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Exclusion is considered to be one of the most critical problems faced by today’s heterogeneous, global workforce, highlighting the need to turn our attention towards ways in which
workplace inclusion can be created. The objective of this research was twofold. Firstly, it examined levels of authenticity and belongingness in the workplace across various demographic identity
groups. Secondly, the study set out to determine if diversity climate and psychological safety would predict levels of inclusion. Multivariate and regression analysis was employed to test the
hypotheses with the data (n=221) collected from an online survey. Findings showed significant differences according to disability status among professionals in relation to feelings of inclusion.
Psychological safety and diversity climate were found to influence inclusion.

ABSTRACT

METHODS

(1) Examine differences in levels of inclusion within various 
demographic identity groups

* Disability includes neurological, physical & psychological 
conditions
Ø Test: multivariate analysis of variance
(2) Explore levels of inclusion with psychological safety, 
diversity climate and demographics as predictors
Ø Test: Multiple linear regression 

• Data was derived from a sample of professionals
(n=221) who completed an online survey

• Recruited via social media (LinkedIn and Facebook)

RESULTS

Measures
Table 1: Demographic characteristics 

• Age
• Gender
• Sexual Orientation
• Race

• Nationality and country of 
residence

• Religion
• Disability *
• Language

• Cross-sectional quantitative approach by means of a
survey

• Questionnaires:
- Individual Authenticity Measure at Work (van den Bosch

& Taris, 2014a) : 12 items, recorded on a 7-point Likert
scale (1= does not describe me, 7= describes me well)

- Psychological sense of organizational membership
(Cockshaw & Sochet, 2010): 18 items, recorded on a 5-
point Likert scale (1= not at all true, 5= completely true)

Levels of inclusion

- Diversity Perception Scale (Mor Barak et al., 1998): 15 items, 
recorded on a 5-point Likert scale (1= strongly disagree, 5= 
strongly agree)

- Psychological Safety Scale (Edmondson, 1999): 7 items, recorded 
on a 7-point Likert scale (1= very inaccurate, 7= very accurate)

- Demographic questions 

A MANOVA and a series of one-way ANOVA’s as follow-up tests showed
that disability was the only variable influencing both authenticity (F
(1,219) = 44.029, p < .025, partial η2 = .167) and belongingness (F (1,219)
= 36.863, p < .025, partial η2 = .144).

Authenticity

Our model explained 52.1% of
the variance and that it was a
significant predictor of
authenticity levels, F(10,200) =
21.752 p < 0.05, with disability,
psychological safety and
diversity climate as the best
predictors.

Belongingness
Our model explained 80.2% of the variance and that it
was a significant predictor of authenticity levels,
F(10,200) = 81.086, p < 0.05, with local staff/expatriate,
disability, psychological safety and diversity climate as
the best predictors.

Table 2: Multiple regression results

Table 3: Multiple regression results

CONCLUSION
• These findings illustrate that disabled professionals

have lower levels of inclusion compared to their
abled counterparts, potentially caused by:

oMisalignment between what they would
aspire to do and the type of jobs they perform
(usually low-level and unskilled)
oAssimilation as out-group members as they
try to hide their disability
oDisclosure of their disability
o Structural and cultural barriers

• Results also suggests that diversity climate and
psychological safety positively influence both
authenticity and belongingness levels.

• Organisations could benefit from actively working
towards integrating disabled people in the
workplace, creating an environment where
workplace practices embrace diversity and where
employees feel safe to candidly speak up

Figure 1: Authenticity levels by identity group Figure 2: Belongingness levels by identity group
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