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DID THE ARMY HAVE A DIVERSITY PROBLEM?
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DOES NUMERICAL DIVERSITY REQUIRE AUTHENTICITY IN 

ORDER TO PREVENT PERCEIVED DISCRIMINATION?

• Authenticity is defined as “the degree to which individuals connect 

with and enact their true selves in various situations” (Deci & Ryan, 1985; 

Rogers, 1961).

• Authenticity positively related to well-being in the workplace (Menard 

and Brunet, 2011) and may be a precursor to promotion (Phillips, Dumas, & 

Rothbard, 2018)

• Nonetheless, underrepresented minorities are less likely to act 

authentically in organizational environments (Phillips, Dumas, & Rothbard, 2018)



AUTHENTICITY AS A CATALYST FOR NUMERICAL 

DIVERSITY (STUDIES)

 Study 1  - Minority Business Owners (Survey)

 Study 2  - Minority MBA Alumni (Qualitative)

 Study 3  - Black Employees (Experimental)

 Study 4  - White Employees (Survey)



STUDY 1- DISENTANGLING THE EFFECTS OF 

NUMERICAL DIVERSITY VS. AUTHENTICITY

• Surveyed 486 minority business owners 
(71.4% male; 48.2% Black, 23.3% Latino, 17.9% Asian, 4.3% Native 

American, 1.6% Pacific Islander, and 3.1% Other)

• Measures (DVs)

• Discrimination

• Focal Measures 

• Authenticity

• 11-item Authenticity Scale (e.g. “When I am working, I feel out of touch with the real me; Wood, Linley, 

Maltby, & Baliousis, 2008; α = .81)

• Racial Diversity
• Sliding Bar indicating the % of people that are minorities; Subjective Assessment (e.g. “My 

industry is very racially/ethnically diverse,” 1= strongly disagree to 7 = strongly agree)

• Discrimination
• Major Experiences of Discrimination Scale (Williams et al., 2008; e.g. “I have been unfairly denied 

opportunities within my industry as an entrepreneur” α = .92)

• Chronic Work place Discrimination Scale (McNeilly et al., 1996; Bobo, 2000; e.g. “How often are you 

watched more closely than other entrepreneurs?”, α = .86)



STUDY 1- RESULTS  
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STUDY 2- HOW DO MINORITIES DEFINE 

AUTHENTICITY IN THE WORKPLACE?

• Sample:  65 Black and Latinx female and male alumni of a Top-20 Southeastern MBA program

• Employed 4 current MBAs to conduct 30 – 45 minute semi-structured interviews

• Research Assistants were matched on race and gender to their interviewee

• Asked questions regarding interviewee’s:

• ability to be authentic in workplace, 

• the degree to which authenticity is embraced in their environment

• discrimination they’ve faced.

Frequency Entry Mid-Level Senior-Level Executive

Black women 15 1 3 10 1

Black men 23 5 9 3 2

Latinas 16 4 9 3 0

Latinos 11 2 2 5 2



STUDY 2 - HOW DO MINORITIES DEFINE 

AUTHENTICITY IN THE WORKPLACE?

Codes Definition

Behavior/Trait (n =21) ….being genuine, trustworthy, and honest

Cultural (n=15) ….expressing their cultural norms, practices, and 

customs (e.g. speaking one’s native language, 

speaking with an accent, and wearing one’s hair in 

a natural state (e.g., dreadlocks, afros) 

Integration of selves (n=14) …integrating their personal and professional 

selves across contexts

Disclosure (n=8) ….disclosing personal information

Morality (n=7) …. Existentialism, morality and ethics

Behavior/Trait Cultural Integration of selves Disclosure Morality

Black women 3 2 8 4 1

Black men 9 3 2 2 4

Latinas 6 5 2 1 2

Latinos 3 5 2 1 0



STUDY 2- DO MINORITIES THINK THEIR 

AUTHENTIC SELF WILL BE SUCCESSFUL AT WORK?
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STUDY 2 - DO MINORITIES THINK THEIR 

AUTHENTIC SELF WILL BE SUCCESSFUL AT WORK?

“You wear a suit, you'll have straight hair.... All those things being authentic—and hair, like I 

said hair, that's a big deal. My first job as a twenty-something year old, I had damage to my 

hair, and I went in braids rather than cutting it all off and after—I think it was two years 

of wearing braids, I came into work with my hair pressed, or relaxed, and the 

comments I received from several people were "Wow, you look so professional 

now."

“A friend was asking me yesterday if I felt like I could wear a different hairstyle. I said, "I don't 

know." I said, "We have a woman who had blue hair, but I haven't seen too many 

textured hair styles in terms of African American women."

“Whether I'm listening to a gospel station or whether I'm listening to hip hop music, 

I've never felt like I could be the one to put that out there. I'm always pleasantly surprised 

when I get into a dialogue with a co-worker and I realize that they know, maybe, more than I 

do about—especially like hip hop music, but I never feel like I can put it out there, that 

"Oh, yeah, I went to this concert," or "My record collection, or music collection, 

consists of this, that, and the other." I don't feel like I can put that out there. I 

don't feel like that is acceptable.”



STUDY 3- NUMERICAL DIVERSITY VS. 

AUTHENTICITY (CONTROLLED TEST)

• Sample: 230 Black participants from Amazon Mechanical Turk

• Procedure: Participants were tasked with reading quotes from current minority employees 

of an organization regarding their D&I climate.

• Manipulation: 2(Numerical Diversity: High vs. Low) x 2(Cultural Authenticity: High vs. Low)

• Dependent Variables: Expected Discrimination, Major Experiences of Discrimination, 

• Chronic Workplace Discrimination

Numerical Diversity Example (High) Authenticity Example (High)

“…They want to represent the U.S. inside the 

firm. If we have 25 percent Latinos in the U.S., 

they want to have at least 25 percent Latinos at 

HKM..”

“At HKM – I just feel like I can be authentic—

and hair, like I said hair, that's a big deal... A friend 

was asking me yesterday if I felt like I could wear 

a different hairstyle. I said, "Of course." I said, 

"We even have a woman who has blue hair, so I 

know a natural hair style on a Black woman 

would be acceptable."



STUDY 3 - NUMERICAL DIVERSITY VS. 

CULTURAL AUTHENTICITY (CONTROLLED TEST)
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STUDY 3 - NUMERICAL DIVERSITY VS. 

CULTURAL AUTHENTICITY (CONTROLLED TEST)
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STUDY 4 – DO NON-MINORITIES PRIORITIZE 

NUMERICAL DIVERSITY OVER AUTHENTICITY?

• Sample:   87 White Americans on Amazon Mechanical Turk 

• Procedure: 

• Participants instructed to imagine they were a CEO and prioritize 10 

initiatives based on whether they were “pertinent – do immediately” or “non-

essential – do in the future (if at all).

• Participants then rank ordered the initiatives within each grouping by 

importance.



STUDY 4 – DO NON-MINORITIES PRIORITIZE 

NUMERICAL DIVERSITY OVER AUTHENTICITY?
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STUDY 4 – DO NON-MINORITIES PRIORITIZE 

NUMERICAL DIVERSITY OVER AUTHENTICITY?
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FORTUNE 500 DIVERSITY STATEMENTS
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SUMMARY

 Authenticity acted as a enabler for numerical diversity to have it’s 

intended effect on workplace discrimination.

 Without authenticity, an increase in numerical diversity had no effect on 

decreasing discrimination.

 Nonetheless, authenticity was still considered a non-essential element 

within the workplace.



ADDITIONAL DATA (STUDY 1)
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Authenticity -.34 ** -.36** -.08 -.18** -.20*** -.18+

(.12) (.12) (.23) (.06) (.06) (.11)

Same gender -.01* .01 -.01+ -.02

Colleagues (.01) (.04) (.01) (.02)

Racial Diversity -.01 .01 -.01 .01

(.01) (.05) (.01) (.02)

Same Race -.01 .01 -.01 .01

Colleagues (.01) (06) (.01) (.02)
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