® Paradigm owERSYTET

WSB MERITO
reference-global.com GDANSK

WSB Journal of Business and Finance
Year 2025, Vol. 59, No.1
eISSN 2657-4950

Intercultural Management and Diversity, Equity, and Inclusion
Policies: Mapping the Terrain

Matgorzata Rozkwitalska-Welenc?!, Gabriela Misiura® , Bozena Dancewicz,
Marcin Panek?

* UWSB Merito University, Aleja Grunwaldzka 2384, 80-266 Gdansk, Poland

© Malgorzata Rozkwitalska-Welenc, Gabriela Misiura, Bozena Dancewicz, Marcin Panek 2025. This is an
open access article distributed under the Creative Commons Attribution-NonCommercial-NoDerivs license
(http.//creativecommons.org/licenses/bync-nd/3.0/

DOI 10.2478/WSBJBF-2025-0014

Abstract

The authors explore the relationship between diversity, equity, and inclusion (DEI) and intercultural management. They focus on the
evolution of DEI and its implementation in organizational practice, highlighting cultural differences in the interpretation of these concepts.
They identify cultural values that support DEI and review research in the field of intercultural management related to DEL They also highlight
research gaps and propose potential directions for future studies on DEI from an intercultural management perspective.

Keywords: DEL cultural dominance; ethnocentrism; feminism; formal institutions; informal institutions; social capital; cultural models;
polycentrism; equal rights; diversity; social movements; super-diversity; inclusion; intercultural management

Introduction

The theme of diversity, equity, and inclusion (DEI), which has been developing for over 50 years, is gaining
increasing attention from both researchers and practitioners. This growing interest is driven by changes in the
economic, social, and regulatory environments of organizations (Morfaki & Morfaki, 2022; Newburry et al., 2022).
Recognizing the importance of this issue, the authors aim to position DEI within the scope of research conducted
in the field of intercultural management and to highlight the cultural challenges associated with implementing DEI
in business and organizational practice.

To achieve this goal, the first part of the paper introduces intercultural management as a field of knowledge.
The authors then present the concept of DEI, its origins, the development of knowledge in this area, and the current
state of its implementation in organizational practice. In the following section, they emphasize that the core ideas
of DEI are subject to different cultural interpretations, which may pose barriers to the effective dissemination of
this concept, both in organizational declarations and in actual practices. They identify cultural values that align
with DEI principles. Finally, they review research in the field of intercultural management that addresses DEI or
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its components, identify research gaps, and suggest future directions for studying DEI from an intercultural
management perspective.

1. Situating Intercultural Management

One of the key issues in the development of the management discipline was the recognition of the human being
as a resource that, when properly managed, should bring specific benefits to the organization (Dachner et al.,
2021). Peter Drucker believed that modern management is about people working together in a way that enables
the full use of their talents and knowledge to achieve increased labour productivity (Drucker, 2007). With the
advancement of globalization and the accompanying migration and expansion of international enterprises, greater
attention began to be paid to how individuals function in intercultural environments as a factor in gaining a
competitive advantage. This approach was popularized, among others, by Geert Hofstede, who studied how people
from different cultural groups operate within organizations (Hofstede et al., 2010). His research showed that
specific patterns of feeling, thinking, and behaviour are characteristic of representatives of particular national
cultures, and he proposed one of the most widely recognized models of cultural dimensions (Table 1).

Table 1. Hofstede’s Cultural Dimensions
Dimension Description

Collectivism vs Individualism In collectivist countries, the individual is part of a group that
defines their identity; in individualist cultures, the individual
is seen as independent, and the group is a collection of

individuals.

Power Distance Determines the relationships between superiors and
subordinates and the degree of acceptance of social
inequalities.

Goal Orientation Indicates the division of social roles based on gender and the

importance of various societal goals.

Uncertainty Avoidance Defines the tendency to accept uncertainty and ambiguity.

Long-Term vs Short-Term Determines the importance of the past, present, and future.

Orientation

Indulgence vs Restraint Describes the extent to which needs are regulated by social
norms.

Source: Based on Hofstede et al. (2010)

Research on cultural differences has continued over the years and remains ongoing. For example, within the
GLOBE (Global Leadership and Organizational Behaviour Effectiveness Research Program) project, researchers
built upon Hofstede’s work, critically revising and expanding the model of cultural dimensions. The GLOBE
model emerged from studies on regional and transnational cultural diversity, in contrast to national differences.
As a result, researchers identified so-called cultural clusters, whose boundaries did not necessarily align with
geographic borders. Ten cultural clusters were distinguished: Anglo, Nordic, Eastern Europe, Latin Europe,
Germanic, Latin America, Middle East, South Asia, Confucian Asia, and Sub-Saharan Africa (Javidan & House,
2002).

One of the more recent contributions to the study of cultural differences is the framework proposed by Erin
Meyer (see Table 2).

Table 2. Culture Maps

Dimension Description

Communication: low-context vs high- The amount of implicit vs explicit communication in a given culture.

context

Evaluation: direct vs indirect feedback The way people deliver feedback.

Persuasion: deductive vs inductive The method of reasoning, either from general to specific or from specific to
general.
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Leadership: egalitarian vs hierarchical The way power and authority are organized.
Decision-making: consensual vs top-down The approaches to making decisions.

Trust: task-based vs relationship-based How trust is built.

Disagreement: confrontational vs avoidance How conflict is approached.

Scheduling: linear-time vs flexible-time How time is perceived and managed.

Source: Based on Meyer (2014)

The brief overview of cultural difference models presented above highlights the importance of intercultural
competence and intercultural management. The value of intercultural management lies in interpreting classical
management functions through the lens of cultural differences (Sulkowski & Ignatowski, 2017). Research in this
area provides companies with valuable tools for managing people effectively, without limitations stemming from
factors such as gender, age, religion, or ethnic background. As a result, organizations can enrich their managerial
toolkit by adopting methods proven to be most effective in specific circumstances. It is no coincidence that the
literature emphasizes the priority of intercultural competence in the 21st century (Aggarwal & Wu, 2021). A lack
of knowledge and skills in this area may lead to negative business consequences.

The aim of research focused on the cultural aspect of management is to identify potential problems that may
arise in intercultural business environments and to develop preventive strategies (Rozkwitalska et al., 2017).
Moreover, managing cultural differences does not apply solely to ethnically diverse environments; it also
encompasses dilemmas related to differences in gender, age, and other factors that imply heterogeneity in norms,
values, leadership styles, and other aspects that significantly impact organizational effectiveness. Thus,
intercultural management is a natural response to the contemporary challenges faced by organizations seeking to
achieve a competitive advantage in a global environment. Intercultural management draws on the achievements of
other disciplines, such as anthropology, which studies the influence of culture on human behaviour in
organizations. Its domain includes identifying common traits among international managers, distinct cultural
characteristics that may contribute to gaining a competitive advantage, and potential cultural barriers to success.
In practice, this means seeking patterns that account for ethnic similarities and differences within organizations
and using them to implement solutions that enhance management effectiveness, while striving to achieve cultural
synergy (Rozkwitalska, 2012).

2. Diversity, Equity, and Inclusion Policies in Organizations

Equality is a fundamental social principle that requires consideration of the interests of all members of society,
especially those who are most vulnerable and marginalized (Przybyta, 2006). The concepts of diversity, equity,
and inclusion are sometimes used interchangeably, but they carry distinct meanings (Beavers, 2018). Diversity
refers to the range of identities and characteristics within a group, including gender, race, national culture, sexual
orientation, and many others. Equity, on the other hand, is based on the principle of providing individuals with fair
access, opportunities, resources, and prospects for development. Inclusion embodies proactive efforts to
understand, leverage, and utilize the strengths and aspects of individual identity, enhancing a sense of belonging,
value, and support for all individuals (Espinoza & Horn, 2022). According to Verna Myers (2015), DEI is
somewhat like dancing. If the difference between diversity and inclusion is analogous to being invited to a party
(i.e., diversity) versus being asked to dance (i.e., inclusion), then belonging to a group or team can be achieved by
having the opportunity to dance to your own rhythm or soundtrack.

It is widely accepted that numerous social movements and legal changes that occurred in the United States in
the mid-1960s were driven by activists fighting for equal rights, particularly in the workplace. These efforts had a
direct impact on the corporate world at the time, changing perceptions of employees in areas such as equal
treatment, fair employment conditions, and equal pay for equal work (Jackson, 2007). One of the leading social
activists was Martin Luther King Jr., who dreamed of freedom for African Americans and political and economic
equality. His active efforts led to the fight against racial segregation and discrimination, laying the foundation for
policies and attitudes that promote equality and diversity. The emerging pop culture of that era provided a direct
expression of opposition to racism. For example, The Beatles refused to perform in front of a racially segregated
audience in Jacksonville, Florida, in 1964 (BBC News, 2011). Pop culture movements advocating for equal rights
found ways to use music to convey messages of support or strong opposition.

Women also played a significant role in the fight for gender equality, particularly through suffragette activist
movements. A milestone in this struggle was the first public convention, attended by 300 women and supportive
men, at the Seneca Falls Convention in July 1848 (Dumenil, 2012). This and subsequent gatherings helped spread
the idea of women's suffrage across many countries in both the old and new continents. This movement contributed
to the recognition and importance of gender equality, as well as the inclusion of women in various spheres of
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society. The most significant changes in the perception and treatment of women as equals to men occurred during
World War II. Due to the widespread mobilization of men sent to the front lines, women began to fill the many
vacant jobs, assuming roles previously held primarily by men (Sandua, 2023). Numerous examples of women
entering the workforce helped break down gender-related barriers and stereotypes, paving the way for later
feminist activism. Feminism has played, and continues to play, a significant role in raising awareness about gender,
women's rights, and personal issues related to racism and sexism, while also drawing attention to all minorities,
including the rights of LGBTQ+ individuals.

Among contemporary approaches to DEI, it is worth highlighting the work of Tormos-Aponte (2017). He
observed that implementing DEI policies for marginalized groups enhances the agency and influence of
international social movements. While the diversity of movement supporters presents additional challenges,
inclusive practices allow movements to leverage the political resources offered by diversity, expand their
constituencies, and benefit from new ideas and greater creativity. Tormos-Aponte argues that social movements
characterized by diversity are more resilient to challenges and better equipped to solve problems, which increases
their effectiveness in shaping international norms. Conversely, failing to embrace diversity by adopting exclusive
or limiting approaches can alienate existing members and hinder the development of coalition-building and broader
support networks. However, it was mass migration that truly transformed the fabric of modern societies,
particularly in terms of racial and ethnic composition, leading to the emergence of super-diversity. This concept
encompasses various perspectives on diversity, focusing attention on areas of management and policy that aim to
enhance corporate competitiveness and social cohesion among migrants (Kothari et al., 2022). Super-diversity
among migrants is a key concept in understanding equity and social inclusion. It demonstrates that when migrants
relocate from one country to another, they bring a range of skills and perspectives, enriching human resources
through diversity and supporting innovation and economic growth.

Already in the previous century, it was noted that implementing diversity policies could be one of the most
significant challenges for those leading in the health sciences, namely in education, research, and services. These
observations remain relevant today. Many faculty members in STEM (science, technology, engineering, and
mathematics) fields avoid engaging with DEI (diversity, equity, and inclusion) topics, fearing their lack of
knowledge or training in this area (Johnson, 2019). Nevertheless, it is precisely academic staff, who have direct
contact with students, that hold significant influence over shaping attitudes toward DEI policies. The role of
education is to demonstrate that diversity, equity, and inclusion efforts should be applied not only to colleagues in
diverse teams but also to other stakeholders of the organization. Universities have a responsibility to educate and
promote behaviors that foster a positive, inclusive educational environment (Killpack et al., 2016). Diversity and
inclusion are broadly and fundamentally important to institutions and the social system, and institutions striving
for excellence must integrate diversity and inclusion into their core activities (Nivet, 2015).

DEI policies are being implemented in organizations across many parts of the world, although to varying
degrees (Newburry, 2022). Nevertheless, they are mainly limited to human resource management. Few
organizations have successfully integrated DEI policies at both the educational and strategic levels (Ely & Thomas,
2020). Similar conclusions can be drawn from the Culture Amp platform report (2023), which indicates that,
according to most surveyed employees, DEI policies have not yet become a core value within their organizations.
This is reflected in the lack of training in this area and the absence of clear sources of information about DEI within
companies. According to the report, many firms are willing to invest in attracting more individuals from
marginalized groups. However, they often hesitate to allocate resources to ensure positive experiences for these
employees or to retain them. HR decision-makers believe that much more can be done to make DEI a fundamental
value embedded throughout the organization and across all its processes.

3. Diversity, Equity, Inclusion — Cultural Interpretations

At the core of discussions surrounding concepts such as diversity, equity, and inclusion in an intercultural
context lie the processes of globalization and migration. As a result of these phenomena, businesses, educational
institutions, organizations, and entire societies must confront issues such as cultural, linguistic, and religious
differences. However, diversity can be understood differently across cultures. In some countries, the concept goes
beyond the classical binary division typical of societies rooted in Christian traditions, recognizing more than just
male and female genders. Examples include: Hijras (India), Muxes (Mexico), Virgjinésha (Albania), Kathoey
(Thailand), Berdache (Indigenous peoples of North America and Canada), Whakawahine or Whakatane (Maori)
(Majcherek, 2023). There are also differences between countries in how diversity is defined. For instance, in the
United States, diversity includes race, gender, ethnic or national origin, sexual orientation, organizational role or
function, age, physical and mental abilities, and religion. In Germany, the focus is primarily on gender, migration
status, age, work-life balance, family situation, and sometimes sexual orientation and disability (Morfaki &
Morfaki, 2022).

In international business operations, cultural dominance may be observed when a company imposes its own
cultural model, often stemming from a belief in the superiority of its own culture over others. This reflects cultural
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ethnocentrism. The opposite approach, polycentrism, is based on the belief that cultures can coexist and that
international business should consider the cultural conditions of the host country where a subsidiary is located.
Depending on how organizations approach the host country's culture, they may choose one of two strategies: a
convergence strategy (linked to ethnocentrism), in which diversity is viewed as a problem that the organization
seeks to eliminate by replicating solutions used in the parent company. These are implemented uncritically across
all foreign subsidiaries, without considering cultural differences outside the headquarters’ country. A divergence
strategy (linked to polycentrism) involves adapting local practices to the specific cultural context of the host
country (Prendke, 2023). Ethnocentrism can also be observed in attitudes toward migrants, manifesting not only
in the belief in cultural superiority but also in preferences for interacting with members of one’s own culture,
pressure to maintain community cohesion and loyalty, and negative attitudes toward closer relationships with
people from other cultures (Rosiak-Zigba, 2020).

Stereotypes and the country of origin of migrants also pose barriers to DEI efforts in organizations. For
example, research has shown that an acceptable immigrant, someone the surveyed group would be willing to work
with, was one from a country with a higher level of economic development than their own. The group also rejected
the idea of having a supervisor from countries located east of Poland. This phenomenon is known as the country-
of-origin effect (Misiura & Rozkwitalska, 2017).

In Table 3, previously described Hofstede dimensions are evaluated in terms of whether they support or hinder
DETI efforts. Indicators for each dimension are provided for selected countries. Where a dimension supports DEI,
the country receives 1 point. The higher the total score, the more likely the culture is to foster conditions favorable
to DEI across various areas.

Table 3. Analysis of Hofstede’s Cultural Dimensions and Their Relationship to DEI Practices

Dimension Feature DEI Index Poland Sweden USA
South
Korea
Individualism Equal treatment of individuals + IDV 60 87 58 91

regardless of differences

Score 1 1 1 1
Collectivism Division into “us” vs. “them” - IDV 47

groups

Score 0
High Power Distance Inequality and a clear hierarchy - PDI 68 60

are acceptable
Score 0 0

Low Power Distance Inequality and hierarchy are + PDI 31 40
unacceptable.

Score 1 1

Masculinity Public and professional life is - MAS 64 62
dominated by men.

Score 0 0

Femininity Public and professional life is + MAS 5 39
accessible to all genders

Score 1 1
High Aversion to difference may - UAI 93 85
Uncertainty lead to ethnic prejudice and
Avoidance intolerance.
Score 0 0
Low Uncertainty Avoidance Tolerance for cultural + UAI 29 46
differences
Score 1 1
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Short-Term Orientation Religious fundamentalism - LTO 49 50
Score 0 0
Long-Term Orientation Religion is not a central issue + LTO 52 86
Score 1 1

Restraint Moral discipline, lack of - IND 29 29
acceptance for deviation from
norms

Score 0 0

Indulgence Acceptance of needs, kindness + IND 78 68
toward outsiders

Score 1 1

Note: Total DEI Alignment Score: Poland: 0, Sweden: 6, South Korea: 3, USA: 4
Source: Own elaboration based on Hofstede et al. (2010) and Country Comparison Tool (n.d.)

The results of the comparative analysis indicate that, among the countries compared, Poland exhibits the
weakest correlation with cultural dimensions that are favourable to DEI. This difference is significant; Poland did
not score a single point in any of the dimensions. In contrast, Sweden demonstrates predispositions in every
dimension of the model, suggesting a favourable environment for diversity, equity, and inclusion initiatives.
However, it is worth emphasizing that the use of classical cultural models, such as Hofstede’s dimensions, is purely
illustrative. Although these models are often criticized for oversimplification and reinforcing stereotypes, they still
serve as a helpful point of reference in the analysis of cultural differences. The relationships presented are
indicative and require further empirical verification.

Collaboration in multicultural environments offers many opportunities but may also encounter barriers
stemming from individuals, groups, or organizations. Barriers to interculturality and to implementing a DEI culture
can be directly linked to individual traits such as a lack of openness, low cognitive motivation, or low cultural
intelligence. These may also result from ethnocentric beliefs, which can predispose individuals to racist behaviours
or attitudes. Group-level barriers often involve trust and communication, which can be particularly problematic
when working across different locations. In addition to language-related misunderstandings, cultural context can
influence how messages are interpreted. The final category of barriers stems from the organization itself, such as
cultural dominance or ethnocentrism (Przytuta & Krysinska-Ko$cianska, 2017).

Institutions, understood as the external environment shaping conditions for economic activity, can act as either
barriers or enablers of DEI, in line with the assumptions of New Institutional Economics. Formal institutions are
established and codified, and can be changed relatively quickly (e.g., through legislation). In contrast, informal
institutions, including culture, emerge organically, and changing them requires time to reshape social
consciousness. Introducing foreign solutions into the functioning of formal institutions may provoke resistance
from informal institutions. Such a situation occurred in Poland, where the inconsistency between formal and
informal institutions persists, leading to public distrust toward government actions (Gruszewska, 2017). Imposing
specific solutions in the formal sphere, such as DEI policies, can therefore lead to resistance in the informal sphere
(Gruszewska, 2012), especially if society lacks natural predispositions toward openness, trust, and tolerance for
diversity.

The concept of social capital is closely linked to trust in formal institutions. Social capital is defined as a
cultural phenomenon that represents the collective legacy of a community. It consists of elements such as civic
attitudes, existing norms, interpersonal trust, and the trust citizens place in state institutions (Czapinski, 2008).
Two types of social capital are distinguished based on the nature of the relationships involved. Bonding social
capital refers to exclusive ties characterized by strong emotional connections, like those found in family
relationships or other homogeneous groups. These ties are characterized by resistance to alternative cultures or,
more broadly, to difference. The primary concern is maintaining the status quo. Bridging social capital is typical
of heterogeneous groups and reflects openness to others, forming the basis for mutual relationships despite
differences in values or life experiences. This type of tie promotes tolerance and openness, enabling access to the
resources of other groups (Meng, 2018). A natural conclusion follows that when bridging ties are present in society,
they are likely to support DEI.
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4. Cultural Differences and DEI Policies and Practices — A Review of Research

The phrase “diversity, equity, and inclusion” appears relatively frequently in the titles, keywords, or abstracts
of academic publications. Interestingly, these are most often works from the fields of medical sciences and health
sciences, followed by a significant number from social sciences. The business and management domain ranks
third. The most commonly addressed topics include diversity, equity, inclusion, and DEI, as well as leadership.
Articles listing DEI among their keywords cover a wide range of issues, such as marketing (Morse, 2021;
Williams-Sanchez, 2023), the relationship between ethnic and gender diversity among employees and
organizational financial performance (Smith & De Leon, 2023), DEI declarations, including their use in
employment policies at universities (Ficht & Levashina, 2023), DEI reporting (Campbell & Helleloid, 2023), and
equity in diverse schools from the ground up (Mawhinney et al., 2023). Publications by authors from the USA and
within the American cultural context clearly dominate (93% of all). A similar trend is observed in articles
specifically addressing diversity, equity, and inclusion in the workplace, with 85%, 91%, and 83% respectively,
originating from the USA. The studies most closely related to intercultural management focus on employee, team,
and managerial diversity, as well as their impact on organizations. These works emphasize that diversity can bring
both positive and negative effects (Rozkwitalska et al., 2017; Stahl & Maznevski, 2021). However, it is worth
noting that these studies more often address demographic diversity, primarily in terms of ethnicity, race, gender,
and age, rather than cultural diversity (Yadav & Lenka, 2020). There is a lack of comparative research conducted
across different cultural contexts, especially in developing countries. This does not diminish the value of existing
diversity studies, but it raises questions about the reasons behind this imbalance. One explanation is the dominance
of U.S.-based authorship in a country where ethnic and gender differences are particularly prominent in research.
Most diversity-related articles have been published in the Academy of Management Journal, a journal that
recognizes diversity as a research area. Within the Academy of Management, the journal’s publisher, a Gender
and Diversity in Organizations division has been active since 1988 (Yadav & Lenka, 2020).

A team led by Loi Anh Nguyen (2023) conducted an integrative literature review on inclusion, demonstrating
that one of the most frequently addressed contexts in research on inclusive work environments and practices,
alongside disability and gender differences, is cultural diversity. It was observed that cultural barriers negatively
affect the sense of inclusion, particularly in multinational enterprises. At the same time, there is a lack of studies
that interpret the findings in relation to the cultural context.

The relationship between national culture and DEI was analysed by Judy Tsui and Gaoguang Zhou (2023).
The authors concluded that, regardless of cultural differences in defining these concepts, they are interdependent
and should be treated as such. They also observed greater activity on the part of organizations from Western
countries, mainly Anglo-Saxon ones, in implementing DEI policies. They further demonstrated that individualism
strongly supports DEI, while distance from power correlates negatively. Karen Loon (2023) analysed the extent
to which accounting firms in the Asia-Pacific region implement the concept of gender equality in their foreign
subsidiaries. She demonstrated that local managers perceive DEI policy as a Western concept, and that not all of
its elements align with the more collectivist markets in the region. According to Loon, companies therefore adapt
their DEI policies to suit local cultural conditions better.

Jennifer Feitosa, Spencer Hagenbuch, Bansi Patel, and Alicia Davis (2022) noted the need to look at
intercultural management from a DEI perspective. Although developed separately, both areas of knowledge share
many common elements. Feitosa et al. (2022) therefore propose that culturally diverse organizations focus on
intercultural outcomes, which they define as “the integration of multiple cultural perspectives of people working
together to achieve a diverse, inclusive, and equitable work environment” (p. 433). The authors argue that
organizations should strive to improve intercultural outcomes through emotion management, in which cultural
differences are valued and leveraged, employees are encouraged to engage in open communication, and alliances
are formed to remove barriers in the workplace. They view cultural competence or cultural sensitivity as factors
that contribute to intercultural outcomes, with results including cultural adaptation, a sense of belonging, improved
performance, increased knowledge, and an innovative climate.

The team led by William Newburry (2022) highlights the pressure exerted on multinational enterprises by
various stakeholder groups, at the global, regional, national, partner, and internal levels, to implement DEI policies,
as well as the complexity of this process within such entities. Multinational companies face diverse expectations
from local communities and partners, which complicates the implementation of a uniform DEI policy and the
development of a DEI-based identity. These organizations must decide how much to adapt DEI policies to local
conditions. The authors point out that multinational corporations can act as agents of change in the regions where
they operate, promoting DEI values. They also list examples of recent research emerging from the growing interest
in DEI in international business, including the social construction of gender differences, language strategies and
social categorization, the stigmatization of LGBT+ expatriates, and types of diversity in multinational enterprises,
such as neurodiversity.

Madlene A. Minassian (2023) undertook a review of the literature on DEI in the context of multinational
companies. She noted that diversity as a Western concept requires national solutions in terms of DEI policies, and
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interventions aimed at their implementation should be designed locally, considering cultural differences in the
understanding of diversity. The US clearly has an advantage in implementing DEI, as reflected in the numerous
works on this topic by US authors. However, Minassian (2023) cites several studies from other markets that address
the effectiveness of DEI training in multinational companies, noting that they have contributed to better cultural
adaptation among expatriates, increased task efficiency and cultural intelligence among expatriate employees in
the IT industry, and a deeper understanding of internal communication. However, the content of the training and
contextual factors were important.

Another, less well-researched area of study at the intersection of DEI and intercultural management is the
motives behind why employees and organizations are willing to build an inclusive and equitable work environment
for a diverse workforce. Minassian (2023) cites only a few studies in this area. They indicate that the best results
in diversity management occur when interest in implementing DEI in an organization stems from recognizing the
benefits that a diverse workforce brings to the organization in terms of skills, knowledge, and perspectives.
Minassian (2023) also refers to research on how diversity should be treated, noting that Western concepts are based
on tolerance, while Eastern concepts value treating differences with civility and dignity.

Another area of research at the intersection of intercultural management and DEI, cited by Minassian (2023),
is studying how individuals experience diversity, equity, and inclusion. This research has highlighted personal
experiences, the role of institutions, group identity, including favoritism toward one's own or other groups, and
transformative learning, which requires consciously challenging one's own values and assumptions and is a social
process. Transformative learning can be an important means of effectively implementing DEI in culturally diverse
organizations.

Cristina Morfaki and Alexandra Morfaki (2022) conducted a literature review on diversity and inclusion in the
workplace, noting a growing interest in the topic among HR professionals and companies. However, they point
out a lack of evidence regarding the effectiveness of DEI programs and a noticeable gap between corporate
declarations and actual practices. They also highlight the varying scope of the term “diversity” across different
countries. Early research on diversity focused on ethnic and racial discrimination in HR practices, as well as racial
differences in job satisfaction, engagement, motivation, and leadership. Similar to studies on cultural diversity,
these investigations did not yield conclusive results regarding the expected outcomes of diversity. A key area of
research has been the examination of gender differences, including the gender pay gap. However, this line of
inquiry has also failed to produce indisputable findings on the relationship between gender and performance. The
same applies to studies on age differences and their effects on individuals and organizations. Notably, older
employees tend to experience more discrimination than younger ones, for example, through negative stereotypes,
fewer training opportunities, and lower performance evaluations. Research on people with disabilities and
LGBTQ+ groups still focuses primarily on discrimination and remains less developed than studies in other areas
of diversity. The authors also cite studies showing that implementing diverse and inclusive work environments
brings measurable business benefits. Another research stream explores actual DEI practices and their effectiveness.
The authors advocate for studying diversity in an integrated way, as many contextual variables influence the
outcomes of diversity for organizations.

Conclusions

This paper contributes to the academic discourse by integrating the concepts of diversity, equity, and inclusion
with the intercultural management domain, two areas that have traditionally been studied separately. It
demonstrates their interdependence and highlights the cultural challenges that arise when implementing DEI
policies across different national contexts. The paper also applies the framework of New Institutional Economics
to explore how formal and informal institutions influence the success or failure of DEI initiatives. Furthermore,
the discussion of social capital, particularly the distinction between bonding and bridging ties, provides a
theoretical basis for understanding societal openness to DEI. Empirical insights from recent global studies enrich
the paper’s perspective. The paper critically reviews the state-of-the-art knowledge about cultural differences and
DEI polices and practices.

Practically, the paper suggests a necessity to adapt DEI policies to local cultural conditions. The application of
Hofstede’s cultural dimensions and social capital theory offers a diagnostic tool for evaluating DEI readiness and
identifying barriers in diverse cultural contexts. The effectiveness of DEI policies requires more than just formal
provisions. It is crucial to align actions with the local cultural context, develop intercultural competencies among
leaders, and genuinely involve employees in shaping the rules that affect them. It is also important to monitor the
actual outcomes of implementation, rather than relying solely on declarations of success. Such an approach
increases the likelihood that DEI will become more than a slogan and will become an authentic part of the
organizational culture.

Despite its contributions, the paper has several limitations. It is based primarily on a review of existing literature
and does not present original empirical research or case studies. The use of cultural models, such as Hofstede’s
dimensions, may oversimplify complex cultural realities and risk reinforcing stereotypes. Another limitation lies
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in the challenge of measuring the effectiveness of DEI. Although prior research acknowledges this issue, the paper
does not propose a concrete methodology for evaluating DEI outcomes. Additionally, the definitions of diversity,
gender identity, and intersectionality are evolving, and the frameworks used may require ongoing revision to
remain relevant in dynamic social and organizational environments.

To recap, although research on diversity, equality, and inclusion has often been conducted independently of
research on intercultural management, it is not difficult to see their close connection and mutual overlap. However,
even when combining both areas of knowledge, it is possible to identify the fragmentary nature of existing studies,
significant gaps in knowledge, and directions for further research. For example, studies should be developed on
what factors influence the sense of inclusion of diverse employees in multinational companies, especially those
from the LGBTQ+ group, what drives organizations and individuals to build an inclusive and equitable work
environment, how to stimulate transformative learning in organizations, how to reduce the gap between DEI
declarations and actions in the context of DEI practices in different countries, and how to localize DEI policies
according to cultural values. Research should involve diverse stakeholder groups and be conducted in different
cultural contexts.

Reference List

Aggarwal, R., & Wu, Y. 2021. Cross-cultural competence development for business students. Journal of Teaching in International Business,
322, 103-108. https://doi.org/10.1080/08975930.2021.1987021

Beavers, D. 2018. Diversity, Equity, and Inclusion Framework. The Greenlining Institute.

BBC News 2011. The Beatles banned segregated audiences, contract shows, https://www.bbc.com/news/entertainment-arts-14963752

Campbell, K., & Helleloid, D. 2023. Ann Hopkins and PwC: Critically analyzing culture, leadership, policies, and reporting for diversity and
inclusion. Issues in Accounting Education, 381, 185-199. https://doi.org/10.2308/ISSUES-2021-115

Country comparison tool. n.d.. https://www.hofstede-insights.com/country-comparison-tool

Culture Amp 2023. DEI in the Workplace: The State of Workplace Diversity, Equity, and Inclusion in the

Czapinski, J. 2008. Kapital ludzki i kapitat spoteczny a dobrobyt materialny. Polski paradoks. Journal of Public Governance, 42, 5-28.
https://publicgovernance.pl/index.php/zpub/article/view/91

Dachner, A. M., Ellingson, J. E., Noe, R. A., & Saxton, B. M. 2021. The future of employee development. Human Resource Management
Review, 312, 100732. https://doi.org/10.1016/j.hrmr.2019.100732

Drucker P. 2007. Management Challenges for the 21st Century. Routledge.
Dumenil L. 2012. The Oxford Encyclopedia of American Social History: Men's-YMCA Vol. 2. Oxford University Press.

Ely, R. J., & Thomas, D. A. 2020. Getting serious about diversity: Enough already with the business case, Harvard Business Review,
November-December, https://hbr.org/2020/11/getting-serious-about-diversity-enough-already-with-the-business-case

Espinoza, E., & Horne, Ch. 2022. Diversity, Equity and Inclusion: Key Action Areas for Investors. Principles for Responsible Investment,
https://www.unpri.org/download?ac=15712

Feitosa, J., Hagenbuch, S., Patel, B., & Davis, A. 2022. Performing in diverse settings: A diversity, equity, and inclusion approach to culture.
International Journal of Cross-Cultural Management, 223, 433-457. https://doi.org/10.1177/14705958221136707

Ficht, L. S., & Levashina, J. 2023. Should DEI statements be included in faculty selection? Exploring legal, diversity, and validity issues.
International Journal of Selection and Assessment, 312, 212-224. https://doi.org/https://doi.org/10.1111/ijsa.12421

Gruszewska, E. 2012. Transformacja instytucji nieformalnych w Polsce. Gospodarka Narodowa, 61-83. https://doi.org/10.33119/GN/101017

Gruszewska, E. 2017. Instytucje formalne i nieformalne. Skutki antynomii. Prace naukowe Uniwersytetu Ekonomicznego we Wroctawiu, 493,
36-50. http://dx.doi.org/10.15611/pn.2017.493.03

Hofstede, G., Hofstede, G. J. & Minkov, M. 2010. Cultures and Organizations: Software of the Mind — Intercultural Cooperation and Its
Importance for Survival. McGraw-Hill.

Jackson, T. F. 2007. From Civil Rights to Human Rights: Martin Luther King, Jr., and the Struggle for Economic Justice. University of
Pennsylvania Press.

Javidan, M., & House, R. J. 2002. Leadership and cultures around the world: findings from GLOBE: An introduction to the special issue.
Journal of World Business, 371, 1-2. https://doi.org/10.1016/S1090-95160100068-2

Johnson, K.M.S. 2019. Implementing inclusive practices in an active learning STEM classroom. Advances in Physiology Education 43, 207—
210, doi:10.1152/advan.00045.2019.

Killpack TL, Melon LC 2016. Toward inclusive STEM classrooms: what personal role do faculty play? CBE Life Sciences Education 153.
https://doi:10.1187/cbe.16-01-0020.

Kothari, T., Elo, M., & Wiese, N. 2022. Born as a citizen and reborn as an alien: migrant superdiversity in global business. AIB Insights.
https://doi.org/10.46697/001¢.35243

Loon, K. 2023. The Conflict between Organizational Goals and Local Initiatives, Individualism, and Collectivism: Examples of DEI Initiatives
and Implementation in the Accounting Profession in the Asia Pacific. W: B. Srinidhi red., Why Diversity, Equity, and Inclusion Matter, 139—
162. World Scientific. https://doi.org/doi:10.1142/9789811278419 0007

181 WSB Journal of Business and Finance, Vol.59, No.1


https://doi.org/10.1080/08975930.2021.1987021
https://www.bbc.com/news/entertainment-arts-14963752
https://doi.org/10.2308/ISSUES-2021-115
https://doi.org/10.1016/j.hrmr.2019.100732
https://hbr.org/2020/11/getting-serious-about-diversity-enough-already-with-the-business-case
https://www.unpri.org/download?ac=15712
https://doi.org/10.1177/14705958221136707
https://doi.org/https:/doi.org/10.1111/ijsa.12421
http://creativecommons.org/licenses/bync-nd/3.0/
https://doi.org/10.1016/S1090-9516(01)00068-2
https://doi:10.1187/cbe.16-01-0020
https://doi.org/10.46697/001c.35243
https://doi.org/doi:10.1142/9789811278419_0007

Malgorzata Rozkwitalska-Welenc, Gabriela Misiura, Bozena Dancewicz, Marcin Panek

Majcherek, J. A. 2023. Binarny i spektralny model tozsamosci. Przeglad Socjologii Jakosciowe;j, luty, 6-21. https://doi.org/10.18778/1733-
8069.19.1.01

Mawhinney, L., Drame, E. R., Bowe, A. G., Duval-Diop, D., Kares, F. R., & Santos, P. 2023. Responding to the times: Adapting an evaluation
study during a dual pandemic. Evaluation and Program Planning, 97, 102213.
https://doi.org/https://doi.org/10.1016/j.evalprogplan.2022.102213

Meng, A., Clausen, T., & Borg, V. 2018. The association between team-level social capital and individual-level work engagement: Differences
between subtypes of social capital and the impact of intra-team agreement. Scandinavian Journal of Psychology, 592, 198-205.
https://doi.org/10.1111/sjop.12435

Meyer E. 2014. The Culture Map: Breaking Through the Invisible Boundaries of Global Business. PublicAffairs.

Minassian, M. A. 2023. A Phenomenological Study on Lived Experience with Equity, Diversity, and Inclusion of Multinational Enterprise
Employees Residing in the Homogenous Republic of Armenia. Drexel University.

Misiura, G. & Rozkwitalska, M. 2017. Efekt kraju pochodzenia w ocenie kompetencji migrantow, w: S. Przytuta, Migracje migdzynarodowe
i ekspatriacja, 135-147. Difin

Morfaki, C., & Morfaki, A. 2022. Managing workforce diversity and inclusion: A critical review and future directions. International Journal
of Organizational Leadership, 114, 426—443. https://doi.org/10.33844/ij01.2022.60343

Morse, D. R. 2021. The changing multicultural marketing landscape. Journal of Cultural Marketing Strategy, 61, 39-44.
https://www.scopus.com/inward/record.uri?eid=2-s2.0-85129434389ipartnerID=40imd5=f1d7ceb4d2db175856¢53618c117d2a0

Myers, V. 2015, 10 grudnia. Diversity is Being Invited to the Party: Inclusion is Being Asked to Dance. AppNexus' inaugural Women's
Leadership Forum. YouTube, https:/www.youtube.com/watch?v=9gS2VPUkB3M

Newburry, W., Raskovi¢, M. Matt, Colakoglu, S. S., Gonzalez-Perez, M. A., & Minbaeva, D. 2022. Diversity, Equity and Inclusion in
International Business: Dimensions and Challenges. AIB Insights, 223. https://doi.org/10.46697/001¢.36582.

Nguyen, L. A., Evan, R., Chaudhuri, S., Hagen, M., & Williams, D. 2023. Inclusion in the workplace: an integrative literature review. European
Journal of Training and Development. https://doi.org/10.1108/EJTD-10-2022-0104

Nivet MA., 2015. A diversity 3.0 update: are we moving the needle enough? Academic Medicine 90, 1591-1593.
doi:10.1097/ACM.0000000000000950.

Przybyta, H. 2006. John Rawls i kategoria sprawiedliwo$ci. Akademia Ekonomiczna w Katowicach.

Przytuta, S. & Krysinska-Kosciafiska, K. 2017. Bariery w zarzadzaniu rdznorodnoscia kulturowa - wymiar indywidualny, grupowy i
organizacyjny. Zarzadzanie Zasobami Ludzkimi, 3-4, 105-124.

Rosiak-Zigba, E. 2020. O etnocentryzmie i dialogu migdzykulturowym. W: R. J. Sidorek, Tozsamo$¢ wobec rdéznorodnosci. Szkice z teorii
polityki. 133-156. Oficyna Wydawnicza Szkoty Glownej Handlowej w Warszawie.

Rozkwitalska, M. red. 2012. Intercultural management issues. Difin.
Rozkwitalska, M., Sutkowski, L., & Magala, S. eds.. 2017. Intercultural Interactions in the Multicultural Workplace. Springer.
Sandua, D. 2023. The Evolution of Feminism and the Struggle for Gender Equality. Kindle Direct Publishing.

Smith, K. T., & De Leon, J. A. 2023. The relationship between women and racial minority employees/managers and financial performance.
Gender in Management: An International Journal, 388, 981-996. https://doi.org/10.1108/GM-09-2022-0297

Stahl, G. K., & Maznevski, M. L. 2021. Unraveling the effects of cultural diversity in teams: A retrospective of research on multicultural work
groups and an agenda for future research. Journal of International Business Studies, 521, 4-22. https://doi.org/10.1057/541267-020-00389-9

Stahl, G. K., Mékel4, K., Zander, L., & Maznevski, M. L. 2010. A look at the bright side of multicultural team diversity. Scandinavian Journal
of Management, 264, 439—447. https://doi.org/10.1016/j.scaman.2010.09.009

Stahl, G. K., Maznevski, M. L., Voigt, A., & Jonsen, K. 2010. Unraveling the effects of cultural diversity in teams: A meta-analysis of research
on multicultural work groups. Journal of International Business Studies, 414, 690—709. https://doi.org/10.1057/jibs.2009.85

Staples, D. S., & Zhao, L. 2006. The effects of cultural diversity in virtual teams versus face-to-face teams. Group Decision and Negotiation,
154, 389-406. https://doi.org/10.1007/s10726-006-9042-x

Sutkowski, L. & Ignatowski, G. red. 2017. Komunikacja i zarzadzanie migdzykulturowe. Wspolczesne wyzwania prawno-organizacyjne. Difin.
Tormos-Aponte, F., 2017. Mobilizing Difference: The Power of Inclusion in Transnational Social Movements. Uniwersytet Purdue.

Tsui, J., & Zhou, G. S. 2023. National Culture and Diversity, Equity, and Inclusion. In Why Diversity, Equity, and Inclusion Matter. World
Scientific. 117-137. https://doi.org/doi:10.1142/9789811278419_0006

United States and Canada. The Report. Culture Amp Pty Ltd Platform, https://www.cultureamp.com/resources/reports/state-of-workplace-
diversity-equity-and-inclusion-united-states-and-canada-2023

Williams-Sanchez, V. L. 2023. Culture training for strategic marketing: Case study of a Juneteenth block party. Journal of Cultural Marketing
Strategy, 72, 187-195. https://www.scopus.com/inward/record.uri?eid=2-s2.0-
85167349283 ipartnerID=40imd5=d35¢73be0da0e46a52fb80ae2b79a5f7

Yadav, S., & Lenka, U. 2020. Diversity management: a systematic review. Equality, Diversity and Inclusion, 398, 901-929.
https://doi.org/10.1108/EDI-07-2019-0197

182 WSB Journal of Business and Finance, Vol.59, No.1


https://doi.org/https:/doi.org/10.1016/j.evalprogplan.2022.102213
https://www.scopus.com/inward/record.uri?eid=2-s2.0-85129434389ipartnerID=40imd5=f1d7ceb4d2db175856c53618c117d2a0
https://www.youtube.com/watch?v=9gS2VPUkB3M
https://doi.org/10.46697/001c.36582
https://doi.org/10.1057/s41267-020-00389-
https://doi.org/10.1016/j.scaman.2010.09.009
https://doi.org/10.1057/jibs.2009.85
https://doi.org/10.1007/s10726-006-9042-x
https://doi.org/doi:10.1142/9789811278419_0006
https://www.cultureamp.com/resources/reports/state-of-workplace-diversity-equity-and-inclusion-united-states-and-canada-2023
https://www.cultureamp.com/resources/reports/state-of-workplace-diversity-equity-and-inclusion-united-states-and-canada-2023
https://www.scopus.com/inward/record.uri?eid=2-s2.0-85167349283ipartnerID=40imd5=d35c73be0da0e46a52fb80ae2b79a5f7
https://www.scopus.com/inward/record.uri?eid=2-s2.0-85167349283ipartnerID=40imd5=d35c73be0da0e46a52fb80ae2b79a5f7
https://doi.org/10.1108/EDI-07-2019-0197

