Moreover, Han and Leonard (2017)
asserted that leadership needs to combat microaggressions instead of ignoring them
across campus. Moreover, Vishwanatha and Jones (2018) showed that diversity is a
shared responsibility across campus. Therefore, higher education administrators and
planners should provide access to resources and funding through grant applications that
promote diversity and inclusivity in the workplace. Moreover, as Rice et al. (2017)
argued, additional funding to support individual research activities and professional
development is crucial in alleviating diversity-related problems in higher education.
Some authors also demonstrated the need for policymakers and administrators to
evaluate and appraise all departments to identify programs with notably poor gender and
racial representation and provide training to faculty heads on viable and effective
strategies for promoting inclusion, diversity, and culturally competent recruitment of

faculty (Edwards & Ross, 2018; Rice et al., 2017; Vishwanatha & Jones, 2018). These
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studies emphasized the need to track diversity and campus-wide culture as part of
system-wide frameworks to promote inclusivity, diversity, equality, and belonging for
underrepresented minority groups. Institutional leadership must be responsible and
accountable for transformative change processes in the workplace. Ngunjiri and
Hernandez (2017) revealed that mandatory training on diversity and inclusion for all
members of the campus community is vital in establishing and sustaining ongoing
dialogue and a safe climate. Moreover, Ngunjiri and Hernandez (2017) emphasized that
such training could augment the efforts to address discrimination based on standard
benchmarks like race, gender, religion, or language. Leadership appointments should be
evaluated based on previous impact on and experience with diversity, inclusion, and
equality among faculty.

This strand of inquiry demonstrates that mentorship and leadership opportunities
for faculty women of color are crucial for increasing diversity and inclusivity in higher
education institutions. Authors who conform to this view point out that women of color
face unique challenges in academia, including a lack of role models, biases and
stereotypes, and limited access to networks and resources (Anthym & Tuitt, 2019; Chang
et al., 2020; Chin, 2020). Therefore, providing them with effective mentorship and
leadership opportunities can help them overcome these challenges and thrive in their
academic careers. One of the critical arguments emerging from the literature is that
mentorship programs should be designed specifically for women of color, considering

their experiences, needs, and goals. Such programs should provide professional guidance,
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emotional support, and validation, which can be especially important for women of color
who often feel isolated and undervalued in academic settings.

This literature also revealed the importance of having mentors who share similar
identities and backgrounds with the mentees, as they can provide more relevant and
nuanced advice and serve as powerful role models (Anthym & Tuitt, 2019; Chang et al.,
2020; Chin, 2020). Another argument these researchers proposed is that leadership
opportunities should be intentionally created for faculty women of color rather than just
assuming that they will naturally emerge (Chin, 2020; Delgado & Allen, 2019). This may
include offering formal leadership training, mentoring and sponsorship programs, and
opportunities for networking and visibility. The researchers stressed that such efforts
should be proactive and sustained, as women of color are often overlooked or excluded
from leadership positions due to biases and stereotypes.

Emerging Themes

Several themes emerged from the literature review on the experiences of women
of color in higher education faculty, including the preeminence of diversity, equality, and
inclusion practices of organizations. There was a consensus among researchers
concerning the diverse diversity, inclusion, and equity policies being employed by
organizations, the challenges that faculty women of color contend with in higher
education workplace environments, the need to resolve these issues, and viable strategies
for alleviating these challenges. These themes have critical implications for higher
education research and policy processes and can potentially facilitate and inform efforts

to improve the experiences of systemically minoritized groups like faculty women of
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color. The key themes emerging from the reviewed literature will be summarized in this
section.
Gender, Diversity, and Discrimination

The literature review revealed a consensus on discrimination against women,
especially women of color, in academia, regardless of the growing amount of research,
policy, and administrative efforts to promote diversity in academia (Y. Lee & Won,
2014). One aspect of discrimination against women faculty of color that was seldom
contested in the literature was promotion, rewards, and tenure. Past research on faculty
composition revealed that female faculty were less likely to be promoted or tenured than
male colleagues. These studies also found that the proportion of women of color at the
same rank was inversely proportional to faculty rank (Bain & Cummings, 2000; Y. Lee &
Won, 2014). The increasing number of women from racial minority groups in junior
faculty positions suggests that the traditional barriers to women’s entry into academia
have been alleviated. However, current research has shown that discrimination against
women of color persists in terms of tenure and promotion to leadership positions
(Corneille et al., 2019).

There was also a consensus on the existence of discrimination against faculty
women of color in terms of salary, recognition, and rewards. While the statistics vary,
study findings show that women faculty of color are persistently paid less regardless of
faculty rank or the type of institution (Y. Lee & Won, 2014; O’Keefe & Wang, 2013).
Even though the wage gap between male and female faculty has continued to shrink over

time, as indicated by the increase in the number of women faculty members and salaries
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(Gokturk & Tulubas, 2021), the initial wage gap is likely to put faculty women of color

members at a career-long disadvantage. Both higher education policies and research
recognize gendered prejudice against faculty women of color in terms of salary and
recognition as a research and policy issue. However, what is less acknowledged is that
these underlying issues of systematic discrimination against faculty women of color may
be associated with the nexus between active and passive faculty representation.

Some authors like Y. Lee and Won (2014) utilized theoretical frameworks to
explore the concept of representation for faculty women of color. From the theory of
representative bureaucracy perspective, Y. Lee and Won (2014) showed that
demographic characteristics influence values and beliefs and that people tend to promote
the interests of the social strata to which they belong. Such a tendency directly affects
institutional policies and indirectly influences organizational culture regarding diversity
and inclusivity. This viewpoint implied that the demographic representation of women
faculty of color and their active involvement in attempts to achieve equal pay are not
conjoined problems. This argument furthers the notion that discrimination against women
faculty of color regarding promotion and tenure contributes to the underlying wage gap
for incoming female faculty members (Brommesson et al., 2022). The researchers agreed
that addressing discrepancies in wage and compensation for women faculty of color is a
significant agenda for higher education research and policy.

Moreover, there was a consensus on the value of diversity and inclusivity in
higher education faculty (Cardel et al., 2020; Tree & Vaid, 2021). The literature review

demonstrated that diversity and inclusivity were imperative for delivering excellence in
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academia because they bolster cognitive diversity. Both seminal and emerging scholarly
works have associated cognitive diversity with innovation (Hofstra et al., 2019), novel
solutions (Llorens et al., 2021), scientific discovery (Nielsen et al., 2018), and enhanced
problem-solving at the individual and institutional levels (Hong & Page, 2004) Moreover,
such diversity has also been linked to significant reductions in systemic stereotypes in
higher education institutions (D. 1. Miller et al., 2015). Faculty diversity was linked with
several individual and organizational outcomes. Another point of consensus in the extant
literature was that diversity and inclusivity can foster organizational citizenship
behaviors, including commitment, civility, and intention to stay.
Viable Solutions

The literature revealed persistent challenges and barriers related to the retention,
recruitment, mentorship, leadership, and promotion of faculty women of color members.
Several viable remedies have been proposed to improve the proportion and experiences
of faculty women of color in higher education settings. There was a consensus that
although organizational climate and culture at the national, institutional, and departmental
levels are deeply entrenched and seemingly subtle, they can be improved through
changes in institutional policies, practices, and structures. However, such change may
only be effective and positive if effective leadership, institutional commitment to
resources and support, accountability, and solid planning exist. Therefore, the reviewed
literature identified several viable recommendations for transforming organizational
structures, practice, and policy frameworks to influence campus-wide culture and climate

through retention support, recruitment, mentorship, leadership, and promotion.
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Retention support is essential in promoting a supportive campus climate for
faculty women of color members. The support should include providing access to
resources, such as mentoring programs, networking opportunities, professional
development opportunities, and supportive work-life policies (Cardel et al., 2020).
Retention support programs should also address issues such as microaggressions and
emotional labor, which can contribute to vicarious trauma for faculty women of color
members engaging in race work at PWIs (Anthym & Tuitt, 2019). Moreover, recruitment
strategies should aim to increase faculty and staff diversity and consider specific issues
that women of color may face in the recruitment process. For example, faculty women of
color members may be doubly discriminated against in universities’ recruitment
processes (Brommesson et al., 2022). Thus, recruitment strategies should aim to reduce
bias and ensure equitable hiring practices.

Increasing awareness of gender discrimination and stereotypes also emerged as a
viable intervention. Increasing awareness and understanding of gender stereotypes in
academic fields could help to address issues such as implicit bias and discrimination.
Morgenroth and Ryan (2021) also discussed the perpetuation and disruption of the
gender/sex binary, highlighting the need for increased awareness and understanding of
gender issues in academia. Tree and Vaid (2021) showed the need for academic
institutions to work towards addressing these challenges by implementing diversity and
inclusivity initiatives that specifically target women faculty of color. Additionally, Njoku
and Evans (2022) highlighted the invaluable benefits of providing targeted support and

resources for women of color to navigate the increasingly dynamic, unpredictable
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academic world. According to McCutcheon and Morrison (2018), academic institutions
could provide support and resources such as flexible work schedules, childcare, and
family leave policies to help women faculty balance their professional and personal lives.
McEntyre et al. (2022) also highlighted the importance of role management for female
faculty members, which could involve offering mentoring, coaching, and other forms of
support.

Some researchers have also proposed more mentorship and leadership
opportunities for faculty women of color. Mentorship programs could provide crucial
support for faculty women of color members. Mentorship could help faculty women of
color members navigate the challenges of academia, access resources and opportunities,
and guide career advancement (A. Lee et al., 2021). Effective mentorship programs
should be structured, and mentors should receive training and support to provide
meaningful guidance and support. According to Nash and Moore (2018), mentorship and
leadership development opportunities for women faculty could help address issues such
as the gender leadership gap. Additionally, Ngunjiri and Hernandez (2017) demonstrated
the importance of collaborative leadership and the need for support and resources for
immigrant women of color leaders in higher education. Comparatively, leadership and
promotion opportunities should be provided equitably to faculty women of color
members. Equity in academic promotion and tenure could be achieved through policies
addressing the underrepresentation of faculty members of women of color and ensuring

their work is appropriately recognized and valued (Haynes-Baratz et al., 2022). Further,
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providing leadership opportunities for faculty women of color members may help create
role models for future generations and increase representation in leadership positions.
Summary

The literature on the gender discrimination of faculty women of color members,
including causes, impacts, and recommendations for improving the experiences of faculty
women of color across higher education settings, was reviewed in this chapter. The
literature review showed that although the experiences of women of color in faculty
settings vary across higher education settings and by rank, there are commonalities
regarding gender discrimination and complex experiences women of color have while
navigating the higher education domain. This literature review has provided a
comprehensive understanding of the challenges women faculty of color face in higher
education. The articles reviewed have highlighted various factors that contribute to the
underrepresentation of women of color in academic positions, including systemic
discrimination, implicit biases, microaggressions, and work-family conflicts. The review
has also identified the strategies and interventions that can be implemented to increase
the recruitment, retention, and advancement of women of color in higher education,
including mentorship programs, leadership training, and implementing policies that
promote work-life balance.

The literature review also revealed the need for more research on the experiences
of women of color in academia, particularly during times of crisis, such as the COVID-19
pandemic and social unrest. Further research is needed to explore the intersectionality of

race, gender, and other identities in the experiences of women of color in higher
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education. Overall, this literature review highlighted the importance of creating inclusive
and equitable academic environments that value the contributions of women of color.
Addressing the barriers women of color face in academia is essential for promoting
diversity, equity, and excellence in higher education. The research methodology used to

answer the research questions will be discussed in the next chapter.
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Chapter 3: Research Method

Higher education is a major pathway for social mobility and diversity (Marginson,
2018). Diversity and inclusion can have many positive outcomes for higher education
institutions. Given the implication of DEI initiatives for higher education institutions, the
importance of diversity and inclusion in higher education settings dominates policy and
research discourses in academia (Destin et al., 2021). The literature review revealed that
despite efforts to promote diversity and inclusion in workplaces for higher education
institutions, policymakers struggle with creating sustainable, diverse, and representative
work environments for faculty members (Arday, 2021; Corneille et al., 2019; Gavino,
2021; Marginson, 2018). Despite ample research on the factors that contribute to faculty
outcomes, such as organizational commitment and retention, especially for minoritized
groups, little was known about how perceptions of diversity and inclusion in higher
education institutions influence the organizational commitment of faculty women of
color. The current study sought to address this gap in the literature by examining the
relationship between the perceptions of diversity and inclusion and the organizational
commitment of faculty women of color. This quantitative study examined the impact of
perceptions of diversity and inclusion in the workplace on the organizational commitment
of faculty women of color in a higher education institution in the United States.

This chapter describes the methodology employed in the study, including the
instruments and procedures used to examine the relationship between diversity, inclusion,
and organizational commitment among faculty women of color. This chapter provides an

overview of the research design, approach, sampling procedures, data collection
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procedures, and data analysis techniques used in the study. The chapter also discusses
potential threats to the validity of the results, including the ethical procedures employed
to improve the validity and reliability of the study findings.

Research Design and Rationale

This study examined the relationship between diversity, inclusion, and
organizational commitment among faculty women of color in higher education
institutions. Organizational commitment was the dependent variable, measured using the
OCS (Y. Lin & Chang, 2015). Diversity and inclusion were adopted as the independent
variables and were measured using the PODCS (Pugh et al., 2008) and the DES (Person
et al., 2015), respectively. In addition, the demographic attributes of participants,
including age and years of experience as faculty, were measured to describe the sample
and were treated as factors because of their potential impact on work engagement, which
predicts organizational commitment (see Kato et al., 2021). The relationship between the
dependent variable and independent variables was tested using quantitative,
nonexperimental, multiple regression analysis of the cross-sectional survey data.

A quantitative design was appropriate for examining the impact of diversity and
inclusion in higher education institutions on the organizational commitment of faculty
women of color. This approach was appropriate for quantifying the problem of faculty
diversity in higher education institutions and attempting to understand its prevalence by
generalizing results to a larger population of systematically segregated populations in the
higher education sector. The quantitative design allowed me to generalize the results by

focusing on African American women faculty in the United States and faculty women of



85

color in other institutions of higher education globally (see J. W. Creswell & Creswell,
2018). Quantitative research includes numerical data to articulate facts, define a problem,
or reveal patterns using statistical or mathematical tools.

The cross-sectional survey design was chosen for the current study because it
allowed for examining the relationship between variables without manipulating them or
attempting to establish causality (see J. W. Creswell & Creswell, 2018). In cross-
sectional analysis, the study variables are studied at a single point in time without
intervention or treatment (Wang & Cheng, 2020). The cross-sectional design is a
nonexperimental approach used to examine the statistical relationship between the
dependent variable and the independent variable with little to no effort to control
extraneous variables. The relationship between the variables under investigation does not
imply causation (Rohre, 2018). This design is appropriate for studies in which the
researcher is not interested in causal relationships and does not believe the statistical
relationship is causal. Prediction and description are the two fundamental goals of cross-
sectional analysis, and regression analysis allows for the achievement of both goals.

Cross-sectional research is helpful for describing the direction and strength of the
relationship between the two constructs under study and predicting variables’ scores
through statistical methods such as regression (J. W. Creswell & Creswell, 2018). In the
current study, cross-sectional research was appropriate for examining the association
between the variables under study because I was not interested in or capable of
manipulating the independent variables (diversity and inclusion). This approach was

appropriate for testing the hypotheses because it aligned with the research questions that
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sought to understand the relationship between diversity, inclusion, and organizational
commitment among faculty women of color in STEM. By measuring these variables and
analyzing their associations, I sought to gain insights into the factors influencing
organizational commitment among faculty women of color, especially the role of
diversity and inclusion.

The cross-sectional design was the most suitable nonexperimental design for this
study, given the time and resource constraints. Experimental research involving treatment
and manipulation of variables requires significant time, resources, and researcher control
over various factors (J. W. Creswell & Creswell, 2018). The regression analysis design
allowed for examining naturally occurring relationships among variables such as
diversity and inclusion in higher education institutions within the existing context. This
design enabled me to collect and analyze data within the available time and resource
limitations while advancing knowledge in the discipline. Regression analysis can provide
valuable insights into multidimensional real-world relationships (J. W. Creswell &
Creswell, 2018; Rohre, 2018). It can facilitate theory development and predictions about
the effect of diversity on staff and organizational outcomes such as commitment,
motivation, performance, or retention.

By examining the relationship between diversity, inclusion, and organizational
commitment, this study contributed to the existing research on workplace dynamics and
retention issues among faculty women of color in STEM disciplines. The regression
analysis allowed me to identify data associations, patterns, and trends, providing valuable

insights into the factors influencing employee and organizational outcomes for
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systemically discriminated groups such as faculty women of color. This design choice
supported advancing knowledge by providing empirical evidence of the relationships
between variables and informing future research, policies, and interventions aimed at
promoting diversity, inclusion, and organizational commitment among faculty women of
color.
Methodology

Population

The target population for this study consisted of female African American faculty
members in STEM departments in higher education institutions in the United States.
African American women are members of the systematically discriminated and
minoritized groups in the higher education context, especially regarding tenure,
promotions, and opportunities for professional development (Vaughan et al., 2022). The
current study focused on this population by examining the relationship between diversity
and inclusion and organizational commitment among women of color in the STEM
academic setting. The exact size of the target population could not be determined because
it varied across different institutions and departments. However, the National Center for
Education Statistics (2022) estimates showed that African Americans comprise around
7% of the total full-time faculty in STEM fields in higher education institutions. Four
percent of full-time faculty across higher education institutions are female African
Americans. Although specific data on the percentage of African American women faculty

in STEM were not readily available, it can be inferred that the target population was a
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subset of this overall population. I acknowledged that the target population size may
influence the feasibility of data collection and the generalizability of the findings.
Sampling and Sampling Procedures

A two-stage sampling approach was used to recruit participants for the study. The
first stage involved convenience sampling from social and professional networks to
obtain the initial sample, followed by a subsequent snowball sampling from the
convenience sample to augment the sample size. In the initial stage of convenience
sampling, participants were recruited from social and professional networks, including
LinkedIn, Facebook, and other public networks. A total of 20 social and professional
networks were identified across LinkedIn, Facebook, and institution-based associations
for the initial sampling phase. Convenience sampling involves selecting participants
based on their accessibility and availability (J. W. Creswell & Creswell, 2018).
Coordinating the institutional review board (IRB) process for multiple academic
institutions can be a daunting task for researchers. Using alternative participant pools and
recruitment approaches can enhance the efficiency with which qualified and reliable
participants can be identified and recruited for the study. At the beginning of the
convenience sampling process, I searched for and contacted social and professional
network pages, groups, and associations of women of color, asking for interested
volunteers to participate in the study. I also announced the study on personal social and
professional network pages such as Twitter, Facebook, and LinkedIn to find contacts

interested in participating.
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In the second stage, a snowball sampling strategy was used to enhance the size
and diversity of the sample. Snowball sampling relies on referrals from existing
participants to identify additional participants who meet the criteria. Kirchherr and
Charles (2018) demonstrated that snowball sampling is valuable to a comprehensive, in-
depth, and contextualized study of phenomena such as diversity and inclusion.
Researchers such as Naderifar et al. (2017) found snowball sampling to be a useful
technique for enrolling unavailable or hard-to-reach population sets. The target
participant pool, African American faculty members, exhibited the attributes of a
difficult-to-reach group to participate in the current study because of the fear of
retribution or retaliation if they criticize their institution’s diversity and inclusion policies.
With a success rate of 36% (Kirchherr & Charles, 2018), snowball sampling offered an
ideal approach for enhancing the sample size for the current study.

Participants from the convenience sample were asked to refer other African
American women faculty members who met the study’s criteria and might be interested
in participating (J. C. Creswell & Poth, 2018). This referral process tapped into the social
networks and connections of the initial participants, enabling me to reach potential
participants who may not have been reached through the initial convenience sampling.
Snowball sampling was carried out through multiple avenues, including professional
networks such as LinkedIn and dedicated social network groups and pages that cater to
African American professionals or faculty. In addition to social and professional
networks, participants were obtained from campus-wide faculty networks such as the

Women of Color in the Academy Project by the University of Michigan and the Women



90
of Color Network by the University of Rhode Island. I had to join these professional

network groups and follow the social network pages.

Using both convenience and snowball sampling techniques allowed me to obtain
a broad and representative sample of African American women faculty members from
various higher education institutions across the United States. Convenience sampling
provided initial access to the targeted population, whereas snowball sampling enabled the
recruitment of additional participants, ensuring a robust sample size (see Turner, 2020).
This approach maximized the chances of obtaining a comprehensive understanding of the
experiences and perspectives of African American women faculty with diversity,
inclusion, and organizational commitment within higher education institutions. Ethical
procedures, including confidentiality and informed consent, were followed during the
sampling process.

The sample size was determined using a G*Power analysis based on alpha and
power levels of 0.05 and 0.95, respectively. A power analysis using G*Power 3.1.9.7 was
performed based on the R? values obtained from the related studies of Gavino et al.
(2021) and Mousa and Alas (2016). G*Power (Faul et al., 2009) is a statistical software
used to estimate sample size and statistical power for various statistical techniques such
as F, t, Z, and exact tests (Kang, 2021). The popularity of G*Power is attributed to its
ease of use and no-cost availability. The choice of effect size, alpha level, and power
level during the sample size estimations was justified based on the existing literature,
previous research studies with similar objectives, and the desire to achieve adequate

statistical power to detect meaningful relationships (see Uttley, 2019).
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With the test family set to t-tests and statistical test set to linear multiple
regression: Fixed model, single regression coefficient, the G*Power tool was
programmed to perform a priori power analysis to compute the required sample size -
given alpha level, power, and effect size. The input parameter for effect size f> was
determined using G*Power’s parameter determination window, where the Partial R?
value obtained from each article was input to calculate and transfer the resulting effect
size f2 to the main window for the a priori analysis. The R? value from the related study
by Mousa and Alas (2016) yielded a medium effect size f> of 0.1890606 and a sample
size of 71 with alpha and power levels of 0.05 and 0.95, respectively. Using an R? value
of 0.09 from another comparable study by Gavino et al. (2021) to estimate the sample
size yielded an effect size f2 of 0.0989011 and a sample size of 134 given the same alpha
and power levels. The effect sizes 0.0989011 and 0.1890606 were moderate, according to
Cohen (1988). These sample estimates from Mousa and Alas (2016) and Gavino et al.
(2021) suggested that a sample size ranging from 71 to 134 was sufficient to achieve a
Pearson’s correlation coefficient of r = 0.30 with 95% power (alpha = 0.05, two-tailed).
Procedures for Recruitment, Participation, and Data Collection

A convenience sample was obtained from the professional and social networks
that cater to female African American faculty members in institutions across the United
States. Potential participants were identified and invited to participate in the study. I
employed a combination of methods, such as social media invitation messages and flyers,
to reach out to potential participants and explain the purpose and significance of the

study. I anticipated diverse responses from the participants because employees
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experience the organizational culture, behaviors, diversity, and inclusion management
differently (see Szydto et al., 2024). The sampling frame for this study included female
African American faculty members in STEM departments in higher education institutions
in the USA. Only faculty members who identified as female and African American or
Black were included in the study. All faculty members who met this criterion qualified
for inclusion in the study regardless of age, income, position, responsibility, department,
or years of experience.

The exclusion criteria included faculty members who neither identified as female
nor belonged to the specified racial/ethnic group. This inclusion criterion ensured the
survey yielded significant findings on the interplay between the independent variables
and dependent variable. However, faculty members from other groups were excluded
from the study, regardless of whether they worked in STEM. This exclusion criterion was
founded on the argument that such employees could not have fully experienced the
organization’s culture and its relationship with diversity and inclusion the same way their
female African American counterparts could have.

The entire data collection process, from participant recruitment to survey
administration, lasted six months. A random sample of female faculty members who
identified as women of color was invited to participate in the study. An initial social
media message was posted to the social and professional networks announcing the study
and inviting potential participants. A link to the online survey was included in the
recruitment message. The online survey included the informed consent form, self-

reported screening questions, and survey questions. A flyer explaining the research goals
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and objectives, including a link to the online survey, consent form, and self-reported
screening questionnaire, was posted in the professional groups and social networks for
the participants identified in the initial sampling phase to share with their colleagues and
friends via social media messaging, instant messaging, or emailing. The social media
message and flyer used to invite participants identified from the sampling strategy are

included in Appendix A.

The self-report questionnaire was administered online using SurveyMonkey, a
web-based tool known for its cost-effectiveness and user-friendly features (see
LaFollette, 2018). The platform ensured anonymous participation, safeguarding the
privacy and confidentiality of the participants. The survey included a series of structured
and validated questionnaires, including demographic items, the OCS, DES, and PODCS.
Participants were provided with clear instructions on how to access and complete the
online survey. Moreover, each participant had the flexibility to complete the survey at
their convenience within a specified timeframe. The survey protocol was only
implemented with the approval of the Ethical Committee of Walden University. Walden
University’s IRB approved this study, provided oversight, and ensured the study was
conducted per the highest ethical standards, from participant recruitment to data
collection and retention. The IRB approval number for this study was 12-15-23-0055810.

Before participating in the study, each participant was provided a consent form
detailing the study objectives, procedures, potential risks and benefits, data storage and

containment, channels for raising concerns throughout the study, confidentiality
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measures, and their rights as a participant. Informed consent indicating a voluntary
agreement to participate in the study was obtained from each participant. Consent forms
were placed on the first page of the survey form. Each participant was required to read
and click “I consent” at the bottom of the first page of the online survey before
proceeding to the next page. They were also encouraged to ask questions and seek
clarification before consenting or beginning the survey. Clicking “I consent” at the
bottom of the consent page indicated a participant’s understanding and agreement to
participate in the survey. The response to the consent form was saved and stored with
participant responses to the self-report questionnaire used to collect data.
Instrumentation and Operationalization of Constructs

Three instruments were used to measure the variables under investigation. OCS
(Y. Lin & Chang, 2015), a 12-item measure developed to examine job satisfaction and its
moderating effects on the organizational commitment and organizational citizenship
behaviors nexus, was used to measure organizational commitment. Organizational
commitment refers to an individual’s psychological attachment and identification with
their academic institution and encompasses their loyalty, dedication, and intention to
remain a part of the organization (Sittar et al., 2021). The OCS measured the affective,
normative, and continuance dimensions of organizational commitment using a 7-point
Likert scale ranging from 1 (Strongly Disagree) to 7 (Strongly Agree). The scale
provided a comprehensive measurement of an individual’s commitment to the
organization, including their emotional attachment, sense of obligation, and perceived

costs associated with leaving the organization. Example items from the scale included “I
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feel proud to be a part of this organization” and “Leaving my organization would require
considerable personal sacrifice.” The scale was scored by summing the responses for the
items within each component. The summed scores for each component provided a
measure of the individual’s level of commitment in a particular dimension. Higher scores
indicated higher levels of commitment in the respective dimension. Permission to use the
scale was not required because the authors availed the scale for free use in academic
research.

The PODCS (Pugh et al., 2008) was used to measure diversity using a 5-point
scale. Diversity refers to the presence and representation of individuals from various
racial, ethnic, cultural, and social backgrounds within the academic workplace (Valdez et
al., 2023). Diversity encompasses recognizing and appreciating differences, including but
not limited to race, ethnicity, gender, age, sexual orientation, and disability (Settles,
Jones, et al., 2022). Diversity programs aim to create a heterogeneous and inclusive
environment that values and embraces the contributions of all individuals. The PODCS
examined how individuals perceive the organization as inclusive and supportive of
diversity. The scale captured dimensions such as fairness, respect, and inclusiveness
using a 5-point Likert scale ranging from 1 (Strongly Disagree) to 5 (Strongly Agree).

The scale provided insights into individuals’ perceptions of diversity and
inclusion within the organization and their impact on the organizational climate. Example
items from the scale included “My organization treats all employees fairly regardless of
their background” and “My organization values and respects individual differences.” The

scoring method for the scale involved calculating the average or mean score across the
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items. Higher average scores indicated a more positive perception of the organizational
diversity climate, suggesting that employees perceived the organization as more
inclusive, supportive, and valuing diversity. Lower average scores indicated a less
positive perception of the diversity climate, suggesting that employees perceived the
organization as less inclusive or supportive of diversity. Permission to use the scale was
obtained from the authors before the data collection and is attached in Appendix B.
Lastly, a 22-item DES (Barak et al., 2016), which connects workforce
engagement theory with diversity and inclusion constructs, was used to measure inclusion
scored on a 5-point Likert scale ranging from 1 (Strongly Disagree) to 5 (Strongly
Agree). The DES is a widely used instrument that assesses individuals’ perceptions of
inclusion in the workplace because of its focus on capturing various dimensions of
inclusion, such as access to opportunities, involvement in decision-making, and feelings
of belongingness. Sample items from the DES included: “I feel valued and respected for
my unique contributions at work™ and “My organization provides equal opportunities for
career growth and development to all employees.” These items assessed individuals’
perceptions of their experiences related to inclusion in the workplace. Using the DES
enabled me to gain insights into how faculty women of color perceive their level of
inclusion within the academic environment. The DES has been utilized in various
research studies focusing on diversity and inclusion across different industries and
organizational settings, with demonstrated good internal consistency and test-retest
reliability in the previous studies. Permission to use this scale was obtained from the

authors, and it is attached in Appendix C.
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The scales used in this study have demonstrated reliability and validity, as
demonstrated by previous research. The OCS has shown good internal consistency with
Cronbach’s alpha values of .87, .93, and .83 for affective, continual, and normative
commitment, respectively, in various samples (see M. Bell, 2020; Y. Lin & Chang,
2015). Comparatively, the PODCS has also demonstrated good reliability with
Cronbach’s alpha values ranging from 0.75 to 0.88 in previous studies (Pugh et al.,
2008). The DES has shown good internal consistency with Cronbach’s alpha values
ranging from 0.80 to 0.90 in various samples (Barak et al., 2016; Igboanugo et al., 2022;
Li et al., 2019). This reliability index indicated that the items within the DES consistently
measured the intended construct of diversity engagement. The three scales have been
used in various research contexts and populations, providing evidence for their
applicability across different settings, including organizations and industries, with diverse
samples such as employees from multiple sectors and demographic backgrounds. The
previous implementation and adaptations of the three scales have established the scales as
reliable and valid instruments for assessing the constructs of diversity, inclusion, and
organizational commitment in organizational contexts.

All three scales have shown good validity in multiple studies in different settings.
A study by Y. Lin and Chang (2015) found that the OCS had a Cronbach’s alpha of .87,
indicating good internal consistency. The scale also showed good convergent validity, as
it was significantly correlated with other measures of organizational commitment in
organizations, such as the Organizational Identification Scale and the Organizational

Support Scale. The OCS has shown good internal consistency and construct validity in
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various samples (Y. Lin & Chang, 2015). The scales have been used to accurately
measure an individual’s commitment to their organization, which is a relevant construct
in the study of organizational behavior and diversity.

McKay et al. (2008) found that the PODCS had a Cronbach’s alpha of .91,
indicating good internal consistency and convergent validity. The validity of this scale
has been further exemplified in its ability to measure employees’ perceptions of their
organization’s diversity climate (Pugh et al., 2008). This scale provided valuable insights
into the organizational environment and its impact on diversity and inclusion. The scale
has been used in different settings and is significantly correlated with other measures of
diversity climate, such as the Diversity Climate Perception Scale and the Organizational
Justice Scale. Lastly, Barak et al. (1998) found that the DES had a Cronbach’s alpha of
.85, indicating good internal consistency. Moreover, the DES showed good convergent
validity, given its significant correlation with other measures of diversity engagement,
such as the Diversity Climate Perception Scale and Organizational Support Scale. It
provided a comprehensive assessment of individuals’ involvement and commitment to
diversity and inclusion efforts within the organization.

Data Analysis Plan

The IBM SPSS Statistics package (version 28) was used to analyze the survey
data. The data analysis process began with a description of the demographics of the
sample to provide a comprehensive overview of the participants. Descriptive statistics
were performed on the data to summarize the measures by determining central

tendencies, variability, and distribution of the variables under investigation. Performing
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descriptive statistics fostered a deeper insight into the data and its attributes before the
analysis (see J. C. Creswell & Creswell, 2018). The reliability of the measures was
assessed using Cronbach’s alpha. The average reliability scores for each scale were
determined and adopted for further analysis. Assumptions for regression analysis, such as
normality, linearity, and homoscedasticity, were tested to ensure that the data met the
requirements for conducting regression analyses. The assumption of normality was tested
using graphical methods like a normal P-P plot and statistical tests using the Shapiro-
Wilk test, whereas the assumptions of linearity and homoscedasticity were tested using
scatter plots. Finally, regression analyses were performed to test the hypotheses. The
relationships between variables were examined and the impact of diversity and inclusion
on organizational commitment was examined.

The first research question asked: Is there a significant relationship between
organizational commitment among women of color faculty and their perceptions of
diversity in their workplace? The null hypothesis for RQ1 was that there was no
statistically significant relationship between organizational commitment among women
of color faculty and their perceptions of diversity in their workplace. The alternate
hypothesis was that there was a statistically significant relationship between
organizational commitment among women of color faculty and their perceptions of
diversity in their workplace. The second research question asked: Is there a significant
relationship between organizational commitment among women of color faculty and their
perceptions of inclusion in their workplace? The null hypothesis was that there was no

statistically significant relationship between organizational commitment among women
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of color faculty and their perceptions of inclusion in the workplace. The alternate
hypothesis was that there was a statistically significant relationship between
organizational commitment among women of color faculty and their perceptions of
inclusion in the workplace.

Diversity and inclusion were treated as the independent variables, whereas
organizational commitment constituted the dependent variable. The dimensions of
diversity and inclusion from the PODCS and DES constituted the predictor variables for
the multiple regression analysis. All variables were measured at the ordinal level and tests
were performed at the 5% significance level. The collected data was cleaned and
screened, and missing data, outliers, and inconsistencies were checked before analysis to
ensure quality and validity. Missing data were handled using appropriate techniques, such
as imputation or exclusion, based on the percentage of missing values. Missing data and
outliers in the sample data were excluded from the tests as this is standard practice in
non-parametric hypothesis tests (see J. W. Creswell & Creswell, 2018). Thus, incomplete
surveys with missing or incomplete data on the measurement items were excluded from
the analysis. Any necessary transformations of variables were performed to meet the
assumptions of the chosen statistical tests.

Appropriate corrections, such as the Bonferroni correction or the false discovery
rate (FDR) procedure, were applied to account for multiple statistical tests, control the
family-wise error rate, and reduce the likelihood of Type I errors when conducting
numerous statistical tests. A multiple linear regression analysis was used to test the

hypothesis using the appropriate dependent and independent variables based on the



101

assumption that all variables are nearly normally distributed with approximately linear
relationships among them. Durbin-Watson statistics and scatterplots were used to test the
assumption of the independence of errors and homoscedasticity. The regression models
included the independent variables (diversity and inclusion) and the dependent variable
(organizational commitment), as well as the covariates. The simple regression model was
defined as Organizational Commitment = B0 + B1(Diversity) + B2(Inclusion) + «.
Covariates like age, years of experience, academic rank, and tenure status may
influence the relationship between the independent and dependent variables. For instance,
age may influence an individual’s career stage, experiences, perspectives, and
perceptions of diversity, inclusion, and organizational commitment. Notably, faculty
members with different years of experience may have varying levels of exposure to
diversity and inclusion initiatives. These discrepancies could affect their perceptions and
commitment to the organization. The academic rank of faculty members may also be
related to their experiences of diversity and inclusion and their commitment to the
institution. Lastly, tenure status may influence faculty members’ sense of job security and
commitment to the organization. Model 2 (Multiple Regression with Covariates) could be
Organizational Commitment = B0 + B1(Diversity) + 2(Inclusion) + 3(Age) + B4(Years
of Experience) + B5(Department) + f6(Academic Rank) + B7(Tenure Status) +
B8(Institution Type) + €. In Model 2, the beta coefficients () represent the estimated
relationships between the IVs and the DV while controlling for the covariates. The error

term (¢) represents the random error in the model.
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The goal of the analysis was to predict the value of the dependent variable based
on the knowledge of predictor variables. Standardized beta (B), test statistic (t),
probability value (p), and slope coefficient (b) values were used to describe the
relationship between the IVs and DV. The results were interpreted by examining key
parameter estimates, confidence intervals, and probability values. The parameter
estimates indicated the strength and direction of the relationship between diversity and
inclusion and organizational commitment. Confidence intervals provided an estimate of
the precision of the parameter estimates and probability values (p-values) indicated the
statistical significance of the relationships. Effect sizes such as R-squared were
considered to assess the magnitude of the relationship between the variables.

Threats to Validity

Internal Validity

Internal validity is the extent to which the hypothesized association between the
variables under investigation is supported by evidence (J. W. Creswell & Creswell,
2018). It is the estimated truth about the causal relationship between the variables under
investigation, implying that the statistical inferences about the causal relationships among
the study variables are valid for the population under study. While it may be claimed that
the independent variables are responsible for the changes in the dependent variable, these
changes could also have been caused by another confounding variable. For instance, as
Fako et al. (2018) noted, the organizational commitment among faculty women of color
may be contingent upon factors like employee engagement, job satisfaction, experience,

compensation, and incentives.
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Studies have revealed that higher education faculty and institutions indulge in a
give-and-take relationship (Bashir & Gani, 2020; Yalcin et al., 2021). Faculty are likely
to show a greater commitment to the organization and its goals when they perceive higher
rewards, recognition, and organizational support for their welfare. These factors may
have a confounding effect on the relationship between diversity and inclusion and
organizational commitment. However, despite their potential effect on the interaction
between the independent variables and the dependent variable, assessing these factors as
confounders could add complexity to the analysis without adding much explanatory
power. Moreover, including many covariates in the regression analysis could skew the
results by increasing the risk of overfitting the regression models.

Other threats to internal validity include history, instrumentation, and
experimental mortality. History refers to external events or factors that occur during the
study, such as restructuring departments, and can influence the observed outcomes
(Matthay & Glymour, 2020). To address this threat, efforts were made to control for and
document any external events that occurred during the study, including collecting data on
potential confounding variables or conducting follow-up assessments to identify any
significant changes that could impact the results. Statistical techniques such as regression
analysis can also account for the impact of external factors. Instrumentation refers to
changes or inconsistencies in the measurement instruments used across different stages of
a study. These changes can introduce measurement errors and affect the reliability and

validity of the results. To address the risk to internal validity from instrumentation,
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standardized and validated measurement instruments were used consistently throughout
the study.

Lastly, experimental mortality, also known as attrition or dropout, refers to the
loss of participants from a study over time. For this study, mortality could occur if
participants failed to complete the survey. Participants could fail to complete the survey
due to many reasons, including distractions, withdrawal from the study, or sudden
unavailability due to work or personal issues. Experimental mortality could lead to a
biased sample and potentially undermine the generalizability of the results. Efforts were
made to minimize attrition by ensuring clear communication with participants, providing
incentives for participation, and maintaining regular contact throughout the study.
Additionally, sensitivity analyses were conducted to assess the potential impact of
attrition on the study’s findings.

External Validity

External validity refers to the generalizability of the causal relationship between
the investigated variables to populations and study contexts (J. W. Creswell & Creswell,
2018). Threats to external validity include testing reactivity and specificity of variables.
Testing reactivity refers to the phenomenon where participants’ behavior or responses are
influenced by the act of being assessed or tested. When participants are aware that they
are being observed or evaluated, they may alter their behavior or provide responses that
they believe are expected or desired by the researcher (Matthay & Glymour, 2020). This
phenomenon could introduce bias and affect the validity of the study’s findings. To

address this threat, steps were taken to minimize participant awareness of the specific
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research questions or hypotheses being tested. The research environment was also
designed to create a comfortable and non-threatening atmosphere, reducing the potential
for reactive behavior.

The specificity of variables refers to the clarity and distinctiveness of the
constructs being measured in the study. It ensures that each variable captures a unique
aspect of the phenomenon under investigation without overlapping or ambiguity with
other variables. Lack of specificity can lead to confusion, measurement error, or
difficulty interpreting the results accurately. To address this threat, careful attention was
given to the operational definitions of each variable. Each construct was clearly defined,
and measures were selected to capture specific aspects of the construct without including
irrelevant or redundant items. Pilot testing was conducted to assess the clarity and
comprehensibility of the measurement instruments and ensure that participants accurately
understood and responded to the items.

Statistical Conclusion Validity

Statistical conclusion validity refers to the degree to which the statistical analysis
accurately reflects the relationship between the independent and dependent variables (J.
W. Creswell & Creswell, 2018). Threats to statistical conclusion validity can arise from
various factors that may compromise the accuracy or generalizability of the statistical
conclusions, including the sample size, measurement validity and reliability, Type I error
inflation, and violation of assumptions. First, a sample size that is too small may not yield
sufficient statistical power to detect significant effects even if they exist in the population,

leading to a Type II error where a true effect is missed. Conversely, if the sample size is
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too large, small, or practically insignificant, the effects may become statistically
significant due to the increased power, leading to Type I errors. To address this threat,
power analyses were conducted to determine the appropriate sample size required to
detect the expected effect sizes. Efforts were also made to recruit a sufficiently
representative and diverse sample to enhance the generalizability of the findings.

Second, measurement instruments that lack reliability or validity could introduce
measurement errors and compromise the accuracy of the statistical conclusions.
Reliability refers to the consistency of the measurements, but validity refers to the extent
to which the instruments measure what they intend to measure (J. W. Creswell &
Creswell, 2018). The three instruments used in this study are well-established and
validated. Prior research demonstrating the reliability and validity of the instruments was
considered. Third, statistical analyses often rely on certain assumptions, such as
normality of data, independence of observations, and homogeneity of variances.
Violations of these assumptions could lead to biased or inaccurate statistical conclusions.
For example, parametric tests may not be appropriate if the data are not normally
distributed. In such cases, non-parametric alternatives should be considered. To address
this threat, exploratory data analysis was conducted to assess the assumptions underlying
the chosen statistical tests. Appropriate corrective measures or alternative statistical
methods, such as data transformation or non-parametric tests, were applied if
assumptions were violated.

Finally, the likelihood of obtaining at least one statistically significant result by

chance alone increases if multiple statistical tests are conducted without adjusting for the
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increased probability of Type I errors. This problem could lead to spurious or false-
positive findings (J. W. Creswell & Creswell, 2018). Appropriate corrections for multiple
testing, such as Bonferroni correction, false discovery rate adjustment, or controlling the
family-wise error rate, were applied to address this threat. These corrections helped
maintain the overall error rate at an acceptable level and reduce the risk of drawing
erroneous conclusions.
Ethical Procedures

Permission to access study participants was sought from the administrators of the
social and professional networks before initiating the participant recruitment process.
Approval of the study protocol from the Ethical Committee of Walden University was
obtained before implementing the study. The approval and supervision of Walden’s IRB
ensured that the study was conducted with the highest ethical standards, from participant
recruitment through data collection to data retention. IRB approval was essential to
ensure the ethical treatment of human participants and the protection of their rights and
welfare (see J. C. Creswell & Poth, 2018). Institutional approval from the IRB was vital
for demonstrating compliance with ethical research standards. Moreover, recruitment
materials and processes were designed and handled in a manner that ensured
transparency, accuracy, and respect for potential participants. The purpose, procedures,
potential risks and benefits, and voluntary nature of participation were clearly outlined
and emphasized in all participant communication. Informed consent was obtained from

all participants before their involvement in the study.



108

Any concerns about the recruitment materials and processes were carefully
reviewed and addressed to ensure participants’ welfare and conformity to ethical research
standards. The ethical treatment of participants during data collection and intervention
activities was prioritized. Participants were free to refuse participation or withdraw from
the study at any time without facing any negative consequences. Measures were taken to
minimize any potential adverse events or discomfort experienced by participants. There
were no known threats to participants. Clear instructions and protocols were provided to
researchers to ensure the ethical conduct of data collection and intervention activities.

Collected data was treated with the utmost confidentiality. Participants’ identities
were kept strictly anonymous, and all personally identifiable information was removed or
anonymized before the data analysis process. Confidentiality was maintained throughout
the study by ensuring that the data was securely stored and accessed only by myself.
Confidential digital data were stored securely using password-protected electronic
databases with restricted access granted only to me. Data will be disseminated in a
manner that protects participant confidentiality, such as by reporting aggregated study
findings without revealing individual participant information. The data will be retained
for 5 years as required by Walden’s research policies, after which it will be destroyed
using industry-grade data shredding tools. Lastly, measures were taken to ensure the
research was conducted objectively and without undue influence or bias.

Summary
A comprehensive overview of the design and methodology employed in this

study, including the research questions and hypothesis, data collection and analysis, and
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ethical procedures to ensure compliance with ethical research standards, was provided in
this chapter. A data analysis plan outlining the statistical tests used to test the hypotheses
and procedures for accounting for multiple statistical tests was outlined. Threats to
external and internal validity, including the measures to mitigate these threats, were also
highlighted. The study’s findings will be presented in the next chapter, including a

detailed analysis and interpretation of the data collected.
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Chapter 4: Results

Although all women are disproportionately affected by gendered policies and
ideals in higher education institutions, African American and other underrepresented
women of color are additionally affected in ways that are multiplied for their racial,
marginalized group (Buchanan, 2020; Tree & Vaid, 2021). African American women’s
perceptions of and experiences with diversity and inclusion policies and practices may
differ from those of other groups. Although numerous DEI initiatives have been
implemented, women of color remain significantly underrepresented in higher education
institutions, particularly in leadership and tenured positions (Anderson et al., 2020). The
impact of such underrepresentation extrapolates beyond women of color to include the
broader academic and scientific communities, where it limits the diversity of perspectives
and expertise. Despite the empirical efforts to understand the effectiveness of DEI
practices and policies for faculty women of color, more research is needed on how
perceptions of diversity and inclusion influence the organizational commitment of
women of color. Most studies tended to aggregate data on women faculty without
distinguishing the unique challenges of women of color, especially African American
women. This generalized focus on discrimination in faculty diluted the understanding of
intersectional experiences. Guided by equity theory, social identity theory of
organizational commitment, and CRT, the current quantitative cross-sectional survey
study sought to determine the impact of perceived diversity and inclusion on the

organizational commitment of faculty women of color in STEM.
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The primary focus of this study was to examine the relationship between
diversity, inclusion, and organizational commitment among faculty women of color in
STEM by addressing the following research questions and hypotheses:

RQ1: Is there a significant relationship between faculty women of color’s
perceptions of diversity in their workplace and their organizational commitment?

H,1: There is no statistically significant relationship between faculty women of
color’s perceptions of diversity in their workplace and their organizational commitment.

H.1: There is a statistically significant relationship between faculty women of
color’s perceptions of diversity in their workplace and their organizational commitment.

RQ2: Is there a significant relationship between faculty women of color’s
perceptions of inclusion in their workplace and their organizational commitment?

H,2: There is no statistically significant relationship between faculty women of
colors’ perceptions of inclusion in their workplace and their organizational commitment.

H.2: There is a statistically significant relationship between faculty women of
colors’ perceptions of inclusion in their workplace and their organizational commitment.

Addressing these questions was crucial because it contributed to the broader
discourse on effective DEI practices, potentially leading to enhanced retention and
satisfaction among faculty women of color. Chapter 4 presents the results of the data
analysis. Chapter 4 also details the data collection process, including the time frame,
recruitment efforts, and response rates, as well as the baseline demographic
characteristics and representativeness of the sample. The chapter also includes the

evaluation of statistical assumptions and a detailed presentation of the results from the
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statistical analyses performed for each research question. This chapter concludes with a
summary of the findings in relation to the research questions and sets the stage for the
discussion in Chapter 5.
Data Collection

The survey data were collected from Jan 15, 2024, to April 23, 2024, using
SurveyMonkey. Invitations to participate in the study were distributed via posts and
flyers on social networks to target African American faculty members within STEM
fields. Recruitment materials were also shared during seminars. A high completion rate of
89% of the survey items and 323 responses received suggested effective engagement
strategies and the relevance of the survey content and the study to the respondents.
Allowing sufficient time for data collection via SurveyMonkey enhanced the
representativeness of the acquired data by allowing a wide range of participants to
respond. Table 1 summarizes the demographic profile of the final sample. The final
sample consisted of 118 complete responses after removing duplicates, incomplete
responses, and cases that did not meet the inclusion criteria for this study. Based on the
inclusion criteria, all respondents were African American women currently or formerly

working as faculty members in STEM departments.
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Table 1

Summary of Participant Demographics

Description Number Percentage
Working/worked as faculty 118 100
Yes 0 0
No
Working in STEM
Yes
No
Gender
Female
Male
Transgender
Nonbinary
Prefer not to say
Race
White
Black or African American 118 100
Hispanic or Latino
Asian or Asian American
American Indian or Alaska Native
Native Hawaiian or Other Pacific Islander
Others

118 100

SO OO O~ O

Note. n=118; summary of participant demographic distribution in the final sample.
Data Collection

The survey was administered as planned with no significant deviations from the
methodology outlined in Chapter 3. The primary components of the survey included
scales measuring organizational commitment, perceptions of diversity, and perceptions of
inclusion within the respondents’ academic environments. After recording and labeling
responses in Statistical Package for the Social Sciences, I transformed the data by
computing the average scores of the responses for each variable, creating new variables.

The scores for organizational commitment, perceived diversity, and perceived inclusion
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were averaged into individual scores for each case and relabeled organizational
commitment, diversity, and inclusion, respectively. Regardless of strategic planning and
data collection and analysis, two challenges impacted the data collection process. The
first challenge was a notable nonresponse in the first month of data collection. This
challenge was addressed by extending the data collection period by two weeks and
increasing outreach and recruitment efforts to encourage participation.

The second challenge was inconsistencies in the data collected beginning in the
second month of the data collection period with some participants biasing their responses.
For instance, 24 participants selected a similar choice across all questions or items. Such
behavior suggests a potential misunderstanding of the survey instructions or
disengagement with the survey process, which could undermine the integrity of the data.
Additional data cleaning steps were implemented to mitigate these challenges. For
instance, responses showing clear patterns of bias or disengagement, such as those with
the same answer for all items, were reviewed and excluded from the final sample.

Study Results

The final data set comprised 118 African American women faculty in STEM
fields. The variables of interest were organizational commitment, diversity, and inclusion,
as measured by Likert scales and transformed into continuous variables representing the
mean scores of respective scale items per participant. The descriptive statistics for these
variables are summarized in Table 2. The respondents’ perceptions of diversity in their
institutions were moderately high (M = 3.70, SD = 0.74), suggesting that most

participants perceived that their institutional policies and practices valued a diverse
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workforce. Similarly, the respondents also reported moderately high perceptions of
inclusion (M = 3.90, SD = 0.66), suggesting they believed their organizations’ human
resources practices embraced and promoted the inclusion of people from diverse cultural
and ethnic backgrounds. Lastly, participants reported moderately high levels of
organizational commitment (M = 4.38, SD = 1.04), suggesting they were attached,
engaged, and dedicated to their organizations. These statistics provided a baseline
understanding of the central tendencies and variability within the data and set the stage
for further inferential analysis.

Table 2

Descriptive Statistics of Study Variables for the Sample

Variable Min Max Mean SD
Organizational commitment 1 7 4.38 1.04
Diversity 1 5 3.70 0.74
Inclusion 2 5 3.90 0.66

Note. n = 118; diversity and inclusion were measured on a Likert scale of 1 to 5, whereas
organizational commitment was measured on a Likert scale of 1 to 7.

Linear regression involves several assumptions that restrict the behavior of the
data, including continuous dependent variable, sufficient sample size, outliers,
multicollinearity, independence of residuals, linearity, homoscedasticity, and normality
(J. W. Creswell & Creswell, 2018). Validating these assumptions is an essential step in
regression analysis that helps to establish the appropriateness of the regression model.
Preliminary analyses were conducted to assess the assumptions, and no violation was
noted. To test for linearity and homoscedasticity, I evaluated scatterplots of the

independent variable regressed against the dependent variable to establish the presence of
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a linear relationship between the independent variable and the dependent variable.
Linearity between the independent variable and dependent variable existed. As shown in
Figure 1, the distribution of residuals was neither curved nor cone-shaped, suggesting that
the assumptions for linearity and homoscedasticity were met.

Figure 1

Scatterplot for the Assumptions of Linearity and Homoscedasticity

Scatterplot
Dependent Variable: Organizational Commitment
3
L
=]
§ (=]
2 o
=
E s} o
w @ e e g
(=]}
T 1 Og L] e o,
ﬁ 8 o -] @ -] °
N o o] o,
b= @ a ©
s e © @ % ° ®e °
T 0 @ 940 0 o © °
c ® 5 g0 8 % om0 ©
&) ° DBU °
= @ [*] =] 8 =]
w0 e e OCD ee )
c ] @ (B o @
2 . ° 0o &, °2
7] =]
o ® e
o e ©
« o
o =]
-3
-4 -3 -2 -1 [v] 1 2

Regression Standardized Predicted Value

Note. Test results for the assumptions of linearity and homoscedasticity (standardized
residuals and standardized predicted values).

Secondly, normal P-P plots of regression standardized residuals (see Figure 2)
were used to test for the assumption of normal distribution. Normality is established
when the data points align appropriately along the regression line (J. W. Creswell &
Creswell, 2018). An assessment of the normal P-P plot showing the regression of the

independent variables and dependent variable indicated that the standardized residuals
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approximately followed the regression line. Therefore, the assumption of normal
distribution was met. Thirdly, a Durbin-Watson test was used to assess the independence
or serial correlation between the residuals. The obtained value of 1.913 was within the
acceptable range of 1.5 to 2.5 (see Kabaila et al., 2021), suggesting that all residuals had
relative independence across all observations without serial autocorrelation.

Figure 2

Assumption of Normality: Q-Q Plot of Residuals

Normal P-P Plot of Regression Standardized Residual
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Note. Test results for the assumption of normal distribution of residuals.

In addition to these four major assumptions, the data were checked for
multicollinearity, significant outliers, continuity of the DV, and sufficient sample size.
Multicollinearity is evident if the independent variables are highly correlated. Correlation

between the independent variables makes it difficult to tell which independent variable is
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responsible for variances in the dependent variable. An assessment of Pearson’s
correlation coefficients and variance inflation factor statistics was used to determine the
existence of multicollinearity between the independent variables. A collinearity issue
exists if the correlations between the independent variables are greater than .80 (J. H.
Kim, 2019; Kyriazos & Poga, 2023). However, the correlations between diversity and
inclusion were 0.70, and the variance inflation factor for each predictor variable was
1.940. Both values were below the commonly used threshold of 0.80 and 10,
respectively, suggesting that the assumption for multicollinearity was met for this model.

Outliers can also skew the results of a linear regression analysis (J. W. Creswell &
Creswell, 2018). Diagnostic checks were performed to test the presence of outliers or
cases with values exceeding three standard deviations from the mean. A case-wise
diagnostics of residuals did not reveal any instances with outliers outside three standard
deviations, implying that there were no outliers in the data that could have skewed the
results of the regression analysis. Another assumption for regression analysis was that
there was a sufficient sample size. The final sample size of 118 responses fell within the
range determined by an a priori power analysis (71 to 134), ensuring adequate power to
detect statistically significant effects. Lastly, regression analysis assumed the dependent
variable was measured on a continuous scale. However, all variables, including
organizational commitment, diversity, and inclusion, were measured as ordinal variables.
The dependent variable and independent variables were transformed into continuous

variables by computing the mean of all items in each scale for each response.
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A multiple linear regression analysis was conducted after cleaning the data and
testing for the assumptions to examine the research questions with a 95 percent
confidence interval. The first research question asked if there was a significant
relationship between organizational commitment among faculty women of color and their
perceptions of diversity in their workplace. Perceived diversity was regressed against
organizational commitment to test the hypothesis for this research question. Results of
the regression analysis (summarized in Table 3) revealed a strong statistically significant
and positive relationship between perceived diversity and organizational commitment (B
=.984, t=8.663, 95% C.1. (0.759, 1.209) p<.001). The null hypothesis of no statistically
significant relationship between organizational commitment among women of color
faculty and their perceptions of diversity in their workplace was rejected. Therefore, the
alternate hypothesis that there was a statistically significant relationship between
organizational commitment among women of color faculty and their perceptions of
diversity in their workplace was not rejected.

The second research question asked if there was a significant relationship
between organizational commitment among women of color faculty and their perceptions
of inclusion in their workplace. Perceived inclusion was regressed against organizational
commitment to test the hypotheses for this research question. Results of the regression
analysis (summarized in Table 3) revealed a weak, statistically non-significant, and
positive relationship between perceived inclusion and organizational commitment (B =
184, 1=1.442,95% C.1. (-0.069, 0.437) p = .152). Inclusion provided a more negligible

contribution to the model compared to diversity. The null hypothesis that there was no
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statistically significant relationship between organizational commitment among women
of color faculty and their perceptions of inclusion in the workplace was not rejected.
Therefore, the alternate hypothesis of a statistically significant relationship between
organizational commitment among women of color faculty and their perceptions of
inclusion in the workplace was rejected.

Table 3

Regression Summary Table

95% CI
v B SEB B t oL

Diversity 984 114 699 8.663 <001 759 1209

Inclusion 184 128 116 1442 152 -069  .437

Note. n =118. Summary of the regression analysis for each IV with organizational
commitment as the dependent variable.

The results of the multiple linear regression (summarized in Table 4) indicated
that the model was statistically significant, ' (2, 115) =91.675, p <.001, R?=.615.
These results suggested that the model explained a substantial amount (61.5%) of the
variance in organizational commitment among the participants. The R? value of .615
indicated that both diversity and inclusion were responsible for approximately 61.5% of
the variance in organizational commitment among the study population. However, the
effect size (§ = 0.699) for diversity suggested that diversity contributed more to the

model than inclusion (f = 0.116).
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Table 4

Summary of the Regression Model

R R? Adjusted R? SE Durbin-Watson
784 .615 .608 .65175 1.913

Note. n = 118. Diversity and inclusion as predictors and organizational commitment as
the dependent variable.

Overall, the coefficient for diversity was significant (B = 0.984, SE =0.114, =
0.699, t = 8.663, 95% C.1. (0.759, 1.209) p<.001), indicating a strong positive
relationship between perceived diversity and organizational commitment. Higher
perceptions of diversity were associated with higher levels of commitment.
Comparatively, the coefficient for inclusion was not significant (B = 0.184, SE = 0.128, f
=0.116, 1= 1.442,95% C.1. (-0.069, 0.437) p = .152), suggesting that although
perceptions of inclusion also positively influenced organizational commitment, the effect
of perceptions of inclusion on organizational commitment among participants was
relatively weaker. The 95% confidence interval for the unstandardized coefficient ranged
from 0.759 to 1.209 and from -0.069 to 0.437 for diversity and inclusion, respectively,
suggesting a robust effect across various sample conditions. The regression equation was
Organizational Commitment = 0.014 + 0.984(Diversity) + 0.184(Inclusion).

Summary

The results of the multiple regression analysis to explore the relationships
between perceived diversity and inclusion and organizational commitment among faculty
women of color in STEM were presented in Chapter 4. Tests on the eight assumptions for

regression analysis showed that no assumption was violated during data analysis. Results
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of the analysis regression analysis revealed diversity as a strong positive predictor of
organizational commitment and inclusion as a weak positive predictor of organizational
commitment. The findings showed that diversity contributed more to the model than
inclusion. The first research question examined whether there was a significant
relationship between organizational commitment among women of color faculty and their
perceptions of diversity in their workplace. The results showed a statistically significant
relationship between organizational commitment among women of color faculty and their
perceptions of diversity in their workplace.

The second research question examined whether there was a significant
relationship between organizational commitment among women of color faculty and their
perceptions of inclusion in their workplace. The results showed no statistically significant
relationship between organizational commitment among women of color faculty and their
perceptions of inclusion in the workplace. The findings also indicated a strong effect of
diversity on organizational commitment and a lower impact of inclusion on
organizational commitment. Interpretations and discussions of these results are presented

in Chapter 5.
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Chapter 5: Discussion, Conclusions, and Recommendations

Faculty women of color are systemically more predisposed to hostile work
environments characterized by interpersonal and institutional discrimination. Despite
substantial policy and strategy progress in addressing discrimination in institutions of
higher education, faculty women of color still struggle with a myriad of discriminatory
experiences, including microaggressions, racist policies in hiring and promotion, and
opportunities for professional development (Tree & Vaid, 2021). These experiences can
and often adversely influence faculty women of color’s behaviors, including
organizational commitment. Informed by Adams’s (1963) equity theory, Tajfel’s (1978)
social identity theory of organizational commitment, and D. A. Bell’s (1992) CRT, 1
investigated the relationship between diversity, inclusion, and organizational commitment
among faculty women of color working in STEM in higher education institutions. The
research questions focused on how the perceptions of diversity and inclusion predicted
the organizational commitment of African American faculty in STEM. This study
employed a cross-sectional survey design to capture the perceptions of diversity and
inclusion among these faculty members and their organizational commitment to their
institutions.

Multiple linear regression analysis of the data revealed moderately high
perceptions of diversity, inclusion, and organizational commitment. The regression
analysis results revealed a strong statistically significant and positive relationship
between perceived diversity and the organizational commitment of African American

women faculty working in STEM. Comparatively, there was a weak, statistically
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nonsignificant, and positive relationship between perceived inclusion and organizational
commitment of African American women faculty working in STEM. The regression
model was statistically significant and explained a substantial amount of the variance in
organizational commitment among African American women faculty working in STEM.
Although diversity and inclusion explained approximately 61.5% of the variance in
organizational commitment, diversity contributed more to the model than inclusion. This
chapter synthesizes the study’s results and discusses the implications of the findings,
conclusions drawn from the results, and recommendations for higher education
institutions, administrators, and policymakers.
Interpretation of Findings

Researchers examined the impact of diversity and inclusion perceptions on
attitudinal and behavioral outcomes of employees, including organizational commitment
and job satisfaction (Baker et al., 2022; Bowleg, 2022). The findings of the current study
corroborate the conclusions of previous studies such as Anthym and Tuitt (2019), Settles
et al. (2019), and Baker et al. (2022), highlighting the importance of a diverse climate in
promoting a sense of belonging and commitment among underrepresented groups.
Current findings are consistent with the literature on diversity in higher education by
demonstrating that diversity is a critical factor in fostering a sense of belonging and
commitment among underrepresented groups (see Settles, Buchanan, et al., 2019).
Moreover, current findings support the notion that diversity fosters a rich and inclusive
learning and working environment necessary for the retention and organizational

commitment of underrepresented groups.
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The literature on intersectionality and its impact on diversity and inclusion
(Brown et al., 2019) demonstrated the pivotal influence of the constructs of race and
gender on discriminatory practices in diverse organizations such as higher education
institutions. Women of color, especially African American women, in faculty positions
contend with a continuum of challenges, including microaggressions, stereotype threat,
tokenism, and implicit bias, which can undermine their work experiences, productivity,
and retention. These findings are consistent with the assertions from previous studies,
such as Haynes-Baratz et al. (2022), that underscore the compounded impacts of diversity
perceptions and experiences on behavioral and attitudinal outcomes of female employees
of color.

However, the current study’s findings on the role of inclusion in promoting
organizational commitment among African American women faculty in STEM
departments diverge from previous research. Although previous studies emphasized the
importance of inclusion in fostering a sense of belonging and commitment among
underrepresented groups (Brown et al., 2019; Casad et al., 2021), the current findings
suggest that inclusion may not be as influential as diversity in predicting the
organizational commitment of African American women faculty. There was a weak,
statistically nonsignificant, and positive relationship between perceived inclusion and
organizational commitment among African American women faculty in STEM
departments. This unexpected finding challenges the prevailing notion that including
members of systematically minoritized groups, such as African American women, in

organizational and policy processes is the primary driver of their organizational
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commitment. Moreover, this finding highlights the need for a more nuanced
comprehension of the factors that influence the experiences of African American women
faculty members.

Exploring the perceptions of diversity among African American women faculty in
STEM, a group that has been systemically minoritized and discriminated against, and
their impact on organizational commitment provides new insight into the nexus between
race and gender and how this interaction influences employee outcomes, such as
organizational commitment. These findings contribute to the literature by highlighting the
need to consider the intersectional challenges faced by faculty women of color, including
microaggressions, stereotype threat, tokenism, and implicit bias within their contexts (see
Saqib & Khan, 2023). This intersectional approach is critical in understanding the
experiences of faculty women of color in STEM departments, where they often struggle
with unique challenges related to their gender and racial identities. The current study’s
findings suggest that diversity, rather than inclusion, may be the more significant factor
in promoting organizational commitment among African American women faculty.

The results of the study align with the theoretical frameworks underpinning the
study. For instance, the findings on the impact of diversity and inclusion align with
Adams’s (1963) equity theory, which posits that employees perceive a fair and equitable
environment when they perceive diverse representation and fair treatment of different
demographic groups. The study’s finding on the strong, statistically significant, and
positive relationship between diversity and organizational commitment among African

American women faculty in STEM aligns with the principal proposition of equity theory
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on fairness and representativeness of rewards. This strong relationship between diversity
and organizational commitment suggests that African American women faculty perceive
their workplace as fairer and more equitable when diversity is evident, leading to
increased commitment and intention to stay at the organization.

Employees’ perception that their diverse backgrounds and contributions are
valued and rewarded in the workplace can enhance their sense of fairness and lead to
higher organizational commitment. This finding corroborates assertions in the previous
literature that diversity positively influences employee engagement and organizational
commitment by fostering an inclusive and equitable work environment (see Cheeks &
Yancey, 2022). Jiang (2024) also demonstrated that a perceived diversity climate is
positively associated with job satisfaction and organizational commitment among racial
minority employees. Employees in diverse work environments are more likely to feel
valued, fairly treated, motivated, and committed to the organization.

Comparatively, inclusion practices might be perceived as less direct measures of
fairness in the workplace. Previous studies highlighted that although inclusion fosters a
sense of belonging and psychological safety, its impact on organizational commitment
might be more complex and influenced by various contextual factors (Arman, 2021).
Without the tangible recognition and equitable distribution of rewards and opportunities
that come with valuing diversity in higher education workplaces, institutional and policy
efforts to create an inclusive environment may fall short in bolstering organizational
commitment for minoritized groups such as African American women. Although

inclusive practices and policies are critical in higher education workplaces, their
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effectiveness is amplified with a strong diversity climate that ensures equitable treatment
and opportunities for all employees (Dawson et al., 2024). Even though diversity and
inclusion are necessary for creating an equitable workplace, diversity may have a more
immediate and stronger influence on organizational commitment, particularly among
underrepresented groups such as African American women faculty in STEM. This
assertion underscores the importance of visible diversity in fostering perceptions of
fairness and equity.

Current findings also align with Tajfel’s (1978) social identity theory, which
posits that employees derive a significant portion of their self-concept from their
membership in social groups. When women of color perceive that the organization’s
workplace values their social group, they will likely experience increased self-esteem and
identification with the organization. The perception of diversity in an organization signals
to African American women faculty that their employer values and acknowledges their
racial and gender identities. This recognition promotes a sense of belonging, inclusion,
and loyalty, augmenting organizational commitment (Shaheed & Kiang, 2021).
Additionally, the construct of social categorization within the social identity theory
highlights that the positive social identity and emotional and professional investment of
faculty members in the organization are strengthened when members of minoritized
groups see themselves reflected and represented in the diversity of the organization
(Settles et al., 2021). Such employees will likely perceive themselves as integral to the

organization’s success.
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Although diversity focuses on representing various social groups, inclusion
concerns the extent to which these diverse members feel welcomed and integrated into
the organizational fabric and processes. Social identity theory posits that mere
representation is not sufficient (Inegbedion et al., 2020; Tajfel, 1978). The perceived
fairness and inclusiveness of organizational practices and policies are critical for
fostering a strong organizational identity among all employees, particularly those from
systemically minoritized groups. Employees’ organizational identity significantly
predicts their organizational commitment (Beeman, 2021); however, this relationship is
moderated by their perception of the organization’s inclusiveness and fairness (T. L.
Miller et al., 2021; Misra et al., 2021). Inclusion efforts perceived as superficial or
tokenistic may not enhance organizational commitment. Even though faculty women of
color may note organizational efforts toward inclusion, they may not perceive these
efforts as fully effective in enhancing their commitment to the organization.
Consequently, organizations must go beyond mere representation to ensure their
inclusion practices are genuine and deeply embedded in the organizational culture before
fully realizing the benefits of a diverse and committed workforce.

Lastly, CRT offered a framework for understanding the influence of diversity on
organizational commitment, particularly among marginalized groups such as African
American women faculty in STEM. This theory posits that racism is embedded within the
structures and systems of society, including workplaces. The systemic nature of racism
impacts how individuals experience and perceive their organizational environment.

Diversity initiatives involve increasing representation and addressing the more profound
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structural inequalities perpetuating exclusion and marginalization. The strong positive
relationship between perceived diversity and organizational commitment from the current
regression analysis results may be explained by the emphasis of CRT on the importance
of recognizing and valuing the identities of marginalized groups. Perceptions of
organizational value for diversity in the workplace can mitigate the feelings of exclusion
and marginalization while enhancing the organizational commitment of minoritized
groups such as African American women (Conyers & Fields, 2020). The experiences of
marginalized groups should be at the forefront of organizational practices and policies to
foster a truly inclusive work environment.

Comparatively, inclusion involves the extent to which different social groups feel
integrated and valued within the organizational context. CRT suggests that diversity
alone may be insufficient if it does not translate into genuine inclusion that addresses
underlying systemic inequalities in the workplace. This disparity could occur if inclusion
efforts are tokenistic and fail to challenge the deep-seated structural barriers perpetuating
racial inequities (Igboanugo et al., 2022). For instance, organizational policies that appear
inclusive but do not address critical issues such as microaggressions or implicit biases
might not influence organizational commitment. Thus, CRT emphasizes the need for
transformative changes beyond surface-level diversity to include deep structural reforms
that incentivize all employees, especially those from marginalized backgrounds, to feel
genuinely valued and integrated into the organizational fabric. This multipronged

approach to diversity and inclusion is crucial for fostering a strong organizational
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commitment among African American women faculty in STEM and other
underrepresented groups.
Limitations of the Study

Interpretations of the current findings should consider several strengths and
limitations that could undermine the generalizability, validity, and reliability of the
findings. One of the strengths of the current study is that the theoretical framework,
consisting of equity theory, social identity theory, and CRT, provides a comprehensive
understanding of the factors that influence the perceptions and experiences of faculty
women of color. Moreover, the study’s methodology that comprised of a cross-sectional
survey design and regression analysis provided a robust and systematic approach to
examining the relationship between the predictor and dependent variables. The current
study also provided a unique opportunity to examine the experiences of African
American women faculty in STEM with diversity and inclusion and their effect on the
faculty’s organizational commitment.

Several limitations of the current study must be considered when interpreting and
assimilating the findings into DEI policy and practice. First, limitations of the sample size
and the use of self-reported data may undermine the generalizability of the study
findings. The final sample of 118 African American women faculty in STEM may not be
representative of the population of faculty women of color in STEM departments across
higher education institutions in the U.S. Another limitation is that the study relied on self-
reported data from participants. Using self-reported data may impact the trustworthiness

of participant responses regarding their perceptions of diversity, inclusion, and
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organizational commitment and the generalizability of study findings. Biased participant
responses to the survey questions increase the chances that the findings may not be
representative of the actual experiences and perceptions of faculty women of color. This
bias could limit the current study’s ability to inform policy and practice changes. The
study’s use of a single instrument to measure perceptions of diversity and inclusion may
also fail to capture the full range of experiences and perspectives.

Second, the study’s research design and methods may limit the validity and
reliability of study findings. The cross-sectional survey may not capture the complex and
dynamic nature of the experiences and perceptions of faculty women of color. While this
design allowed for examining relationships among the variables, it did not allow for the
establishment of causality. This design also did not consider potential extraneous
variables such as unique socioeconomic circumstances or other environmental influences
that could influence the relationship between diversity and organizational commitment
(see Nielsen et al., 2018). Lastly, the study’s findings may not be generalizable to other
populations or settings, which could limit the ability of the findings to inform policy and
practice changes.

Recommendations

To address these limitations, further studies on how social identities, including
race and gender, influence employee outcomes among other groups of faculty women of
color, specifically other minority groups such as Asian American, Hispanic, American
Indian, or Native Hawaiian, are required to develop a comprehensive understanding of

the experiences of faculty women of color. Construed as the acknowledgment of the
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unique experiences of discrimination and marginalization among groups of people,
intersectionality is a critical concept that highlights how multiple social identities, such as
race, gender, and sexuality, intersect and interact to shape individual experiences and
employee outcomes for different groups of people (see Bowleg, 2022). By considering
intersectionality, future studies can provide a more nuanced understanding of the
complex and multifaceted experiences of faculty women of color in higher education
work environments.

Future studies should also account for the specific institutional and cultural
contexts in which women of color faculty members operate. These contexts can adversely
influence their experiences and perceptions of diversity, inclusion, and organizational
commitment. For instance, a study that examines the experiences of faculty women of
color in PWIs may find that these women face very distinct challenges and barriers
compared to their colleagues in institutions with diverse faculties. Similarly, a study
examining the experiences of faculty women of color in institutions with robust diversity
and inclusion initiatives may discover that these women have different perceptions of
organizational commitment compared to those in institutions with weaker initiatives.
Considering the intersectionality of social identities as well as the specific institutional
and cultural contexts may provide an opportunity for future studies to provide a more
comprehensive understanding of the experiences of faculty women of color and inform
policies and practices that promote DEI.

Secondly, future studies should employ a longitudinal design to capture the

dynamic and complex nature of the experiences and perceptions of faculty women of
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color over time. A longitudinal design would allow for examining changes in perceptions
of diversity, inclusion, and organizational commitment and the impact of these changes
on employee outcomes such as retention, organizational commitment, turnover, and well-
being. A longitudinal design would also provide a more comprehensive understanding of
the determinants and evolution of the experiences and perceptions of faculty women of
color. Examining the changes in perceptions of diversity and inclusion over a period of
time could allow the identification of specific predictors of diversity and inclusion and
organizational commitment. Findings from studies using a longitudinal design could
inform the development of targeted interventions to promote diversity and inclusion
among racial minorities and systemically discriminated groups like African American
women faculty.

Thirdly, more studies employing a mixed-methods approach are necessary to
capture the richness and complexity of the experiences and perceptions of faculty women
of color across higher education institutions. Combining quantitative and qualitative
methods could provide a nuanced understanding of the factors influencing the
experiences and perceptions of diversity and inclusion. A mixed methods approach could
allow for the triangulation of findings to increase the validity and reliability of study
findings. For instance, a mixed-methods approach could involve conducting surveys on
the constructs of diversity, inclusion, and organizational commitment while conducting
in-depth interviews to gather complementary qualitative data to corroborate quantitative

data on participant perceptions. This approach could allow for a comprehensive capture
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of the nuances and complexities of participants’ perceptions to provide a more
comprehensive understanding of the factors influencing their organizational commitment.

A mixed-methods approach could also enable future researchers to explore the
relationships between diversity, inclusion, and organizational commitment in a more
nuanced and detailed manner. For example, a potential future study could use regression
analysis to examine the relationship between diversity and inclusion and organizational
commitment alongside a thematic analysis to identify the specific themes and patterns
that emerge from subjective participant data. While quantitative data could allow for
determining the specific factors that influence the relationship between diversity and
inclusion and organizational commitment, qualitative data would allow for a detailed
understanding of the mechanisms underlying this relationship. A mixed-methods
approach could also allow for exploring contextual factors such as institutional dynamics
and cultural contexts that influence the perceptions of diversity and inclusion.

Lastly, further studies delving into the institutional and structural barriers that
impede the recruitment, retention, and advancement of faculty women of color are
required. Future studies should thoroughly investigate the policies, practices, and cultural
norms that promote or aggravate these barriers. Insight from these studies could guide
policy processes and the formulation of effective mitigative strategies. Scrutinizing the
institutional and structural landscape could allow researchers to uncover the systemic
inequities and biases that hinder the progression and success of women of color in faculty
positions. Moreover, studies focusing on the systemic structural and institutional barriers

will be crucial for understanding the root causes of underrepresentation and the
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challenges women of color face in academia. These studies could facilitate targeted
interventions and policy changes that foster a more inclusive and equitable environment.

Future studies should also focus on the impact of these institutional and structural
barriers on the career trajectories of faculty women of color. Analyzing how these
barriers manifest in recruitment processes, tenure and promotion decisions, and everyday
interactions within academic settings could allow researchers to gain insights into the
unique challenges women of color face in academia. Understanding the nuanced ways
institutional and structural barriers affect the professional lives of faculty women of color
is essential for developing effective tailored interventions and support mechanisms. Such
research could contribute to developing more inclusive and supportive environments that
promote the retention, organizational commitment, and success of women of color across
faculty positions in higher education institutions.

Implications

Findings from the current study have significant social change implications at the
individual, family, societal, and organizational levels. At the individual level, efforts to
promote diversity, inclusivity, and the organizational commitment of African American
women faculty can augment their overall well-being and job satisfaction. Higher
education institutions that value and support the diverse backgrounds of their employees
can foster a stronger sense of belonging and identity within the workplace, leading to
significant positive employee outcomes, including mental health and job satisfaction, by
reducing feelings of isolation and marginalization (Gutman et al., 2024; Hammoudi Halat

et al., 2023). Exposure to peers’ pro-diversity attitudes could also enhance the sense of
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belonging and performance of marginalized individuals (Murrar et al., 2020). Therefore,
since diversity contributes more to the level of organizational commitment among
African American faculty women, promoting diversity may directly enhance the
psychological well-being and professional fulfillment of minority individuals in STEM
fields, leading to increased retention and career achievement.

Higher job satisfaction and reduced work-related stress resulting from enhanced
diversity and inclusion in organizational processes can positively impact family life and
interactions for African American faculty women. This positive reinforcement can
motivate faculty women of color to break cycles of disadvantage in academia by
promoting higher educational and career aspirations among family members. As U. Khan
and Kalra (2022) noted, corporate diversity enhances perceived morality and attitudes
toward firms, translating to greater acceptance and support for diversity within family
and community settings. At the organizational level, the strong positive relationship
between perceived diversity and organizational commitment suggested that organizations
prioritizing diversity will likely see enhanced employee commitment and productivity,
especially systemically minoritized groups such as women of color. Embedding diversity
and inclusion into the organizational culture could lead to a more positive and inclusive
work environment that improves employee satisfaction and overall organizational
performance. Adejumo (2021) emphasized that effective diversity and inclusion policies
can transform organizational culture and reduce feelings of inauthenticity among

minority employees. As Odazie et al. (2024) note, this transformation can lead to
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innovative thinking, better decision-making, improved team performance, organizational
success, and competitiveness in the market.

Lastly, at the societal and policy level, the findings underscored the importance of
systemic change to support diversity initiatives and policies in faculty work
environments. Policymakers and educational institutions can leverage these insights to
advocate for policies and incentives that promote diversity and inclusivity in academic
and professional settings. For instance, implementing policies that mandate diversity
training for employees, support minority recruitment and retention, and create inclusive
work environments can help address systemic inequalities. Plitmann (2021) argued that
recognizing and addressing the limitations of current diversity standards is crucial for
genuine progress in DEI. However, because inclusion had a lesser impact on
organizational commitment, institutional policies and programs should focus more on
enforcing and reflecting diversity in all structural and functional systems and processes
across the organization. Higher education policy and practice stakeholders can leverage
these findings to champion more robust and effective diversity policies that foster equal
opportunities and workplace cultures that encourage, foster, and sustain diverse social
identities and perspectives across higher education settings. Such policy interventions can
bring broader societal benefits, including reduced discrimination, increased social
cohesion, and a more equitable distribution of opportunities and resources.

The study’s findings also had methodological, theoretical, and empirical
implications. Methodological implications included appraisal of the measurement of

diversity and inclusion and opportunity for longitudinal design for causal inferences.
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First, the findings highlighted the importance of accurately measuring perceived diversity
and inclusion within organizations in determining their impact on employee and
organizational outcomes. The differential impact of perceived diversity and perceived
inclusion on organizational commitment suggested that these constructs should be
measured separately and independently rather than being aggregated. This characteristic
calls for developing and utilizing highly refined measurement tools that can separately
capture employees’ perceptions of diversity and inclusion. Improved measurement
techniques, processes, and systems can lead to more precise and actionable insights for
higher education policymakers and practitioners, allowing organizations to tailor their
diversity and inclusion initiatives effectively.

The measurement instruments used in this study demonstrated satisfactory
reliability and internal consistency with Cronbach’s alpha coefficients above the
commonly accepted threshold of 0.70 (J. W. Creswell & Creswell, 2018) for diversity
(Cronbach’s alpha coefficient = 0.906), inclusion (Cronbach’s alpha coefficient = 0.913),
and organizational commitment (Cronbach’s alpha coefficient = 0.825). While the
measures used were effective in capturing general perceptions of diversity and inclusion,
there is room for further refinement. Future research could employ more specialized
instruments or incorporate additional validation techniques, such as convergent and
discriminant validity assessments, to provide a deeper and more subtle understanding of
diversity and inclusion and their influence on organizational commitment. Future
researchers can obtain even more accurate and actionable insights into the nexus between

diversity, inclusion, and organizational outcomes by enhancing the precision of
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measurement tools. Alexandra et al. (2021) underscored the need for nuanced instruments
capable of differentiating between various aspects of diversity and inclusion to better
understand their impacts on fundamental employee and organizational outcomes.

Second, the strong association between perceived diversity and organizational
commitment, contrasted with the non-significant relationship for perceived inclusion,
suggested the need for longitudinal studies designed to better understand the causality
and temporal dynamics of these relationships. Cross-sectional designs, however helpful,
limit the ability to draw causal inferences and understand how changes in perceptions of
diversity and inclusion over time affect the organizational commitment of racially or
ethnically minoritized groups. Further research employing longitudinal designs could
provide deeper insights into how sustained efforts in promoting diversity and inclusion
influence long-term organizational outcomes. A. Sharma et al. (2020) emphasized the
importance of longitudinal analysis in capturing the evolving impacts of diversity
initiatives on organizational performance.

Third, the findings extended the application of social identity theory by
highlighting the differential impacts of perceived diversity and inclusion on
organizational commitment among African American faculty women in STEM. The
results suggested that whereas diversity enhances social identity and organizational
commitment, it must be matched with a complementary atmosphere of genuine inclusion
to realize the broad gamut of favorable organizational and employee outcomes. These
results implied that social identity theory could be expanded to incorporate a more subtle

understanding of how different dimensions of diversity and inclusion interact to influence
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organizational identification and commitment. Because perceived social norms around
diversity influence identity and belonging (Murrar et al., 2020), expanding the social
identity theory could help develop more comprehensive models that better capture the
complexities of identity formation in diverse organizational settings.

Fourth, these findings also suggested a potential for a fruitful integration of social
identity theory with both equity theory and CRT. While CRT provided a critical lens for
examining how systemic racism and power dynamics influence perceptions of diversity
and inclusion, equity theory posited that workers are more likely to perceive their
workplace as fairer and more equitable when diversity initiatives exist. Integrating these
theories can offer a more holistic framework for cognizing the barriers minority groups
face in highly dynamic and sophisticated work environments like higher education
faculty and the mechanisms through which diversity and inclusion initiatives can address
these barriers. This integrated approach could enhance the explanatory power of the three
theories and provide a richer understanding of the structural and psychological factors
that influence organizational commitment among faculty women of color. Plitmann
(2021) advocated for such integrative approaches as an efficient means for addressing the
limitations of traditional diversity paradigms and promoting more effective inclusion
strategies.

Fifth, an empirical implication of this study is that it underscored the importance
of context-specific research in diversity and inclusion. The unique experiences of
diversity and inclusion may vary significantly across different organizational and cultural

contexts. Thus, even though this study did not measure aspects of organizational and
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cultural contexts, empirical research needs to narrow its focus on specific faculty groups
and settings to uncover contextually relevant insights on diversity and inclusion strategies
fully. Adejumo (2021) demonstrated that contextual factors significantly influence the
effectiveness of diversity and inclusion efforts. Context-specific research will present
opportunities to ensure that diversity initiatives are tailored to the unique needs and
challenges of different demographic groups to bolster their effectiveness.

Finally, the findings suggested the need for broader empirical research that
transcends the traditional demographic variables to include other dimensions of diversity
in the workplace other than gender and race, including education, age, or work
experience. Understanding how these different forms of diversity interact and contribute
to employee and organizational outcomes can provide a more comprehensive view of the
benefits and challenges of diverse workforces. U. Khan and Kalra (2022) highlighted the
importance of considering multiple dimensions of diversity to understand its full impact
on organizational behaviors and outcomes. Therefore, a broader scope for empirical
studies could help higher education organizations design more inclusive policies that
leverage the full spectrum of diversity to enhance innovation, problem-solving, and
overall performance.

The findings on the relationship between diversity and inclusion perceptions and
organizational commitment have several practical implications for higher education
policymakers. First, the finding that perceived diversity significantly enhances
organizational commitment implied that organizations must develop targeted diversity

programs to support underrepresented groups, such as African American women faculty
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in STEM. These programs should be aimed at increasing the representation and visibility
of these groups within the organization through strategies like mentorship programs,
sponsorship opportunities, and targeted recruitment efforts. Human resource managers
also need to develop complementary metrics to track the progress and effectiveness of
these programs. According to Adejumo (2021), genuine diversity initiatives that go
beyond tokenism can significantly improve the organizational culture and commitment of
minority employees. Therefore, focusing on increasing diversity and ensuring that
minority groups feel represented could allow organizations to enhance the organizational
commitment and retention of employees belonging to underrepresented groups.

Second, a weaker relationship between perceived inclusion and organizational
commitment suggested the need to consider inclusion as a complement to diversity.
Although inclusion itself did not promote organizational commitment among female
African American faculty, higher education institutions need to foster a supplementary
culture of genuine inclusion to reinforce diversity programs by creating an environment
where all employees feel represented, valued, and included in essential organizational
policy and decision processes. Including faculty members from underrepresented and
racially minority groups, such as African American females, may significantly enhance
the effectiveness of decision-making and institutional policies by promoting the diversity
of opinions and viewpoints (see Olzmann, 2020). For instance, organizations should
implement comprehensive inclusion training programs that address underlying implicit
biases and promote cultural competence among all faculty members. Moreover,

organizational leaders should model inclusive behaviors and actively create an
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environment where all faculty members’ diverse perspectives are valued and encouraged.
Regular feedback mechanisms, including surveys and focus groups, can help
organizations understand employees’ experiences and make necessary adjustments to
fully leverage the benefits of a diverse workforce.

Third, organizations should integrate diversity and inclusion principles into their
core policies and practices by embedding diversity and inclusion goals, perspectives, and
vision into their mission statement, performance evaluations, and strategic planning
processes. Institutionalizing these values could allow organizations to ensure that
diversity and inclusion are treated as central components of organizational success rather
than peripheral issues. Organizational policies should also be redefined to address
specific barriers to inclusion, for instance, by offering flexible work arrangements to
accommodate diverse needs and transparent career advancement opportunities.
According to A. Sharma et al. (2020), structural changes are vital in creating a conducive
work environment where all employees can thrive and contribute to the organization’s
goals.

Lastly, leadership accountability is crucial for successful diversity and inclusion
initiatives in large institutions. Higher education institutions should hold their leaders
accountable for promoting and maintaining a diverse and inclusive environment. This can
be achieved by incorporating diversity and inclusion metrics, such as commitment to
diversity, active participation in diversity initiatives and advocacy, approach to measuring
the impact of diversity, commitment to continuous learning, mentorship and sponsorship,

and specific and measurable goals for diversity, into performance reviews and
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evaluations for all leaders. Strategic, business, and policy leaders should be required to
demonstrate their commitment to these values and principles through their actions and
decisions. Because leadership plays a fundamental role in driving organizational change
and ensuring that diversity and inclusion initiatives are implemented effectively
(Plitmann, 2021), providing leadership training focused on diversity and inclusion can
equip leaders with the skills to effectively manage and support a diverse workforce.
Conclusions

This cross-sectional survey study investigated the relationship between diversity,
inclusion, and organizational commitment among faculty women of color working in
STEM in the U.S. A multiple regression analysis of data obtained from 118 African
American women faculty in STEM revealed that both diversity and inclusion had a
positive impact on organizational commitment. The strong, statistically significant, and
positive relationship between perceived diversity and organizational commitment implies
that when individuals feel their diverse identities are recognized and valued, their
dedication to and identification with their organization significantly increases. Merely
increasing numerical representation is insufficient; organizations must cultivate an
environment where diversity is deeply ingrained in their culture and operations. This
approach benefits the employees by improving their work experiences and job
satisfaction and enhances organizational performance by leveraging diverse perspectives
and talents from the increasingly diverse, globalized talent pool.

The weaker and statistically non-significant relationship between perceived

inclusion and organizational commitment highlights the complexity of inclusion efforts in
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bolstering the organizational commitment of underrepresented groups. While inclusion is
a necessary determinant of organizational commitment, it must be perceived as genuine
and substantive to have a meaningful impact. Contemporary higher education institutions
must move beyond tokenistic inclusion practices to create a genuinely inclusive culture
where all employees feel valued and integrated. Plausible leadership and policy strategies
for bolstering inclusion in faculty contexts include addressing underlying systemic biases,
providing equitable opportunities for advancement, and promoting a sense of belonging.
The findings of this study accentuate the need for higher education policymakers and
practitioners to integrate diversity and inclusion into the organizational fabric through
robust policies, accountability measures, and leadership commitment. This integration
could improve the ability of higher education institutions to augment the commitment and
retention of African American women faculty in STEM and foster a more innovative,
resilient, and high-performing workforce. This study underscored the transformative
potential of genuine diversity and inclusion efforts, providing a roadmap for

organizations to create a more equitable and supportive environment for all employees.
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Appendix A: Social Media Message and Flyers

Social Media Invitation Template

Caption: There is a new study about the relationship between the perceptions of workplace
diversity and inclusion among women of color faculty members and their organizational
commitment in science, technology, engineering, and mathematics (STEM) departments in
higher education institutions in the US. For this study, you are invited to describe your
experiences in STEM.

About the study:
+ One 8-minute anonymous survey
* To protact your privacy, the published study will not share any names or details that
identify you.

Volunteers must meet these requirements:

* Current or former faculty member

* Identify as female

+ |dentify as Black or African American

+ Work or worked in STEM departments in a higher education institution in the U.S.

This survey is part of the doctoral study for Sherri Reese, a Ph.D. student at Walden
University.

Please complete the survey at https://www.surveymonkey.com/r/N7FWTQD. You are
welcome to forward it to others who might be interested.
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Survey study seeks women of color faculty

members in science, technology,
engineering, and mathematics (STEM)

departments in higher education institutions

in the US

There is a new study about the relationship between the perceptions
of workplace diversity and inclusion among women of color faculty

members and their organizational commitment in science,
technology, engineering, and mathematics (STEM) departments in
higher education institutions in the US. For this study, you are invited
to describe your experiences in STEM.

About the study:

One &-minute anonymeus survey

To protect your privacy, the published study will not share any
names or details that identify you.

Volunteers must meet these requirements:

Current or former faculty member

Identify as female.

Identify as Black or African American

Work or worked in STEM departments in a higher education
institution in the U.5.

This survey is part of the doctoral study for Sherri Reese, a Ph.D.

student at Walden University.

Visit https://www.surveymonkey.com/r/N7ZFWTQD

to complete the survey. You are welcome to
forward it to others who might be interested.
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Appendix B: Permission to Use PODCS

TW2E D41 AM behiald - Bhai Fesn - Oudook

Re: Request to Use "Perceived Organizational Diversity Climate” for My Research Study
5. Douglas Pugh <sdpugh@veouedus>

Fri 10413/2023 %56 AM
Tooshern Reese <sharm reese? walkdanuedu >
wou definitely have permission. Best of |uck with your research!

Daug

0n Fri, Oct 13, 2023 at 9:45 AM Sherri Reese «<sherriressefifwaldeny edus= wrote:
Greetings!

| am writing to regquest permission to wse the "Perceived Organizational Diversity Climate" scale in my
research study, | am a doctoral student at Walden University, and my research focuses an the
relationship between diversity, inclusion, and arganizational cammitment among women faculty of
codor in American higher education institutions. | would like to use the scale to assess the diversity
climate in @ sample of African American women in various faculty positions.

| 'will be conducting a cross-sectional multiple linear regression analysis on the data obtained, and |
will need to have permission to use the scale by September 1, 2023, My research study, including the
recruitment and management of participants and the data, is highly supervised and will follow the
guidance, supervision, and direction of Walden's IRB,

Thank you for your tme and consideration. | look forsward 1o hearing from you soon,

Sincarely,

Sherri Reese, PhD.

From: Sherri Reese
seft: Friday, October 6, 2023 6:43 P

To: sdpughfrunce.edu <sdpughfFuncc.
Subjpect: Request to Use “Perceived Organizational Diversity Clirnate” for My Research Study

Greetings!

| am writing to request permission to wuse the "Percelved Organizational Diversity Climate" scale in my
research study. | am a doctoral student at Walden University, and my research focuses on the
relationship between diversity, inclusion, and organizational commitment among women faculty of
codor in American higher education institutions. | would like to use the scale to assess the diversity
climate in a sample of African American women in various faculty positions,

| will be conducting a crose-sectional multiple linear regression analysis on the data obtained, and |
will need to have permission 1o use the scale by September 1, 2023, My research study, including the

recruitrent and management of participants and the data, |s highly supervised and will follow the
guldance, supervision, and direction of Walden's IRB.

mitpe:outicok. i on comima W AALKADE MW £ GO TEAF DN GEz NS LTI mE TE R eI Tia e Y LV CpTliuTu 2 BP0 w2

TH2E. 041 AM Mad - Ehai R - Ol ook
Thank you for your time and consideration. | leok forward to hearing from you soon,

Sincerely,

Sherrl Reess, PhD.

5. Douglas Pugh, Ph.D,
Asaociate Dear, Academic Al

ira il Ressarch
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Appendix C: Permission to Use the DES

2E, B30 Ak Miad - Sherri Reese - Outhok

Re: Request to Use Diversity Engagement Survey (DES) for My Research Study

Sherri Reese <sherri.reese2@waldenu.edu>
Tue 10/24/2023 3:41 PM

ToGigliello, Rebecca <Rebecca Gigliello@umassmed.edu=
CoOrvek, Elizabeth <Elizabeth Orvek@umassmed.edu=

Thank you

From: Gigliello, Rebecca <Rebecca.Gigliello@umassmed.edu>

Sent: Tuesday, October 24, 2023 2:32 PM

To: Sherri Rease <sherri.reese2@waldenu.edu>

Cc: Orvek, Elizabeth <Elizabeth.Orvek@umassmed.edu>

Subject: RE: Request ta Use Diversity Engagement Survey (DES) for My Research Study

Good afternoon Sherri,

I've attached a DES Research Use Agreement for your review and signature. Onee we receive a signed copy, we
can release the survey materials to you.

Thank you,
Rebecca

Confidentiality Motice:

This e-mail message, including any ottochments, s for the sole use of the intended recipient(s) and may contain
confidentiol, proprietary and privileged information. Any unauthorized review, use, disclosure or distribution is
prohibited. If you are not the intended recipient, please contact the sender immediately and destroy ar
permanently delete oll copies of the original message.

From: Sherri Reese <sherri.reese2 @waldenu.edu>

Sent: Wednesday, October 18, 2023 4:45 PM

To: Gigliello, Rebecca <Rebecca.Gigliello@umassmed.edu>

Ce: Orvek, Elizabeth <Elizabeth.Orvek@umassmed.edu>

Subject: Re: Reguest to Use Diversity Engagement Survey (DES) for My Research Study

Thank you

From: Gigliello, Rebecca <Rebecca. Gigliello@umassmed.edu>

Sent: Wednesday, October 18, 2023 2:28 PM

Ta: Sherri Reese <sherri.reesed@waldenu.edu=>

Ce: Orvek, Elizabeth <Elizabeth Orvek@umassmed.edu>

Subject: RE: Request to Use Diversity Engagement Survey (DES) for My Research Study

Good afternoon Sherri,

Dr. Person has reviewed your proposal and approved your request to use the DES in your dissertation research. |
will be in touch soon with a Research Use Agreement for your signature.

Best,
Rebecca
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