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ABSTRACT

CREATING AND VALIDATING A NEW SURVEY INSTRUMENT TO
UNDERSTAND THE EFFECT OF
POSITIVE DEVIANCE ON MINORITY LEADERSHIP
IN HEALTHCARE ORGANIZATIONS
Jorge C. Hechavarria
Seton Hall University, 2017

Dissertation Chair: Dr. Deborah DeLuca, M.S., J.D

Background and Purpose of the Study: Over the last few decades, the United
States has experienced an overwhelming amount of change in the diversity of its
populations (Kilian, Hukai, & McCarty, 2005). Although it was expected that this
diversity would also become evident in senior leadership positions across organizations,
this has not yet happened (Kilian et al., 2005). “For years men have dominated
Corporate America as women have traditionally chosen to become stay at home mothers’
and ‘housewives. In an effort to rise to the level of their male counterparts, many
women have been moving out of the home and into the boardrooms, through educating
themselves” (Dean, Mills-Strachan, Roberts, Carraher, & Cash, 2009, p. 2 ). This
statement begins to lay the groundwork needed to address the issues found by Kilian et
al.

Methods: This study utilized a non-experimental quantitative methodology with a
survey driven, exploratory, descriptive, correlative and cross-sectional research design to

understand the effect of positive deviance on minority leadership in healthcare
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organizations under the framework of positive deviance implementing two sub-constructs
of managing diversity and cultural competence.

Results: Reliability on the PoDeMLA with both independent variables of
Managing Diversity and Cultural Competence was very good (Cronbach’s alpha o = .83).
Individually, for each construct of the PoDeMLA, the reliability ranged from acceptable
to good: Managing Diversity (o = .80), Cultural Competence (o = .74).

Similarities noted for senior leaders and middle managers were found in the
family influence and advancements sub-constructs of managing diversity. Similarities
noted for senior leaders and middle managers were found in the acculturation and cultural
sensitivity sub-constructs of cultural competence. Differences noted between senior
leaders and middle managers were noted in the socioeconomics, educational
considerations and mentor relationships sub-constructs of managing diversity.
Differences noted between senior leaders and middle managers were noted in the cultural
imposition, discrimination and stereotyping sub-constructs of cultural competence.
Results of the Multivariate Analysis of Variance (MANOVA) across both constructs
resulted in cultural competence demonstrating significance (p=.032) and managing
diversity demonstrating non-significance (p=.543) both at an alpha level of .05.

Conclusion: Implementation of Bandura’s social cognitive theory across the
managing diversity construct of positive deviance could re-balance the non-significance
of the construct on it’s own. Cultural competence demonstrated significance across both

leadership types and continuation of study should be considered.
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Keywords: Positive Deviance, cultural competence, managing diversity,
PoDeMLA, family influence, socioeconomic, educational considerations, mentor
relationships, advancement, acculturation, cultural imposition, cultural sensitivity,

discrimination, stereotyping, diversity.



Chapter I

INTRODUCTION

Background of the problem
Kilian et al. (2005) argue that interventions are key if we are to address the

disenfranchisement that some individuals have experienced in the workplace.
“Organizations that are recognized for successful diversity efforts (listed in Fortune’s 50
Best Companies for Minorities) exhibit strikingly similar tactics and goals” (p. 158). The
researchers also suggest that successful interventions fall into two separate categorical
programs; they either change organizational culture to support cultural differences, or
they integrate a system that focuses on supporting individuals at all levels.

In 2008, Nealy, Pluviose, and Roach published an article highlighting ten
champion organizations that displayed continued efforts to bring about a more diverse
workplace. The authors mentioned how one of these organizations, the American Indian
Science and Engineering Society (AISES), has been working diligently to bring forth
excellence in the American Indian and Alaskan community members by providing
cultural and financial support. They have diversified into over 160 national chapters
where they feel they can reach their prospective targets most effectively.

A second organization mentioned by Nealy et al., the CUNY Black Male
Initiative, began in an effort to support the graduation of black male students. This effort
has mainly focused on academic performance projects in grades from kindergarten
through and including the twelfth grade. It was believed that this focus would have the

greatest impact on college enrollment and issues such as decreasing incarceration. The



Gates Millennium Scholars Program is another organization noted by Nealy et al. 2008
that was conceived to reach potential scholars with the aim of giving high-achieving
minority students a vehicle to attend college where they otherwise might not have had the
opportunity. Initially funded by a one billion dollar grant from Microsoft founder Bill
Gates and his wife in 1999, it offers to assist less fortunate groups over a 20 year span.
The purpose of this organization is to increase diversity representation in the areas of
engineering, math and sciences as well as other specialties. The Civil Rights Project, a
research think tank specializing in areas of diversity and desegregation continues its
inquiries in this field (and as a result has produced over 400 studies). One such study
dating from 2003 posited that affirmative action should be sustained in the college
admissions process.

Nealy et al. also pointed out the presence of global efforts in these diversity
initiatives. The Latin American School of Medical Sciences made it possible for eight
American minorities to graduate medical school in Cuba. These students represented
eight out of over two thousand students that the Latin American School of Medical
Sciences enrolls from all over the world. On a federal agency level, NASA has
implemented programs to serve student populations representative of primarily
minorities. Via an arrangement with several schools and organizations, they have
provided a means of promoting areas of study such as math and engineering, in order to
focus students on the importance of these areas.

Finally, Neal et al. (2008) mentioned The Thomas Rivera Policy Institute which
provides research for issues impacting Hispanic communities such as political impetus,

education, access to information technology and health care access. As recently as 2003,



the Institute was able to provide research results to policy makers in an effort to close
gaps in college education for the Hispanic student and their families.

In summary, the issue of population disparities has been recognized as a growing
concern in the United States and with predictions of increasing minority populations’
growth, such as the Latino community, there have been increasing attempts to intervene
and address these concerns. This paper will explore this topic with specific focus on
disparities related to minorities in senior leadership roles in organizations. It begins by
considering the general topic of diversity in organizations.

Statement of the problem

There is an observed disparity in minority employment at leadership levels in
healthcare organizations in general. The projected numbers of minority employees,
which are eligible to enter the executive ranks, are projected to triple by the year 2050.
There is then, an imperative need for healthcare organization senior management to
recognize, develop and implement processes and procedures that embrace the elements
and approaches defined by positive deviance.

Purpose of the Study

The purpose of this application is twofold. First, the purpose is to determine the
reliability and the newly created survey tool that was validated using a Delphi panel of
experts entitled “Positive Deviance Management Leadership Assessment” (PoDeMLA).
Secondly, this validated and reliable survey tool addresses five (5) sub-constructs in two
different theoretical frameworks. The first is Managing Diversity which has (family
influence, socioeconomic, educational considerations, mentor relationships and

advancement). The second is Cultural Competence which has (acculturation, cultural



imposition, cultural sensitivity, discrimination, stereotyping). The PI has identified these
two sets of sub-constructs as common variables during the review of the literature that
surround the practice of diversity and inclusion management in the healthcare sector.
Variables

The first independent variable Managing Diversity has five dependent variables;
family influence, socioeconomic, educational considerations, mentor relationships and
advancement. The second independent variable Cultural Competence also has five
dependent variables; acculturation, cultural imposition, cultural sensitivity,
discrimination, stereotyping.
Research Questions

There are four overarching research questions. The questions were constructed
this way in order to landscape each construct on its own. The Positive Deviance
framework is composed of two lenses (DeLuca/Hechavarria): a) MANAGING

DIVERSITY (MD) which is comprised of five sub-constructs for analysis: family

influence, socioeconomic, educational considerations, mentor relationships and

advancement and b) CULTURAL COMPETENCE (CC), which is process driven

around culture and recognizes the needs of members while incorporating procedures and
processes. The CC sub-constructs being analyzed are: acculturation, cultural

imposition, cultural sensitivity, discrimination, stereotyping.



From the MANAGING DIVERSITY LENS of PD:

Overarching Research Question 1 (ORQ1): Considering the positive deviance

framework as viewed from the perspective of Managing Diversity, what are the

perspectives of senior leaders (EC+1) and mid-level managers (Directors up to but not

including EC+1) about the disparity in employment of minorities eligible for senior
management and leadership positions in healthcare organizations, particularly affecting

Hispanics, as measured by the five sub-constructs of MD (family influence,

socioeconomic, educational considerations, mentor relationships and advancement)
through the managing diversity lens?
From the senior managers’ and mid-level managers’ perspective (MD lens) comes
RQ1-1 to RQ1-10 (understanding that all constructs are worded into their own question.
The first five (5) questions examine the issue from the perspective of the senior
manager as follows:
ORQ1-1: Considering the managing diversity construct, what is the perspective
of the senior leaders(EC+1) about the disparity in employment of minorities
eligible for senior management and leadership positions in healthcare
organizations, particularly affecting Hispanics, as measured by the managing

diversity sub-construct of family influence within MD.

ORQ1-2: Considering the managing diversity construct, what is the perspective
of the senior leaders(EC+1) about the disparity in employment of minorities

eligible for senior management and leadership positions in healthcare



organizations, particularly affecting Hispanics, as measured by the managing

diversity sub-construct of socioeconomic within PD?

ORQ1-3: Considering the managing diversity construct, what is the perspective
of the senior leaders(EC+1) about the disparity in employment of minorities
eligible for senior management and leadership positions in healthcare
organizations, particularly affecting Hispanics, as measured by the managing

diversity sub-construct of educational considerations within PD?

ORQ1-4: Considering the managing diversity construct, what is the perspective
of the senior leaders(EC+1) about the disparity in employment of minorities
eligible for senior management and leadership positions in healthcare
organizations, particularly affecting Hispanics, as measured by the managing

diversity sub-construct of mentor relationships within PD?

ORQ1-5: Considering the managing diversity construct, what is the perspective
of the senior leaders(EC+1) about the disparity in employment of minorities
eligible for senior management and leadership positions in healthcare
organizations, particularly affecting Hispanics, as measured by the managing

diversity sub-construct of advancement within PD?

The second set of questions examined the same issue from the perspective of the mid-

level managers, as follows:




ORQ1-6: Considering the managing diversity construct, what is the perspective
of the mid-level managers about the disparity in employment of minorities
eligible for senior management and leadership positions in healthcare
organizations, particularly affecting Hispanics, as measured by the managing

diversity sub-construct of family influence within MD.

ORQ1-7: Considering the managing diversity construct, what is the perspective
of the mid-level managers about the disparity in employment of minorities
eligible for senior management and leadership positions in healthcare
organizations, particularly affecting Hispanics, as measured by the managing

diversity sub-construct of socioeconomic within PD?

ORQ1-8: Considering the managing diversity construct, what is the perspective
of the mid-level managers about the disparity in employment of minorities
eligible for senior management and leadership positions in healthcare
organizations, particularly affecting Hispanics, as measured by the managing

diversity sub-construct of educational considerations within PD?

ORQ1-9: Considering the managing diversity construct, what is the perspective
of the mid-level managers about the disparity in employment of minorities
eligible for senior management and leadership positions in healthcare
organizations, particularly affecting Hispanics, as measured by the managing

diversity sub-construct of mentor relationships within PD?



ORQ1-10: Considering the managing diversity construct, what is the perspective
of the mid-level managers about the disparity in employment of minorities
eligible for senior management and leadership positions in healthcare
organizations, particularly affecting Hispanics, as measured by the managing

diversity sub-construct of advancement within PD?

There are no hypotheses for the first 10 questions because the questions are
descriptive in scope and are only about what each manager understands about each
of the domains identified.

The next set of questions look at the Differences between the levels of understanding
each manager type has about each of the identified domains to better understand
the disparity in employment of minorities in HC organizations. These hypotheses
confirm the understanding in the literature (Kilian, Hukai, McCarty, 2005) that if
disparities are understood and addressed among domains identified as unique to the
minority experience in corporate America, it is likely that the “playing field” for
advancement will become more level and equitable as compared to the majority
stakeholders in the higher organizational positions currently.

Overarching Research Question 2 (ORQ2): Considering the positive deviance

framework as viewed from the perspective of Managing Diversity,, what is the

difference between the senior leaders’ understanding and the mid-level manager’s
understanding of disparity in employment of minorities eligible for senior management

and leadership positions in healthcare organizations, particularly affecting Hispanics, as



measured by the five factors of MD (family influence, socioeconomics, educational

considerations, mentor relationships and advancement) through the managing

diversity lens?

ORQ2-1. Considering the managing diversity construct, what is the difference between
the senior leaders’ understanding and the mid-level manager’s understanding of
disparity in employment of minorities eligible for senior management and leadership
positions in healthcare organizations, particularly affecting Hispanics, as measured by the
family influence sub-construct of managing diversity?

H.2-1. There is a difference between the senior leaders’ understanding and the
mid-level manager’s understanding of disparity in employment of minorities eligible for
senior management and leadership positions in healthcare organizations, particularly
affecting Hispanics, as measured by the Family Influence sub-construct of Managing

Diversity.

ORQ2-2. Considering the managing diversity construct, what is the difference between
the senior leaders’ understanding and the mid-level manager’s understanding of
disparity in employment of minorities eligible for senior management and leadership
positions in healthcare organizations, particularly affecting Hispanics, as measured by the
socioeconomic construct of positive deviance?

H.2-2. There is a difference between the senior leaders’ understanding and the
mid-level manager’s understanding of disparity in employment of minorities eligible for

senior management and leadership positions in healthcare organizations, particularly
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affecting Hispanics, as measured by the Socioeconomic sub-construct of Managing

Diversity.

ORQ2-3. Considering the managing diversity construct, what is the difference between
the senior leaders’ understanding and the mid-level manager’s understanding of
disparity in employment of minorities eligible for senior management and leadership
positions in healthcare organizations, particularly affecting Hispanics, as measured by the
educational considerations construct of positive deviance?

H.2-3. There is a difference between the senior leaders’ understanding and the
mid-level manager’s understanding of disparity in employment of minorities eligible for
senior management and leadership positions in healthcare organizations, particularly
affecting Hispanics, as measured by the Educational Considerations sub-construct of

Managing Diversity.

ORQ2-4. Considering the managing diversity construct, what is the difference between
the senior leaders’ understanding and the mid-level manager’s understanding of
disparity in employment of minorities eligible for senior management and leadership
positions in healthcare organizations, particularly affecting Hispanics, as measured by the
mentor relationships construct of positive deviance?

H.2-4. There is a difference between the senior leaders’ understanding and the
mid-level manager’s understanding of disparity in employment of minorities eligible for

senior management and leadership positions in healthcare organizations, particularly
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affecting Hispanics, as measured by the Mentor Relationships sub-construct of

Managing Diversity.

ORQ2-5. Considering the managing diversity construct, what is the difference between
the senior leaders’ understanding and the mid-level manager’s understanding of
disparity in employment of minorities eligible for senior management and leadership
positions in healthcare organizations, particularly affecting Hispanics, as measured by the
advancement construct of positive deviance?

H.2-5. There is a difference between the senior leaders’ understanding and the
mid-level manager’s understanding of disparity in employment of minorities eligible for
senior management and leadership positions in healthcare organizations, particularly
affecting Hispanics, as measured by the Advancement sub-construct of Managing

Diversity.

Overarching Research Question 3 (ORQ3): Considering the Positive Deviance

Framework as viewed from the perspective of cultural competence, what are the

perspectives of senior leaders(EC+1) and mid-level managers (Directors up to but not
including EC+1) about the disparity in employment of minorities eligible for senior
management and leadership positions in healthcare organizations, particularly
affecting Hispanics, as measured by the five sub-constructs of CC(acculturation,
cultural imposition, cultural sensitivity, discrimination, stereotyping)?

Since CC is process focused these second 15 questions will be focusing

on the third construct from the managing diversity lens, where cultural competence
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in the healthcare organization from a process management perspective is most likely

to reside.

ORQ3-1: Considering the cultural competence framework, what is the perspective of the
senior leaders(EC+1) about the disparity in employment of minorities eligible for senior
management and leadership positions in healthcare organizations, particularly affecting

Hispanics, as measured by the Acculturation sub-construct of cultural competence?

ORQ3-2: Considering the cultural competence framework, what is the perspective of the
senior leaders(EC+1) about the disparity in employment of minorities eligible for senior
management and leadership positions in healthcare organizations, particularly affecting
Hispanics, as measured by the Cultural Imposition sub-construct of cultural
competence?

ORQ3-3: Considering the cultural competence framework, what is the perspective of the
senior leaders(EC+1) about the disparity in employment of minorities eligible for senior
management and leadership positions in healthcare organizations, particularly affecting
Hispanics, as measured by the Cultural Sensitivity sub-construct of cultural

competence?

ORQ3-4: Considering the cultural competence framework, what is the perspective of the
senior leaders(EC+1) about the disparity in employment of minorities eligible for senior
management and leadership positions in healthcare organizations, particularly affecting

Hispanics, as measured by the Discrimination sub-construct of cultural competence?
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ORQ3-5: Considering the cultural competence framework, what is the perspective of the
senior leaders(EC+1) about the disparity in employment of minorities eligible for senior
management and leadership positions in healthcare organizations, particularly affecting

Hispanics, as measured by the Stereotyping sub-construct of cultural competence?

The second set of questions examines the same issue from the perspective of the mid-

level managers, as follows:

ORQ3-6: Considering the cultural competence framework, what is the perspective of the
mid-level managers about the disparity in employment of minorities eligible for senior
management and leadership positions in healthcare organizations, particularly affecting

Hispanics, as measured by the Acculturation sub-construct of cultural competence?

ORQ3-7: Considering the cultural competence framework, what is the perspective of the
mid-level managers about the disparity in employment of minorities eligible for senior
management and leadership positions in healthcare organizations, particularly affecting
Hispanics, as measured by the Cultural Imposition sub-construct of cultural
competence?

ORQ3-8: Considering the cultural competence framework, what is the perspective of the
mid-level managers about the disparity in employment of minorities eligible for senior

management and leadership positions in healthcare organizations, particularly affecting
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Hispanics, as measured by the Cultural Sensitivity sub-construct of cultural

competence?

ORQ3-9: Considering the cultural competence framework, what is the perspective of the
mid-level managers about the disparity in employment of minorities eligible for senior
management and leadership positions in healthcare organizations, particularly affecting

Hispanics, as measured by the Discrimination sub-construct of cultural competence?

ORQ3-10: Considering the cultural competence framework, what is the perspective of
the mid-level managers about the disparity in employment of minorities eligible for
senior management and leadership positions in healthcare organizations, particularly
affecting Hispanics, as measured by the Stereotyping sub-construct of cultural

competence?

There are no hypotheses for these 10 questions because the questions are descriptive

in scope and are only about what each manager understands about each of the

domains identified.

Overarching Research Question 4 (ORQ4): Considering the positive deviance

framework as viewed from the perspective of cultural competence, what is the
difference between the senior leaders’ understanding and the mid-level manager’s
understanding of disparity in employment of minorities eligible for senior

management and leadership positions in healthcare organizations, particularly
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affecting Hispanics, as measured by the five sub-constructs of CC (acculturation,

cultural imposition, cultural sensitivity, discrimination, stereotyping)?

ORQ4-1. Considering the cultural competence construct, what is the difference between
the senior leaders’ understanding and the mid-level manager’s understanding of
disparity in employment of minorities eligible for senior management and leadership
positions in healthcare organizations, particularly affecting Hispanics, as measured by the
acculturation sub-construct of cultural competence?

H.4-1. There is a difference between the senior leaders’ understanding and the
mid-level manager’s understanding of disparity in employment of minorities eligible for
senior management and leadership positions in healthcare organizations, particularly
affecting Hispanics, as measured by the Acculturation sub-construct of cultural

competence.

ORQ4-2. Considering the cultural competence construct, what is the difference between
the senior leaders’ understanding and the mid-level manager’s understanding of
disparity in employment of minorities eligible for senior management and leadership
positions in healthcare organizations, particularly affecting Hispanics, as measured by the
Cultural Imposition sub-construct of cultural competence?

H.4-2. There is a difference between the senior leaders’ understanding and the
mid-level manager’s understanding of disparity in employment of minorities eligible for

senior management and leadership positions in healthcare organizations, particularly
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affecting Hispanics, as measured by the Cultural Imposition sub-construct of cultural

competence.

ORQ4-3. Considering the cultural competence construct, what is the difference between
the senior leaders’ understanding and the mid-level manager’s understanding of
disparity in employment of minorities eligible for senior management and leadership
positions in healthcare organizations, particularly affecting Hispanics, as measured by the
Cultural Sensitivity sub-construct of cultural competence?

H.4-3. There is a difference between the senior leaders’ understanding and the
mid-level manager’s understanding of disparity in employment of minorities eligible for
senior management and leadership positions in healthcare organizations, particularly
affecting Hispanics, as measured by the Cultural Sensitivity sub-construct of cultural

competence.

ORQ4-4. Considering the cultural competence construct, what is the difference between
the senior leaders’ understanding and the mid-level manager’s understanding of
disparity in employment of minorities eligible for senior management and leadership
positions in healthcare organizations, particularly affecting Hispanics, as measured by the
Discrimination sub-construct of cultural competence?

H.4-4. There is a difference between the senior leaders’ understanding and the
mid-level manager’s understanding of disparity in employment of minorities eligible for

senior management and leadership positions in healthcare organizations, particularly
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affecting Hispanics, as measured by the Discrimination sub-construct of cultural

competence.

ORQ4-5. Considering the cultural competence construct, what is the difference between
the senior leaders’ understanding and the mid-level manager’s understanding of
disparity in employment of minorities eligible for senior management and leadership
positions in healthcare organizations, particularly affecting Hispanics, as measured by the
Stereotyping sub-construct of cultural competence?

H.4-5. There is a difference between the senior leaders’ understanding and the
mid-level manager’s understanding of disparity in employment of minorities eligible for
senior management and leadership positions in healthcare organizations, particularly
affecting Hispanics, as measured by the Stereotyping sub-construct of cultural
competence.

Significance of the Study

Several theoretical frameworks and strategies have been identified in order to
better understand the needs of minority populations in the workplace. Some of these
include positive deviance, cultural competencies, as well as the task of managing
diversity in employee resource groups within an organization. Positive deviance is
defined as “intentional behaviors that significantly depart from the norms of a referent
group in honorable ways” (DeGroat, 2004, para. 3). Employee resource groups “are
used for diversity recruitment, retention, diversity in management, talent development,
and to reach customers and clients in the community, as well as supplier diversity”

(Casey, 2010).
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Marsh, Schroeder, Dearden, J. Sternin, and M. Sternin (2004) state that,
“Positive deviance is the observation that in most settings a few at risk individuals follow
uncommon, beneficial practices and consequently experience better outcomes than their
neighbors who share similar risks” (p. 3). Cultural competencies are defined by Jirwe,
Gerrish, Keeney, and Emami (2008) as “a set of congruent behaviors, knowledge,
attitudes, that come together among professionals that enables affective work in cross-
cultural situations” (p. 2). Culture can be defined as patterns of human behavior that
include elements such as language beliefs or religious groups (Jirwe et al., 2008).
“Competence implies having the capacity to function effectively as an individual within
the context of the cultural, beliefs, practices and needs presented by patients and their

communities.”(Jirwe et al., 2008, p. 2)

Operational Definitions
« EC+1 - Executive Committee and 1% level down reports

* CC/Cultural Competence: Describes how the use of cultural competence in health
care is a means for the system to allow for provisioning of services that meet
several diverse values in their delivery so as to meet a patient’s complete needs;
including language as well as cultural considerations. (Betancourt, Green, Emilio
Carrillo, and Ananeh-Firempong, 2003)

* PD/Positive Deviance: Intentional behaviors that significantly depart from the
norms of a referent group in honorable ways” (DeGroat, 2004, para. 3).

* PoDeMLA: Positive Deviance Minority Leadership Assessment

— Assessing 2 Domains with 5 Sub-constructs each
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Managing Diversity Cultural Competence
Family influence Acculturation
Socioeconomic Cultural Imposition
Educational considerations Cultural Sensitivity
Mentor relationships Discrimination
Advancement Stereotyping

* Diversity: differences incorporating sexual differences, age, position, or for
individuals that stem from a different geographic region. (Dobbs, 1996)

* SNR: Senior Leader/EC+1 member

¢  Mid/Mid Level Manager: Mid level management of an organization

Theoretical Framework
The Positive Deviance Framework is composed of two lenses (Figure 1)

managing diversity (MD) which is comprised of five (5) sub-constructs for analysis
defined by: family influence, socioeconomic, educational considerations, mentor
relationships and advancement. Managing Diversity is a construct term created by the
PI to understand various aspects related to the field of Diversity and Inclusion when
considering staff management. (Hechavarria, 2014) Family Influence is a complex
multiple factors can contribute to a professional’s career development and work family
interface. (Perrone-McGovern, Wright, Howell, Barnum, 20114)

Socio Economic was designated as a sub-construct because of the statement “Little
doubt exists that age/grade, gender and ethnicity are important moderating variables in

college students’ career development.” (Patton, Creed, Watson, 2003, p. 74 )



20

Educational Considerations: An author of studies in Affluence and Admission stated
that “although he wasn’t surprised to find that affluent students, who presumably have
more educational resources, are more likely to be admitted to college, he was surprised
by how strong the association is.” (National On Campus Report, 2004, p. 5)

Mentor Relationships: “although researchers have found associations between natural
mentoring relationships and a variety of positive outcomes, few researchers have
empirically tested a connection between mentoring and racial identity.” (Hurd,Sanchez,
Zimmerman, Caldwell, 2003, p. 74 )

Advancement/Same Organization/Other Organization: “In the United States, women
have attained near gender equity at the entry stages in academic medicine; however,
progress has been much slower at senior leadership levels. The paucity of women leaders
inhibits the ability of academic medicine to adequately meet the needs of an increasingly
diverse body of students, faculty, staff, and patients. Research indicates that until a
critical mass of women with sustained success as leaders is achieved, it is unlikely that
this deficit will be corrected.” (Morahan, Rosen, Richman, Gleason, 2004, p. 387 )
Cultural competence (CC), which is process driven around culture and recognizes the
needs of members while incorporating procedures and processes and is defined by five
(5) corresponding interests for analysis defined by: Acculturation, Cultural Imposition,
Cultural Sensitivity, Discrimination and Stereotyping.

CC/Cultural Competence: Describes how the use of cultural competence in health care
is a means for the system to allow for provisioning of services that meet several diverse

values in their delivery so as to meet a patient’s complete needs; including language as
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well as cultural considerations. (Betancourt, Green, Emilio Carrillo, and Ananeh-
Firempong, 2003)
Acculturation considers the psychological aspects of inter-cultural contact between two
or more groups that may lead to cultural variations and innovative processes. (Chun,
Organista, & Marin, 2003; Sam & Berry, 2006).
Cultural Imposition is defined as invasively imparting the central or primary cultural
view to individuals and groups. Healthcare providers must be cautious in how they share
their cultural views until the patients’ are better understood. (Giger et al., 2007).
Cultural Sensitivity is experienced when neutral language expressed as verbal and
nonverbal communication reflect sensitivity and politeness towards the diversity of
others. (Giger et al., 2007).
Discrimination results when those who are different from one’s own background are
disrespected of rights and privileges. This may be evident in different forms such as
ageism, sexism, racism, etc. (Purnell, 2008; Andrews & Boyle, 2008).
Stereotyping can be defined as a prejudiced attitude, conception, opinion, or belief often
associated with an unjustified negative attitude toward a person’s cultural membership.
(Giger et al., 2007).

Figure 2 is a diagram the was created by the PI to demonstrate the perspective

was an assumed balance of the Managing Diversity and Cultural Competence constructs.
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“The Lens of Positive Deviance”
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Figure 1. Principal Investigator Self-Developed Conceptual Framework of positive
deviance, the idea of diversity and inclusion is to align management’s processes and
procedures so that their management of diversity initiatives within the organization and
recognition and appropriate acceptance, modeling and implementation of culturally
competent practice measures are synchronized to one cohesive and succinctly operative
unit. (Baldridge, 2013, p. 187)
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Figure 2. Principal Investigator created this diagram as a means of visually
demonstrating how the 5 MD and CC variables/sub-constructs were configured.

The scale is meant to demonstrate that the perspective is equally weighted according to
Positive Deviance framework according to the constructs of MD and CC.
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Chapter 11

REVIEW OF RELEVANT LITERATURE

Diversity and Inclusion

Managing Diversity

The term ‘diversity’ has a variety of meanings. Dobbs (1996) contends that diversity is
more than gender difference. He argues that it includes differences incorporating sexual
differences, age, position, or for individuals that stem from a different geographic region.
There are many organizations that are attempting to build a solid foundation of diversity
and inclusion by initiating diversity programs (Gilbert, Stead, & Ivancevich, 1999)
According to Sessa (as cited in Gilbert et al., 1999), “To manage diversity effectively, a
corporation must value diversity; it must have diversity, and it must change the
organization to accommodate diversity and make it an integral part of the organization”
(p. 37).

Dobbs (1996) stated that every year there are more and more professionals
entering organizations from other countries and it is essential that we understand them at
all levels. Managers in these organizations need to appreciate the differences in their
workforce and employ strategies that will maximize each of these individuals’
capabilities. In some instances there are, however, negative connotations that go along
with the notion of diversity and inclusion. For example, some managers may feel they
are being forced to accept a varying culture in their business hierarchy under the
affirmative action policies that organizations had adopted (Gilbert et al., 1999). This

reaction is common when organizations address diversity through the use of a quota
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system. Gilbert et al. state that quota is “an assigned share, a proportional result, a fixed
division of numbers, must remit, precise (no variation below or above), rigid, permanent.
This rigidity and misperception of what affirmative action was supposed to have done for
organizations had resulted in negative perceptions” (p. 62).

In a study conducted by Dobbs (1996) that analyzed five companies, managers
were asked to provide an outline of their diversity processes. The analysis revealed a
variety of similarities between the organizations and showed that managerial perception
impacted the rate of success. Dobbs described these managers as “transformational
leaders” that “create and articulate a corporate mission and vision that excites workers
and gains their support. A part of that vision is the recognition that managing diversity is
not a quick fix. It is a process of planned change that requires total culture involvement
and long term change management processes” (p. 357).

Gilbert et al. (1999) proposed that organizational changes stem from strategic

diversity imperatives (see Figure 3 below).
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(Gilbert et al, 1999)
Figure 3. A model of Effective Diversity Management. Reprinted from “Diversity
Management: A New Organizational Paradigm” by J. A. Gilbert, B. A. Stead, & J. M.
Ivancevich, 1999, Journal of Business Ethics, 21(1), p. 67

Figure 3 demonstrates the flow of these diversity imperatives. The initiation and

continuation of a CEO message or mission statement leads to transformational change
within human resources. HR than becomes a fulcrum where diversity initiatives can be
championed and perhaps begin a change of attitude. The benefits for the organization
include the decision making process that represents a diverse talent pool, that can be
retained to lower the employee turnover, which in turn leads to lowered cost of retraining
new personnel which leads to where the monetary benefits are demonstrated. Depending

on the level of profit or interpretation of those savings, this information can be leveraged

towards shareholders in the form of a communication demonstrating those savings.

(Gilbert et al., 1999)
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In order to evaluate how well an organization is performing in their diversity and
inclusion efforts they must assess the process via evaluation and feedback (Dobbs, 1996).
Dobbs argues that personnel managers are the key change agents for diversity issues. He
proposes that organizational diversity should involve the following steps, “Collecting
information to set priorities, strengthen the commitment at the senior management level,
choosing the proper solutions for a balanced strategy, demanding results and revisiting
goals, and finally building successes to maintain momentum” (Dobbs, 1996, p. 362).
Dobbs maintains that in order to include diverse candidates at the more senior levels,
personnel managers need to take a few things into consideration. “Keep in mind that
human resource systems such as policies, selection and promotions, performance
appraisal, and compensation are targets of opportunity to institutionalize diversity
practices” (Dobbs, 1996, p. 364).

Syed and Kramar (2009) state that “The business case for diversity is aimed at
capitalizing on the strengths of each individual or subgroup to ensure that the whole is
greater than the sum of the parts with the result that organizational outcomes are
improved” (p. 641). Furthermore, echoing the findings in Syed and Kramar’s article,
Richard (2000) and Williams and O’Reilly (1989) state that when diversity is framed
around an individual’s unique talents, this can multiply an organization’s productivity.
Yet there is evidence that organizations are not succeeding with their efforts to create
more successful diverse workplace environments. For example Syed and Kramar (2009)
note, “Despite its popularity in the corporate sector, diversity management has been
unable to alleviate the ongoing under-representation of ethnic minorities, women, and

other disadvantaged groups in positions of power in organizations” (p. 644). They
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propose that in order for the benefits of diversity to be realized, each level needs to be
reviewed such as, at the organizational level, the business vertical level and ultimately the
individual level.

Positive Deviance

The term “deviance” in society, usually has a negative connotation. In regards to
organizational structure, deviance often refers to a behavior that impacts an organization
in a negative way (such as corporate theft, discrimination, etc.) (DeGroat, 2004). Marsh,
Schroeder, Dearden, Sternin, & Sternin (2004), define the term ‘positive deviance’ as
“the observation that in most settings a few at risk individuals follow uncommon,
beneficial practices and consequently experience better outcomes than their neighbors
who share similar risks”(p. 1177).

An article by Lewis (2007) discusses nutritionist Dr. Marion Zeitlin who in the
1980s discovered that certain families in Vietnam were able to feed their children better
than other families when faced with the same limited resources and food supplies. Upon
closer observation, Zeitlin identified the “positive deviants in this case, people whose
children were well nourished, but who had access to exactly the same resources as
everyone else” (p. 41). These positive deviants were then analyzed in how they fed their
children and what steps they took to care for their families, so other families could benefit
from their experience. Jerry and Monique Sternin from Feed the Children foundation
were then able to use the Positive Deviance techniques in order to address other global
issues such as female genital mutilation, human trafficking and other such dilemmas.

(Lewis, 2007)
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These Positive Deviance techniques have since been used by managers in

corporate business (Lewis, 2007). Lewis states that the Sternin team was awarded a grant

from the Ford foundation to spread positive deviance practices all over the world. In one

example, a team from the Veterans Health Administration Hospital Group utilized

positive deviance techniques to reduce MRSA rates in the United States by 20 to 50

percent. Lewis further states that facilitation of the positive deviance process was

dependent upon the change manager being able to change the behaviors of consultants

and doctors. Lewis identifies the four stages in the application of positive deviance

(coupled with inclusionary practices and diversity) as follows;

1)

2)

3)

4)

Defining the problem and the desired outcome. It is essential to identify a cross
section of subject matter within the organization as the problem may be more
widespread than in just one business vertical.

Determining if there are any positive deviants within stated business hierarchies,
by interviewing many of the members within those business units. The interview
questions should consist of six questions that ask specifics on how each member
conducts a sales call for example.

Discovering what the positive deviants do in their business verticals. The
specifics of the individual should not be captured moreover what the positive
deviant does is what is critical.

Ultimately, designing a way of sharing the positive deviance practices within the
organization to the affected individuals. At the most basic level of consideration,
a simplistic method of copying the positive deviants practice and developing a

method of sharing this data to give the individual immediate feedback.
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Lewis, 2007 also highlights four key factors that enable positive deviance to be

successful:

e Defining synergies with stakeholders from their perspectives or lenses and stating
behavioral changes.

e C(Clearly defining the problem

e People must own the processes in order to effect change successfully.

e Positive deviance projects must possess substantial amounts of data in order to be
effective. The measurements allow for sharper focus and progression of the
project.

Other authors have also noted the advantages of positive deviance as a tactic. For
example, DeGroat (2004) states, “To illustrate positive deviance in action, researchers
Spreitzer and Sonenshein recount how Merck & Co. decided in 1978 to manufacture at
its own expense and distribute for free a drug that helped to eradicate river blindness in
developing countries”(p. 2). Marsh et al. (2004) state how important it is to recognize
that positive deviance is not a very common practice and therefore may result in initial
change resistance in the process of implementation. Yet the authors also note that many
individuals upon first being introduced to positive deviance take a sense of pride when
they recognize a solution to their issue already may exist within their community. This is
described by Marsh et al. (2004) as “social mobilization”. The authors go on to suggest
that the behavior change can also be experienced when the effected community realizes
the change involved is economical and accessible.

While the use of positive deviance techniques has received favorable recognition,

there are noted disadvantages also identified. For instance, it is difficult to recognize
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examples that represent positive deviance. It is projected that the discovery rate of
positive examples is limited to one-to-ten percent (Marsh et al., 2004). Additionally,
even when positive examples are found, they may not receive support as the way to do
things better. As a result, while positive deviance provides one approach to affecting
change with respect to diversity issues globally and across organizations, its limitation
must also be recognized (Marsh et al., 2004).
Cultural Competence

Another concept in the literature that is recognized as contributing to efforts
regarding population diversity issues is cultural competence. Jirwe cites Cross et al.
(1989) describing “Culture” as certain behaviors and perceptions that allow thoughts and
actions related to cultural beliefs. He also outlined “Competence” as the ability for an
individual to function within those beliefs that are present within certain communities.
Betancourt, Green, Emilio Carrillo, and Ananeh-Firempong (2003) describe how the use
of cultural competence in health care is a means for the system to allow for provisioning
of services that meet several diverse values in their delivery so as to meet a patient’s
complete needs; including language as well as cultural considerations. This is an
important analysis of how cultural competence is achieved for all organizations including
healthcare driven organizations. For example, the Sunset Park Family Health Center
Network of Lutheran Medical Center has put cultural competence training on its front
line deliverables. They have trained their staff on a regular basis on the importance of
cultural competence. Services are offered to the surrounding community, thereby
creating a diverse environment where they can partake in religious holidays and other

efforts such as supporting their local artisans.
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Betancourt et al., (2003) performed a research study based on identifying
components and implementation approaches to addressing, and possibly reducing, ethnic
differences in the provision of health care. The study consisted of the authors collecting
various government publications that focused on sociocultural barriers, the level of care
received and cultural competence initiatives that focused on these barriers. Results of the
study found socio-cultural barriers at the leadership, processing and patient level.
Betancourt et al. also note that in 1970 the Physician Population Parity Model of the
Association of American Medical Colleges was started to address minority representation
in medical schools. Cultural competence interventions were utilized to address diversity
and minority recruitment issues. The conclusion of the research illustrated the significant
impact that demographic changes will play in addressing racial disparities in health care.
This project demonstrates how critical it is for organizations to address in ongoing
efforts, their commitment to cultural competence in business settings. The Betancourt et
al. field model demonstrates the growing projections of the growing diversity in the
country. This growing projection in the population speaks to the need of senior
management to become more aware of how they can translate the needs of their internal
stakeholders.

Zhanna Soldan (2009) from the Curtin University of Technology, Perth, Australia
conducted a study on whether or not management walks the talk when it comes to
diversity. A questionnaire with 34 questions was given to 391 participants approximately
62 percent of which were female. The study analyzed employees’ perceptions of their
managers’ reception to diversity management. The results show no significant difference

between gender, ethnic and age of participants. It was shown that that those who were
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employed for one year or less perceived their management’s diversity acceptance greater
than those who were employed for six years or more.

Dean et al. (2009), studied women and minorities in executive positions in
American corporations. Their research suggests that, “hierarchy is gendered in
organizations - that is, women are devalued in organizational contexts while men
maintain their dominant positions” (p. 2) and that, “Minority women hold less than 2
percent of corporate board seats at Fortune 500 companies, though minority women
managers make up 974,000 of the 5.3 million women who are managers” (p. 3).

One of the increasingly important diversity issues in the United States is the
influx of large numbers of Hispanic immigrants. In the following figure (Figure 4.)
Huntington (2004) demonstrates the impact of Hispanic influx into the United States

from 1960 to 2000.
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Source: Campbell 1. Gibson and Emily Lennon's "Historical Census. Statistics on the Foreign-Born Population of the United States 1850-1990"
(Populatian Division Working Paper No. 29, U.S, Census Bureau, February 1999); and "Profile of the Foreign-Born Population in the Unitad
States: 2000 (Washington: U.S. Census Bureau, Current Population Reports, Seres p23-206, 2001).

(2004, Huntington)

Figure 4. From Diversity to Dominance. Reprinted from “The Hispanic Challenge” by
S. P. Huntington, 2004, Foreign Policy.
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Equally important to Dean et al.’s (2009) discussion of hierarchy and gender
within organizations, is the subject of mentoring and its role in an individuals’
advancement in the business environment. The authors state, “if you are a minority
female...mentoring is increasingly important. In the African American community many
say that the failure of women to advance to the highest office is the ‘lack of connection’
to ‘influential others’, despite having the same percentage of mentors” (p. 3) American
Express has specific compensation programs for managers to mentor minority women
and assist them in their advance (Dean et al., 2009).

Eric J. Romero (2004), examined the role that ethnicity and culture play in
“influencing work experiences for Hispanics” (p. 62) Romero states that “some
researchers (Ely & Thomas, 2001; Lam, 1995; Thomas, 1993; Greenhaus, Parasuraman,
& Wormley, 1990) have found that diversity contributes to organizational effectiveness
by effectively integrating and utilizing employees from different ethnic backgrounds and
that it will provide a positive contribution” (p. 67). Other researchers felt the potential
for increased conflict exists in more diverse organizations. Romero asserts that if
organizations want to include Hispanics in their culture, management must address
possible cultural conflicts that may arise; specifically, when attachments to ethnic identity
conflict with long established roles of ethnic culture.

The study performed by Kilian et al. (2005) addresses how to build diversity into
the corporate leadership pipeline for minority career development. Based on research by
Catalyst (2001), Kilian et al. (2005) emphasized the following as significant barriers to
advancement of non-white leaders:

e “lack of mentors and role models” (p. 156)
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e “exclusion from informal networks of communication” (p. 156)
e “stereotyping and preconceptions of roles and abilities” (p. 156)
e “lack of significant line experience, visible and/or challenging assignments” (p.

156)

e “commitment to personal and family responsibilities (primarily for women)” (p.

156)

Kilian et al. posited that in order to create organizational acceptance of advancement of
minorities and women, the commitment must be made from senior leadership within the
organization. Senior management within an organization must realize that supporting
minorities and women in organization works by holding all of their managers and leaders
accountable regardless of gender or ethnicity of the employees.

Knight, Pearce, C. Smith, Olian, Sims, K. Smith, and Flood (1999) state that,
“Diversity in groups and teams is often portrayed as a positive force leading to effective
functioning of the team. Diversity supposedly leads to greater variance in ideas,
creativity, and innovation, thus generating better group performance” (p. 4445). An
interesting inquiry/comparison of business ethnics between Hispanics and non-Hispanics
was conducted by Spero C. Peppas in 2006 via the Stetson School of Business and
Economics at Mercer University in Atlanta, Georgia. The purpose of the study was to
analyze why or if colleagues working in the same organization do not view business
ethics the same. Peppas maintains that:

Since ethical perceptions are developed in childhood, the cultural and subcultural

environments in which individuals are raised influence subsequent behavior in the

workplace. That is to say, business practices considered ethical by one subculture
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may not be viewed as such by another so that with greater diversity there is a

greater likelihood that individuals working side by side may not see eye-to-eye

when it comes to business ethics. (p. 93)

An example of this type of variance between subcultures can be found in a study
performed by Landry, Moyes, and Cortes (2004) that examined accounting students’
responses to eight ethical cases. Hispanic female participants were found to be more
ethically sophisticated than Hispanic male participants (as cited in Peppas, 2006). Peppas
asserts that, “As diversity within organizations increases, it is important for business
leaders, government officials, and scholars to recognize and understand the ethics values
of subcultures within nations and identify where similarities and differences exist.” (p.
102)

McKay, Derek, Tonidandel, Morris, Hernandez, and Hebl (2007) state “the
organizational literature suggests that minorities encounter less favorable racial
conditions in firms than their white counterparts” (p. 6) The argument then exists, white
counterparts, specifically males, may view an organizational effort to provide a fair and
inclusive work environment for minorities as unfair to them. Statements such as these
made by McKay et al, may support similar views by senior managers across
organizations in the United States as is argued by Steven Greenhouse (2010) when he
wrote that, “Even though women represent about half of the U.S. work force, most
companies in the S & P, 100 have no female or minority representation in their highest-
paid executive positions” (p. 12) Greenhouse’s statement speaks to the greater systemic

problem of racial and gender inequality within the executive class. As seen in figure 5
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from data from the PEW Hispanic Center potential work force changes, specifically

Latinos in this figure, massive demographic changes are already under-way.
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(2011, PEW Hispanic Center)
Figure 5. Latinos workforce changes are under-way as demonstrated that Latino’s alone
represent 50.5 million people in the U.S..

Gaps in the Literature
There are a number of gaps in the literature today however, there are a few that

stand out the most in reference to the interest in contributing to the Diversity and
Inclusion space. Positive deviance has been reviewed and discussed as it is in the current
literature however, applying it more broadly is desperately needed if a true difference is
to be made. The questions of why did that Hispanic professional succeed when others did
not when they all came from the same socioeconomic and educational backgrounds? The
application of all diversity measures is also critical. A simple choosing of one or another

based on preference has shown to be unsuccessful. Diversity and Inclusion professionals
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will need to examine any current theoretical frameworks and see what has not worked in
their organizations and begin to further their efforts. This analysis of what has not
worked is where the interest for the intended study comes to fruition. Addressing the
continued disparity of Hispanic leaders in more senior positions when the Hispanic

population is consistently growing deserves close attention.
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Chapter III

METHODOLOGY

Introduction
This dissertation involved several steps to complete. First, the creation and

validation of a new survey instrument through three rounds of implementing the Delphi
Technique (referred to as the “Delphi”) involving a panel of five experts in their
respective fields. Participants were recruited through social media utilizing a
professional contact list where the PI was able to draw from experts in specifically
required fields. Participation into the Delphi who fit the necessary skill set or inclusion
criteria allowed for the survey instrument to result in yielding reliability. The process of
data collection led to the data analysis process, which is to be described herein.
Research Design

The dissertation study was created using a newly created validated instrument was
non-experimental as it was survey based. The study was also exploratory, descriptive,
correlative, and cross-sectional as the outcomes were derived from a sample population,
employed a variety of techniques, examined relationships between variables and data was

collected by examining subjects without regard to differences in time.

Instrument Development: DELPHI Expert Panel Technique
The Delphi is a group facilitation technique, which seeks to obtain consensus

through expert opinions from a series of structured questionnaires that are completed
anonymously by the panelists. (Hasson, 2000) This is process is necessary in order to

establish validity. The Delphi technique collects feedback by conducting a series or
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rounds interspersed by controlled feedback that seek to gain the most reliable consensus
of a group of experts. The PI received approval by the research committee members of
this research study to create and validate a new survey instrument and can be found in the
Agreement for Delphi Process form in Appendix A and approvals from the Seton Hall
University Institutional Review Board (IRB) can be found in Appendix B.

This dissertation study involved five experts. Using five or more experts is a
reasonable number of Delphi panelists according to Armstrong (1985). The DELPHI
technique is based upon the assumption that several professionals in their given fields are
less likely to arrive at a wrong decision than will an individual. The 5 individuals were
targeted based on the inclusion criteria for DELPHI panel participation in the study as
expert reviewers of the new survey tool. The selection of experts required purposive
non-probability sampling techniques. In using purposive sampling, participants are
selectively chosen to apply their core set of knowledge and expertise and this avoids
anyone being selected randomly. These individuals were selected based on their
expertise in the areas of diversity and inclusion, executive coaches, human resource and
recruitment experts as well as expertise in survey design. The selected experts were
contacted via a Delphi Expert Panelist Letter of Solicitation (Appendix C) who met the
Delphi inclusion criteria for participation as expert reviewers of the PoDeMLA survey
instrument (Appendix D) and demographic survey (Appendix E).

Assessing Validity

The DELPHI expert panel review process is meant to establish validity of the

instrument, specifically face and content validity. Construct validity was assessed as part

of the Cronbach’s alpha Factor analysis process.
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Cronbach's alpha is a measure of internal consistency, in other words how closely related
a set of items are as a group and it is considered a measure of scale reliability. Face
Validity is described as the measure appearing to be assessing the intended construct
being studied (Alreck & Settle, 2004). Content Validity is when the measurement is
actually measuring what it is intending to measure (Alreck & Settle, 2004). Construct
Validity is the appropriateness of inferences made on the basis of observations or
measurements as to whether a test measures the intended construct (Alreck & Settle,
2004). As aresult the Delphi experts analyzed the validity of the instrument questions at
face value by reviewing the questionnaire and whether it appeared to measure the target
variable. Each round of review and feedback was conducted by implementing a Delphi
Worksheet. Each expert reviewer was asked if each question measured the concept if it
was clear, if it was double barreled or asked multiple concepts in the same question, was
biased and to also provide any additional comments they felt were related to the specific
element in the instrument. The Survey Worksheet for Round one was distributed and
completed by each of the Delphi panel of experts for review by the PI (Appendix F).
Once the Delphi panelists completed their responses, edits were received by the
PI to create a consolidated version of the Survey Worksheet for Delphi Panelists to
review the consolidated version containing only recommendations affecting questions
from Round one (Appendix G). Once completion of Round II was processed by the P,
80% consensus was reached by the Delphi panelists. The PI created a Round III
worksheet to confirm changes with the Delphi panelists requesting feedback prior to
closing the process with the expert panelists. As stated earlier, Construct Validity is the

appropriateness of inferences made on the basis of observations or measurements as to



42

whether a test measures the intended construct (Alreck & Settle, 2004) and construct
validity was established through the Cronbach’s Alpha Factor Analysis.
Principal Investigator Created Tool

The Principal Investigator created tool was entitled, “The Positive Deviance
Minority Leadership Assessment (PoDeMLA)” [pronunciation: poh-dem-luh]. This
instrument addresses two constructs under positive deviance. The first is Managing
Diversity lens of positive deviance with 5 sub-constructs: family influence,
socioeconomics, educational considerations, mentor relationships and advancement. The
second lens of positive deviance was the construct of Cultural Competence containing 5
sub-constructs: acculturation, cultural imposition, cultural sensitivity, discrimination, and
stereotyping.

Family Influence refers to a complex multiple factors can contribute to a
professional’s career development and work family interface. (Perrone-McGovern,
Wright, Howell, Barnum, 2014). Examples of the PoDeMLA likert statements that
addressed this variable included the following:

e “My parents suggested my career path.”
e “My family’s experience and upbringing was a positive one.”
e “Iwas raised in a conservative household.”

Socio Economic is explained, as “Little doubt exists that age/grade, gender and

ethnicity are important moderating variables in college students’ career

development.” (Patton, Creed, Watson, 2003, p. 74) Examples of the PoDeMLA
likert statements that addressed this variable included the following:

o “Iwas raised in an adoptive/foster home.”
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e “My mother/female guardian was a minority.”

o “Iself-identify as a minority.”
Educational Considerations was described by an author of studies in Affluence
and Admission as, “Although he wasn’t surprised to find that affluent students,
who presumably have more educational resources, are more likely to be admitted
to college, he was surprised by how strong the association is.” (National On
Campus Report, 2004, p. 5) Examples of the PoDeMLA likert statements that
addressed this variable included the following:

o “My family received public assistance during my childhood.”

e “Indicate highest level of education of each parent/guardian who raised

you and their respective gender.”
e “Atleast one older sibling attended or graduated from a
college/university.”

Mentor Relationships is described by authors with the statement, “although
researchers have found associations between natural mentoring relationships and
a variety of positive outcomes, few researchers have empirically tested a
connection between mentoring and racial identity.” (Hurd, Sanchez, Zimmerman,
Caldwell, 2003, p. 74) Examples of the PoDeMLA likert statements that
addressed this variable included the following:

e “I support mentorship programs at work.”

e “My organization supported my mentorship early in my career.”

e “My mentor early in my career was racially/ethnically similar to myself.”
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Advancement/Same Organization/Other Organization was described by Morahan,
Rosen, Richman and Gleason as, “In the United States, women have attained near
gender equity at the entry stages in academic medicine; however, progress has
been much slower at senior leadership levels. The paucity of women leaders
inhibits the ability of academic medicine to adequately meet the needs of an
increasingly diverse body of students, faculty, staff, and patients. Research
indicates that until a critical mass of women with sustained success as leaders is
achieved, it is unlikely that this deficit will be corrected.” (Morahan, Rosen,
Richman, Gleason, 2004, p. 387) Examples of the PoDeMLA likert statements
that addressed this variable included the following;:
e “I was given opportunities early in my career for advancement.”
e “I believe my gender may have played a role in my advancement to a
senior position in my current/former organization.”
o “I believe my gender may have played a role in my lack of advancement
to a senior position in my current/former organization.”
The second construct lens of positive deviance was cultural competence with it’s
five sub-constructs of acculturation, cultural imposition, cultural sensitivity,
discrimination, and stereotyping.

Acculturation considers the psychological aspects of inter-cultural contact
between two or more groups that may lead to cultural variations and innovative
processes. (Chun, Organista, & Marin, 2003; Sam & Berry, 2006) Examples of
the PoDeMLA likert statements that addressed this variable included the

following;:
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“An employer has provided with me cross-cultural training to work in a
multi-cultural environment.”

“I have experience in managing cross-culturally diverse teams.”

“I have witnessed cultural shifts from ex U.S. expatriates that [ have
managed once they have spent considerable time living in the United

States.”

Cultural Imposition invasively imparts the central or primary cultural view to

individuals and groups. Healthcare providers must be cautious in how they share

their cultural views until the patients’ are better understood. (Giger et al., 2007)

Examples of the PoDeMLA likert statements that addressed this variable included

the following:

“I personally hold myself accountable for embracing the organizations’
beliefs and values toward diversity.”

“My current organization holds me accountable for embracing the
organizations’ beliefs.”

“I recognize the importance of diversity and inclusion in my business

vertical of the organization.”

Cultural sensitivity is experienced when neutral language expressed as verbal and

nonverbal communication reflect sensitivity and politeness towards the diversity

of others. (Giger et al., 2007) Examples of the PoDeMLA likert statements that

addressed this variable included the following:

“I have inadvertently insulted an individual or a group of individuals that

were culturally diverse.”
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e “I feel creativity and innovation have been hindered in my work
environment due to political correctness.”

e “[ as a manager speak my mind openly if I feel [ am correct without fear
of public misinterpretation.”

Discrimination results when those who are different from one’s own background
are disrespected of rights and privileges. This may be evident in different forms
such as ageism, sexism, racism, etc. (Purnell, 2008; Andrews & Boyle, 2008)
Examples of the PoDeMLA likert statements that addressed this variable included
the following:

e “As a hiring manager, I have placed male and female candidates in
specific roles that would be best suited for them specifically based on their
gender.”

e “I have witnessed others who stereotype skilled immigrant workers based
on their specific skill-set and country of origin.”

e “I have found less discrimination in departments where recruitment for
positions were more difficult to fill.”

Stereotyping can be defined as a prejudiced attitude, conception, opinion, or belief
often associated with an unjustified negative attitude toward a person’s cultural
membership. (Giger et al., 2007) Examples of the PoDeMLA likert statements
that addressed this variable included the following:

e “I have made assumptions about contemporaries or employees based on

2% 9

stereotypes I felt were “true”.
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e “As an experienced manager I feel I am knowledgeable in the area of
stereotyping to avoid legal issues for myself as a hiring manager and for
my organization.”

The PoDeMLA had 51 survey statements based on a 5 point likert scale ranging
from Strongly Disagree to Disagree to Neither Agree nor Disagree to Agree to Strongly
Agree as well as a 3 point likert scale ranging from Yes to No to Not Sure.

Twelve (12) demographic questions were included which ask the participants
questions related to area of expertise, management role in their industry as well as
ethnicity, gender and age related questions. An example of the PoDeMLA survey
instrument and sample demographic questions can be found in Appendix D and E,

(Figure 6, Figure 7). The survey averaged a 15 minute completion time.
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Inclusion/Exclusion Criteria

In order to participate in the PI's research study, participants were required to

qualify into the inclusion criteria.

Inclusion:
English speaking/reading individuals

Adults above 18 years of age

49
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* Must have previously worked in healthcare related fields at the level of Associate
Director or above

*  Must currently be working in healthcare related fields at the level of Associate
Director or above

Conversely participants not fitting the inclusion criteria could not be considered

suitable for the research study.
Exclusion:

* Non-English speaking/reading individuals

* Individuals below the age of 18

* Individuals that have never worked in healthcare related fields at the level of
Associate Director or above

* Individuals that work in healthcare related fields below the level of Associate

Director

Participant Recruitment
Upon approval received by the Seton Hall University Institutional Review Board

(IRB) (Appendix B), research study participants meeting the inclusion criteria were
recruited via LinkedIn Social Media using the PI’s contact list with qualified participants,
posting on the PI’s LinkedIn public profile page. (Appendix H)

Study participants were recruited through snowball sampling as well via other
participants. According to Hek and Moule, (2006), Snowball sampling is based on the
assumption that people with like characteristics, behaviors or interests, form associations,

and it is this approach which the PI used to select a sample. LinkedIn’s social media
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forum was an excellent means of implementing snowball sampling as the PI already had
an established base with others of similar interests and backgrounds to reach out to. The
privacy rule was shared with the IRB in the application to ensure participants were aware
of any risks as well as risk of hacking notification to study participants was included in
the letter of solicitation.
Data Coding & Analysis

PI data were exported from SurveyMonkey® into Microsoft Excel.
Once data were secured in Microsoft Excel PI exported data from Excel into SPSS
version 24 (IBM, 2016) (Figure 8). The PI created column variables and cased in the
appropriate columns once data transformation was completed (Figure 9). PI automatically
recoded case data prior to coding string variables. PI coded the data from string variables
into numeric variables. Each column variable were labeled by the PI based on the survey
item name for ease of viewing (Figure 10). These labels were assigned the first few
words of the survey item statement by the PI. The likert scale elements were coded as
ordinal measures and the remaining items were coded as nominal measures based on the
Likert scale entry statement. Using SPSS v.24 the senior leader (2) and middle manager
(1) values were coded as 1 or 2. This allowed the PI to perform a group value analysis.
All of the MD sub-constructs were added together as a total sum score as well as the CC.
This analysis was to contribute to the data required to answer the research questions

(Figure 11.)
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;[I Raisedin2ParentHome
Agree Yes
x Yes
Not Sure
Yes
Not Sure
Mot Sure
Yes
Yes
Function group: Yes
All Yes
Arithmetic v
CDF & Noncentral COF .
Conversion Yes
Current Date/Time Yes
Date Arithmetic Nat Sure
Date Creation Yes
Eunctions and Special Variables: Yes
Absf k Yes
Arsin
Artan Yes
Cos Yes
Exp Yes
Lg1u Yes
Ln
Yes
Lngamma
Mod Yes
Rnd(1} — Yes
R Yes
Not Sure
Agres Yes

Figure 9. Coding of Data: Main Database Spreadsheet. Target variables were renamed
using the compute function of SPSS v.24.
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Eile Edit View Data Transform Analyze Graphs Utilites Extensions Window  Help
i g = 3 1 oh, = a b
HEO W« « BhHAMH ¥ B 0% %
Ee ] Name Type Width  Decimals Label Values
1 SnrLdr Numeric 1 0 Are you currently a senjor lzader in your organization? {(Executive Committee or repor - {1 Mo}
2 ParentsSug  Numeric 1 1] My parents suggested my career path {1 Not Sure}
3 IfYesto1 Numeric 1 0 if Yasto 1  pleass answer My parents advised me as to what type of schoalingto {1 Net Sure}
4 Parentsinflu ~ Mumeric 1 0 My parents’ guardian(s) career influenced my career choice {1 Strongly disagree}
§ PositiveFam  Numeric 1 ] My family’s experience and upbringing was a positive one {1 Strongly disagree}
6 Raisedin2P  Numeric 1 0 | was raised in a two-parent (2 guardian} household {1 Mot Sure}
T RaisedinCo  Numeric 1 0 | was raised in a conservative household {1. Not Sure}
8 MotherFath  Numeric 1 0 | was raised in @ house with both a mother and father present {1 Not Sure}
9 WasRaisedl  Numeric 1 0 | was raised in an adoplive/foster hame {1 Not Sure}
10 GrewUpWM = String 1 0 | grew up wilh multiple siblings. Please fill in what rank you were in age order and ho ~ None
1" MHumberSibli  String 1 ] How many siblings were there? None
12 ClassOfEmvi  Numeric 1 0 | was raised in a environment (Select your oplion from Lhe choices below) {1 Mot Sure)
13 FemaleGuar. MNumeric 1 0 Iy mother/female guardian was a minority {1. Strongly disagree}
14 MaleGuardi  Numeric 1 0 My father/male guardian was a minority {1 Slrangly disagree}
15 Selfidentify ~ Mumeric 1 0 | self-identify as a minarily {1. Strangly disagree}
16 Experience  Numeric 1 0 | have personally experianced racist senliments and/or experienced discrimination m . {1 Strongly disagree}
1t IWasinSingl  Numeric 1 0 | grew up in a single income household {1 Mot Sure}
10 FamilyWas  Mumenc 1 0 My family received public assistance during my childhood {1 Naot Sure}
19 Parent1high  String 32 0 Indicate highest level of education of each parent/guardian wha raised you and theirre  Mone
20 Parent1Gen  String 20 ] Parent 1 gender ione
21 Parent2high  String 28 ] Parent 2 highest level of education None
22 Par2Gender  String 0 Parent 2 gander None
23 ParenlWith ~ Numeric 2 ] Which of the parents/quardians had the greatest influence on your educational path? {2 Aunt Vera Grand
k2] AtLeast10l  Numeric 1 0 At least one older sibling attended or graduated from a college/university {1. Strongly disagree}

Figure 10. Coding of Data: Main Database Spreadsheet. Demonstration of renamed
variable labels to match new String variable naming convention post data transformation.
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Figure 11. Co&ing of Data: Main Database Spreadsheet. Using SPS the PI coded the

senior leader (2) and middle manager (1) values as 1 or 2.
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Reliability Assessment of the Tool
To satisfy the reliability assessment, a factor analysis using Cronbach’s alpha was

implemented. For the demographic characteristics, the following statistics were gathered:
means, standard deviations and frequencies. For the purposes of the dissertation study, a
Multivariate Analyses of Variance (MANOVA) was implemented. Univariate Analyses
of Variance were used as follow-up tests. The goal of the PI was to have the new tool be
considered valid (through the Delphi Panel of experts) and then accurate and precise =
reliable (by using it in a sample of the population). Therefore, it is important that the tool
is measuring what it is intended to measure and consistent each time it is used.
Confirmatory factor analysis using a Cronbach’s alpha was used for construct validity as

well as for reliability purposes. The fourth illustration is the goal in which the tool is

both valid and reliable (Mindsonar, 2015) (Figure 12).

Reliable valid Not Not Reliable Reliable
Not Valid Reliable NotValid Valid

Figure 12. The various options demonstrate how reliability and validity vary separately.
All of the combinations of reliability and validity are possible outcomes however the
fourth illustration demonstrates how it is both reliable and valid.
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Reliability of The PoDeMLA: All Constructs
The Cronbach’s Alpha for the PoDeMLA survey instrument with both the

Managing Diversity and Cultural Competence sub-constructs for each combined is o =
.831 (Table I) which is considered good by George and Mallory (2011).
For the PoDeMLA
Table I
Cronbach’s Alpha Reliability Statistics for the PoDeMLA: Both Managing Diversity and
Cultural Competence Constructs.
Reliability Statistics
Cronbach's
Alpha Based
on
Cronbach's Standardized

Alpha Items N of Items

831 790 54

For the PoDeMLA: Inclusion of both Managing Diversity and Cultural competence and
each of their five sub-constructs there are no real changes in any of the survey statements
if they were to be deleted (Table II). If any single survey statement was to be deleted
from the combined Managing Diversity and Cultural Competence overall survey, the
Cronbach’s Alpha in the highlighted column would not demonstrate a real change. If the
Cronbach’s Alpha were to change, it would be indicating the weight for that specific
survey statement to be higher than the others and would then demonstrate inconsistencies

in the survey instrument statements.
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Table II
Item Total Statistics for the PoDeMLA: Both Managing Diversity and Cultural
Competence Constructs.

Item-Tatal Statistics

Scale Mean if Scale/ananceif  Cosrected fem-  Squared Multiple  Cronbach's Alpha

Item Deleted Item Deletad Totsl Correlation Cerrelation if item Deleted
Are you curently 8 senior 126.32 375643 147 330
teader in your organization?
{Executive Cornmittee or
reporis to execulive commitiee)
My parents suggested ny 126.39 375646 082 831
career path
My parents’ guardian(s)' career 125.08 267.569 185 331
influenced my career choice.
My family's experience and 125.04 364 367 137 332
upbringing was a positive one
| was raised in a two-parent (2 12513 78723 -019 333
guardian) heusehold.
1 was raiged in a conservative 125.58 I76E73 0z7 z 333
househoid
1 was raized in a house with 125.99 IT5.568 0oz A3
bath & mather and father
present.
1 was raiged in an 126.78 3787599 -0z 831
adoptivelfoster home.
My metherffemale guardian 124 81 350087 454 822
was @ minenty
My fatherimale guardian was a 124 .49 346 998 565 a2a
minonty
! self-identify as a minarity. 124 57 343.501 512 321

Note: This chart demonstrates a snapshot of only a portion of the statements.

Reliability of the PoDeMLA: Managing Diversity
For the PoDeMLA Managing Diversity Cronbach’s Alpha, (Table III)

demonstrates the reliability for the Managing Diversity (MD) construct. As you can see,
this construct also had a good alpha value of .8 as per George and Mallory. In Table IV

the Managing Diversity Total Statistics Cronbach’s Alpha if deleted, also demonstrates
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if any single survey statement was to be deleted, the Cronbach’s Alpha in the highlighted
column would not demonstrate a real change.

Table III
Cronbach’s Alpha Reliability Statistics for the PoDeMLA: Managing Diversity Construct
Reliability Statistics

Cronbach's

Alpha Based

on
Cronbach's Standardized

Alpha Items N of Items

799 760 26
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Table IV
Item Total Statistics for the PoDeMLA: Managing Diversity Construct

Item-Total Statistics

Scaie Mean if Scale/ariance if  Carrecteditem-  Souared Aduitiple  Craonbach's Alpha

item Celetec ltem Deleted Tatal Carrelat:on Cerrelation if ltem Deleted
Are you cumrently a senior 126.32 375643 147 830
leaderin your organization?
{Executive Cormmitiee or
reports to executive committes)
My parents suggested my 126 39 375,648 paz 231
career path
My parents’ guardian(z)’ career 12503 367 568 165 831
influenced my career choice
My family's experience and 12504 2683497 137 a32

upbringing was a posilive one.
1 was raised in a two-parent (2 12518 76723 -01% . 333
guardian) household

| 'was raized in a conservative 125.55 A76.873 D27 833
hougehold

1 was raized in a house with 12599 376565 o2 331
bath & mather and father

present

i was raised in an 12678 aT8.79% -012 531
adoptive/foster home

My meotherffemale quardian 124 61 250.087 454 . 822
was a mincrty

My father/male guardian was a 124 49 346,958 585 420
minarity

| seif-identify as a minority. 124 57 348 501 512 521

Note: This chart demonstrates a snapshot of only a portion of the statements.

Reliability of the PoDeMLA: Cultural Competence
For the PoDeMLA Cultural Competence Cronbach’s Alpha, (Table V) demonstrates the

reliability for the Cultural Competence (CC) construct. As table V demonstrates, this
construct had an acceptable alpha value of .736 as per George and Mallory. In Table VI

the Managing Diversity Total Statistics Cronbach’s Alpha if deleted, also demonstrates
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if any single survey statement was to be deleted, the Cronbach’s Alpha in the highlighted

column would not demonstrate a real change.

Table V
Cronbach’s Alpha Reliability Statistics for the PoDeMLA: Cultural Competence
Construct
Reliability Statistics
Cronbach's
Alpha Based
on
Cronbach's Standardized N of
Alpha [tems [tems
736 705 28
Table VI

Item Total Statistics for the PoDeMLA: Cultural Competence Construct

{tem-Total Statistics

Scale Meanif ltem  Scale ‘adiance if Corrected [fem- Squared Multiple
Deleted iterm Deleted Tota: Correlation Correlation

Cronbach's
Alpha if ltem
Deleted

An employer has provided me 5679 95 235 122 251
with cross—cultural raining to

work in @ multi-cultural

environment.

| have experience in managing 5956 90.549 393 507
cross-culturally diverse teams.

{Assuming you do not work £6.35 91.874 413 392
remotely) - | have experienced

innovative outcomes as a direct

result from having managed

various mullicultural groups with

whom | have had continuous

contact in my part of the

organization.

| have createdfpromoted 56.57 91 349 408 467
communicatiens skills for my

team to add to their knowledge

base of awareness of diversity

| have witnessed cultural shifts 5027 95 130

N
[i=)
-

346
from ex .S expalriates that |

have managed once they have
spent considerable time living in
the United States

Note: This chart demonstrates a snapshot of only a portion of the statements.

742

719

7

718

727
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A Priori G¥Power Analysis
An A Priori G¥Power Analysis for F Test MANOVA Global Effects was

performed by the PI to determine the sample size (Faul et al, 2009) (Figure 13). PI used
2 groups on the a priori for MD and CC. Based on MANOVA an A Priori Analysis was
calculated to determine the sample size. This study required a total sample size of 118
subjects. The effect size was .085 (large effect size) which according to Cohen (1990) is
acceptable for a MANOVA. The alpha is .05 — the level of significance — the probability

of detecting a true relationship or group difference.

critical F =3.67514

G.8
G.o
G.4.
0.2
-_\< —-F“_--ﬂ_ ——————————
0 ___.-"'- \'L T i ) e s s i
T T T T T T T T 7 T T T
0 2 4 g 3 1C 12

Analysis:  Apriori: Compute required sample size

input: Effect size F(V) = 0.08%
o err prob = 0,03
Power (1-f err prob) = (.80
NMumber of groups = 2
Response variables = 2

Output: Moncentrality parameter A = 10.0300000
Critical F = 3.0751437
Numerator df = 2.0000000
Cenominator df = 115 v
Total sample size = 118
Actual power = (0.B058711

Figure 13. Based on MANOVA an A Priori Analysis was calculated to determine the
sample size. This study required a total sample size of 118 subjects.
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Figure 14 Flowchart summary of methodology up to and
including the reliability assessment post-IRB approval from Seton Hall
Liniversity.
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Chapter IV

RESULTS

Introduction
This chapter will focus on the results of the statistical tests of the dissertation

study.
Characteristics of the Sample

The sample was consisting of both senior leaders EC+1 and mid-level managers
defined as being at or above the level of Associate Director. One hundred nineteen
respondents completed the survey (both senior leaders and mid-level managers) of which
fifty seven (57) were senior leaders and sixty two (62) were mid-level managers.
Frequencies of Respondents

According to Stevens (1999), the rule of thumb is groups are considered
approximately equal provided that the larger group is not 1.5 times greater than the
smallest group. For this study, the groups were relatively close in number as the only
difference was five participants therefore the groups are generally considered equal.

As previously mentioned, the a priori analysis required 118 respondents. The
study achieved 119 respondents Table VII

Table VII
Frequencies and Percent of the Total of the Two Independent Group Variables
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Are you currently a senior leader in your organization?
(Executive Committee or reports to executive committee)

Cunmdative
Fraquency Fercent  “alicl Fercent FPercent
Yalid G2 a2 { 5241 521
av 478 47 .5 100.0
Total 1149 100.0 00.0
Age of Respondents

The majority of the respondents were in the 41-50 age range (Figure 15).

As demonstrated in the 18-30 age range there were no senior leaders in this group. This is

expected as most senior leaders would have had years of experience to hold such a

position and this age range could not accommodate equivalent years of experience.

257

207

Count

18-30

31-40

41-50

51-60

G1-70

Are you
currently a
senior leader
in your
arganization?
(Executive
Committes or
reports to
executive
committes)

Bno
Hl ves

Figure 15. Bar graph demonstrates the majority of respondents including both senior
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leaders and mid-level managers were in the 41-50 age range whereas there was no
representation of senior leaders in the 18-30 age range.

Gender of Respondents
There was a much smaller representation of female (41) as compared to male (78)

respondents in the study. Specifically, 35% of respondents were female and 66% were

male (Figure 16).
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Arz you
currantly a
semor l=ader
in your
orgqanization?
{Ex=cutive
Commnttes or
r2ports to
axacutive
committes)

o
W res

Female iiale

Figure 16. Bar graph demonstrates the majority of respondents being male at 66% (78)
and female 35% at 41.

Field of Specialty
With both groups combined the diversity in specialty areas was quite vast.

Although there was a spike in the general management category, the PI did not assume to

combine specialty areas. As such, the areas of expertise were left unadulterated.
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Figure 17. Bar graph demonstrates the various types of specialty areas from respondents.



Years in Diversity and Inclusion

As demonstrated in Figure 18, the majority of experience for both the senior
leaders and mid-level managers was in the 1-5 year range followed by 11-20 year range
experience. This demonstrates that although these two leadership groups have a wide

range of experience in their role, their diversity and inclusion exposure is quite low.

Ate you
curently a
senior leader
in your
organization?
(Exzcutive
Comnmilt=s or
reports te
exacubive
commitles)

2N
Wves

2071

161

Count

107

11.20 1.5 21.30 3140+ 510

Figure 18. Bar graph demonstrates the alternating years of diversity and inclusion
experience from senior leaders and mid-level managers.
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Figure 19. Bar graph demonstrates the majority of both leadership types is vastly present

in the Caucasian/non-Hispanic Race/Ethnicity group. As this study was evaluating the

creation and use of the tool in this disparate group, it is apparent what race categorization

the majority of both leadership groups reside.
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Research Questions
As discussed earlier the PI research questions are arranged in a series of

descriptive and research questions where the first half analyze the perspectives of senior
leaders and middle managers against both constructs/sub-constructs of Managing
Diversity (MD)and Cultural Competence (CC).
Descriptive Research Questions

The following results of the overarching research interest framing this dissertation
study is comprised of various levels as there are 5 sub-parts from overarching research
question (ORQ)1 -1 through ORQ 1-5 in Managing Diversity. Please note there are no
corresponding hypothesis for ORQ1-1 through ORQ1-10 because the questions are
exploratory and descriptive in scope and are only about what each manager understands
about each of the domains identified.

Descriptive Research Questions 1 and 6
ORQ1-1: Considering the managing diversity construct, what is the perspective

of the senior leaders(EC+1) about the disparity in employment of minorities eligible for
senior management and leadership positions in healthcare organizations, particularly

affecting Hispanics, as measured by the managing diversity sub-construct of family

influence within MD.

Based on the results demonstrated (Figure 20), the majority of senior leaders
disagree which means the perspective of senior leaders are less apt to agree with family
influence being of high value.

ORQ1-6: Considering the managing diversity construct, what is the perspective
of mid-level managers about the disparity in employment of minorities eligible for

senior management and leadership positions in healthcare organizations, particularly
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affecting Hispanics, as measured by the managing diversity sub-construct of family

influence within MD.

Based on the results demonstrated (Figure 20), the majority of mid-level
managers disagree which means the perspective of senior leaders are less apt to agree

with family influence being of high value but higher than the senior leaders.

MD Family Influence

Arg you
currantly a
senior leader
in your
organization?
(Executive
Committee ar
reports to
axeculive
cammittes)

M e
W ves

Count

Slrangly Disagree Hether agres Agiee Strongly agree
disagres noi disagree

My parents’ guardian(s)’ career influenced my
career choice.

Figure 20. Bar graph demonstrates majority of senior leaders disagreed and majority of
mid-level managers disagree which means the perspective of senior leaders are less apt to
agree with family influence being of high value but higher than the senior leaders.
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Descriptive Research Questions 2 and 7
ORQ1-2: What is the perspective of the senior leaders(EC+1) about the disparity

in employment of minorities eligible for senior management and leadership positions in
healthcare organizations, particularly affecting Hispanics, as measured by the managing

diversity sub-construct of SocioEconomics within MD.

Based on the results demonstrated (Figure 21), the majority of senior leaders
agree with socioeconomic factors being of importance but less than mid-level managers
which means their perspective is less apt to agree that socioeconomic factors are of high
value.

ORQ1-7: Considering the managing diversity construct, what is the perspective of mid-
level managers about the disparity in employment of minorities eligible for senior
management and leadership positions in healthcare organizations, particularly affecting

Hispanics, as measured by the managing diversity sub-construct of SocioEconomics

within MD.

Based on the results demonstrated (Figure 21), the majority of mid-level
managers strongly agreed with the socioeconomic sub-construct but more so than the
senior leaders which means their perspective is more apt to agree with socioeconomic

factors being of high value.
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MD Socio Economic

Are you
currently a
20 sanial eader

in your
orqanization?

(Executive
Committes ar

repoits to

exacutive
committze)
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Bves

Count

10+

Srrongly Dxsatree Medner agree Agres Stiongly agiee
disagree nor disagree

| self-identify as a minority.

Figure 21. Bar graph demonstrates majority of senior leaders agree with socioeconomic
factors being of importance but less than mid-level managers, the majority of mid-level
managers strongly agreed with the socioeconomic sub-construct but more so than the
senior leaders which means their perspective is more apt to agree with socioeconomic
factors being of high value.

ORQ1-3: Considering the managing diversity construct, what is the perspective
of the senior leaders(EC+1) about the disparity in employment of minorities eligible for

senior management and leadership positions in healthcare organizations, particularly

affecting Hispanics, as measured by the managing diversity sub-construct of

Educational Considerations within MD.
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Based on the results demonstrated (Figure 22), the majority of senior leaders strongly
agreed with the educational considerations which means their perspective is more apt to
agree with educational consideration factors in MD being of high value.

ORQ1-8: Considering the managing diversity construct, what is the perspective of mid-
level managers about the disparity in employment of minorities eligible for senior
management and leadership positions in healthcare organizations, particularly affecting

Hispanics, as measured by the managing diversity sub-construct of Educational

Considerations within MD.

Based on the results demonstrated (Figure 22), the majority of mid-level managers
disagreed which means their perspective is less apt to agree with educational

consideration factors in MD being of high value.
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Figure 22. Bar graph demonstrates the majority of senior leaders strongly agreed with the

educational considerations and the majority of mid-level managers disagreed which

means their perspective is less apt to agree with educational consideration factors in MD
being of high value. NOTE: There were no responses from middle managers in the

neither agree nor disagree category.

ORQ1-4: Considering the managing diversity construct, what is the perspective

of the senior leaders(EC+1) about the disparity in employment of minorities eligible for

senior management and leadership positions in healthcare organizations, particularly

affecting Hispanics, as measured by the managing diversity sub-construct of Mentor

Relationships within MD.
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Based on the results demonstrated (Figure 23), the majority of senior leaders agreed
which means their perspective is more apt to agree with mentor relationships being of
higher value.

ORQ1-9: Considering the managing diversity construct, what is the perspective
of mid-level managers about the disparity in employment of minorities eligible for
senior management and leadership positions in healthcare organizations, particularly

affecting Hispanics, as measured by the managing diversity sub-construct of Mentor

Relationships within MD.

Based on the results demonstrated (Figure 23), the majority of mid-level managers
strongly disagreed which means their perspective is less apt to agree with mentor

relationships being of high value.
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Figure 23. Bar graph demonstrates the majority of senior leaders agreed and ), the
majority of mid-level managers strongly disagreed which means their perspective is less

apt to agree with mentor relationships being of high value.

ORQ1-5: Considering the managing diversity construct, what is the perspective

77

of the senior leaders(EC+1) about the disparity in employment of minorities eligible for

senior management and leadership positions in healthcare organizations, particularly

affecting Hispanics, as measured by the managing diversity sub-construct of

Advancement within MD.
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Based on the results demonstrated (Figure 24), the majority of senior leaders strongly
disagreed which means their perspective is less apt to be find the sub-construct of
advancement of high value but higher than mid-level managers.

ORQ1-10: Considering the managing diversity construct, what is the perspective of mid-
level managers about the disparity in employment of minorities eligible for senior
management and leadership positions in healthcare organizations, particularly affecting

Hispanics, as measured by the managing diversity sub-construct of Advancement

within MD.
Based on the results demonstrated (Figure 24), the majority of mid-level managers also
strongly disagreed which means their perspective is less apt to find the sub-construct of

advancement of high value.
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Figure 24. Bar graph demonstrates the majority of senior leaders strongly disagreed and
the majority of mid-level managers also strongly disagreed which means their perspective
is less apt to find the sub-construct of advancement of high value.

As demonstrated for Managing Diversity the following results of the overarching
research interest framing this dissertation study is comprised of various levels as there are
5 sub-parts from overarching research question (ORQ)3 -1 through ORQ 3-5 in Cultural
Competence. Please note there are no corresponding hypothesis for ORQ3-1 through

ORQ3-10 because the questions are exploratory and descriptive in scope and are only

about what each manager understands about each of the domains identified.
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ORQ3-1: Considering the cultural competence framework, what is the
perspective of the senior leaders(EC+1) about the disparity in employment of minorities
eligible for senior management and leadership positions in healthcare organizations,

particularly affecting Hispanics, as measured by the acculturation sub-construct of

cultural competence?

Based on the results demonstrated (Figure 25), the majority of senior leaders neither
agreed or disagreed which means their perspective is less apt to be find the sub-construct
of acculturation of high value but higher than mid-level managers.

ORQ3-6: Considering the cultural competence framework, what is the perspective of the
of mid-level managers about the disparity in employment of minorities eligible for
senior management and leadership positions in healthcare organizations, particularly

affecting Hispanics, as measured by the acculturation sub-construct of cultural

competence?

Based on the results demonstrated (Figure 25), the majority of middle managers had a
neutral position of neither agree or disagree which means their perspective is less apt to

be find the sub-construct of acculturation of high value.
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Figure 25. Bar graph demonstrates the majority of senior leaders neither agreed or
disagreed which means their perspective is less apt to be find the sub-construct of
acculturation of high value but higher than mid-level managers and the majority of
middle managers had a neutral position of neither agree or disagree.

ORQ3-2 Considering the cultural competence framework, what is the perspective

of the senior leaders(EC+1) about the disparity in employment of minorities eligible for

senior management and leadership positions in healthcare organizations, particularly
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affecting Hispanics, as measured by the Cultural Imposition sub-construct of cultural

competence?

Based on the results demonstrated (Figure 26), the majority of senior leaders neither
agreed or disagreed which means their perspective is more apt to have a neutral position
with cultural imposition.

ORQ3-7: Considering the cultural competence framework, what is the
perspective of the of mid-level managers about the disparity in employment of
minorities eligible for senior management and leadership positions in healthcare

organizations, particularly affecting Hispanics, as measured by the Cultural Imposition

sub-construct of cultural competence?

Based on the results demonstrated (Figure 26), the majority of middle managers strongly
disagreed which means their perspective is less apt to agree with cultural imposition

being of high value.
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and the majority of middle managers strongly disagreed which means their perspective is
less apt to agree with cultural imposition being of high value.

ORQ3-3 Considering the cultural competence framework, what is the perspective

of the senior leaders(EC+1) about the disparity in employment of minorities eligible for

senior management and leadership positions in healthcare organizations, particularly

affecting Hispanics, as measured by the Cultural Sensitivity sub-construct of cultural

competence?
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Based on the results demonstrated (Figure 27), the majority of senior leaders strongly had
a position of not sure and yes which means their perspective is more apt to agree with
cultural sensitivity to be of high value.

ORQ3-8: Considering the cultural competence framework, what is the
perspective of the of mid-level managers about the disparity in employment of
minorities eligible for senior management and leadership positions in healthcare

organizations, particularly affecting Hispanics, as measured by the Cultural Sensitivity

sub-construct of cultural competence?

Based on the results demonstrated (Figure 27), the majority of middle managers had a
position of not sure and no which means their perspective is less apt to agree with cultural

sensitivity to be of high value.
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Figure 27. Bar graph demonstrates the majority of senior leaders strongly had a position
of not sure and yes which means their perspective is more apt to agree with cultural
sensitivity to be of high value and the majority of middle managers had a position of not
sure and no which means their perspective is less apt to agree with cultural sensitivity to
be of high value.

RQ3-4 Considering the cultural competence framework, what is the perspective
of the senior leaders(EC+1) about the disparity in employment of minorities eligible for

senior management and leadership positions in healthcare organizations, particularly

affecting Hispanics, as measured by the Discrimination sub-construct of cultural

competence?
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Based on the results demonstrated (Figure 28), the majority of senior leaders had a
position of not sure which means their perspective is more of a neutral position with
regards to discrimination.

ORQ3-9: Considering the cultural competence framework, what is the
perspective of the of mid-level managers about the disparity in employment of
minorities eligible for senior management and leadership positions in healthcare

organizations, particularly affecting Hispanics, as measured by the Discrimination sub-

construct of cultural competence?

Based on the results demonstrated (Figure 28), the majority of middle managers had a
position of yes which means their perspective is more apt to agree with discrimination to

be of a high value concern.
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Figure 28. Bar graph demonstrates the majority of senior leaders had a neutral position
and the majority of middle managers had a position of yes which means their perspective
is more apt to agree with discrimination to be of a high value concern.

ORQ3-5 Considering the cultural competence framework, what is the perspective
of the senior leaders(EC+1) about the disparity in employment of minorities eligible for

senior management and leadership positions in healthcare organizations, particularly

affecting Hispanics, as measured by the Stereotyping sub-construct of cultural

competence?
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Based on the results demonstrated (Figure 29), the majority of senior leaders had a
position of not sure and yes which means their perspective is more of a neutral position
with stereotyping to be of high value.

ORQ3-10: Considering the cultural competence framework, what is the
perspective of the of mid-level managers about the disparity in employment of
minorities eligible for senior management and leadership positions in healthcare

organizations, particularly affecting Hispanics, as measured by the Stereotyping sub-

construct of cultural competence?

Based on the results demonstrated (Figure 29), the majority of middle managers had a
position of not sure which means their perspective is uncertain with stereotyping to be of

high value.
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Figure 29. Bar graph demonstrates the majority of senior leaders had a neutral position
and the majority of middle managers had a position of not sure which means their
perspective is uncertain with stereotyping to be of high value.
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Research Questions

The following research questions (ORQ2-1 through 2-5) related to the differences
between senior leaders and mid-level managers as they pertain to the Managing
Diversity construct of Positive Deviance.

Table VIII refers to research question ORQ2-1:

ORQ2-1. Considering the managing diversity construct, what is the difference

between the senior leaders’ understanding and the mid-level manager’s understanding

of disparity in employment of minorities eligible for senior management and leadership
positions in healthcare organizations, particularly affecting Hispanics, as measured by the

family influence sub-construct of managing diversity?

Table VIII
Descriptive Statistics Table Highlighting Means Per Group for the Family Influence Sub-

Construct of Managing Diversity

Descriptive Statistics

Are you currently a senior
leader n vour organization?
(Exeruiive Commidtes or

regcrs to executive

commitiee) fAzan Std. Dewiztion &)
MREamilzlnfduence No 138226 3.10750 52
Yes 13.2105 3.00438 57
Total 13.5284 3.06103 118

For the family influence sub-construct of managing diversity, mid-level managers
had a higher mean of 13.82 than senior leaders who had a mean of 13.21. Although there

is a difference in mean values between mid-level managers and senior leaders, it is not
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known if the difference is significant until the multivariate test analysis results are
discussed.

Table IX refers to research question ORQ2-2:

ORQ2-2. Considering the managing diversity construct, what is the difference

between the senior leaders’ understanding and the mid-level manager’s understanding

of disparity in employment of minorities eligible for senior management and leadership
positions in healthcare organizations, particularly affecting Hispanics, as measured by the

socioeconomic sub-construct of managing diversity?

Table [X
Descriptive Statistics Table Highlighting Means Per Group for the Socioeconomic Sub-

Construct of Managing Diversity

Descriptive Statistics

Are o currently a seniar
leader in your organization”?
(Executive Committee or

repers to executive

comimittee) hean Std. Ceviaticn M
MRSocioeconomic L No 18,6035 5.11054 62

¥es 17 421 4.70482 57

Total 162857 491322 114

For the socioeconomic sub-construct of managing diversity, mid-level managers had a
higher mean of 18.69 than senior leaders who had a mean of 17.84. Although there is a
difference in mean values between mid-level managers and senior leaders, it is not known

if the difference is significant until the multivariate test analysis results are discussed.
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Table X refers to research question ORQ2-3:

ORQ2-3. Considering the managing diversity construct, what is the difference

between the senior leaders’ understanding and the mid-level manager’s understanding

of disparity in employment of minorities eligible for senior management and leadership
positions in healthcare organizations, particularly affecting Hispanics, as measured by the

educational sub-construct of managing diversity?

Table X
Descriptive Statistics Table Highlighting Means Per Group for the Educational Sub-
Construct of Managing Diversity

Descriptive Statistics

Ak yau currenlly a sene
gader in yaur arganication?
[Ererutnve Commitlae o

l reparls 1o executive

|- | cammiites) — Mean 51d Cewiation N
MREdConsiderations.s N 7 5484 2 46064 §2
Yes B 225¢ 2 64587 a7
ratal 78739 25632495 119

For the educational sub-construct of managing diversity, mid-level managers had a lower
mean of 7.54 than senior leaders who had a mean of 8.22. Although there is a difference
in mean values between mid-level managers and senior leaders, it is not known if the

difference is significant until the multivariate test analysis results are discussed.
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Table XI refers to research question ORQ2-4:
ORQ2-4. Considering the managing diversity construct, what is the difference

between the senior leaders’ understanding and the mid-level manager’s understanding

of disparity in employment of minorities eligible for senior management and leadership
positions in healthcare organizations, particularly affecting Hispanics, as measured by the

mentor relationships sub-construct of managing diversity?

Table XI
Descriptive Statistics Table Highlighting Means Per Group for the Mentor Relationships

Sub-Construct of Managing Diversity

Descriptiva Statistics

Std Dewviation ]

IADMeniecRelationships.; VO 15 2581 473195 52
Yes 16 0649 569674 57
Tatal 15 5966 5.98525 114

For the mentor relationships sub-construct of managing diversity, mid-level managers
had a lower mean of 15.25 than senior leaders who had a mean of 15.96. Although there
is a difference in mean values between mid-level managers and senior leaders, it is not
known if the difference is significant until the multivariate test analysis results are

discussed.
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Table XII refers to research question ORQ2-5:

ORQ2-5. Considering the managing diversity construct, what is the difference

between the senior leaders’ understanding and the mid-level manager’s understanding

of disparity in employment of minorities eligible for senior management and leadership
positions in healthcare organizations, particularly affecting Hispanics, as measured by the

advancement sub-construct of managing diversity?

Table XII
Descriptive Statistics Table Highlighting Means Per Group for the Advancement Sub-
Construct of Managing Diversity

Descriptive Statistics

Arg you correrdly & senins

leadear i your arganirakon?
JEnecubve Comundtee or
repeds 16 execuiive

canrmttee heg i_l'_f Jevidlicn

MDAGweemenl:  No 101643 388015 62
Yes 11 1018 410124 57
rotal 10 A@2 404507 118

For the mentor relationships sub-construct of managing diversity, mid-level managers
had a lower mean of 10.16 than senior leaders who had a mean of 11.70. Although there
is a difference in mean values between mid-level managers and senior leaders, it is not
known if the difference is significant until the multivariate test analysis results are

discussed.
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Table XIII refers to research question ORQ4-1:
ORQ4-1. Considering the cultural competence construct, what is the difference

between the senior leaders’ understanding and the_mid-level manager’s understanding

of disparity in employment of minorities eligible for senior management and leadership
positions in healthcare organizations, particularly affecting Hispanics, as measured by the

acculturation sub-construct of cultural competence?

Table XIII
Descriptive Statistics Table Highlighting Means Per Group for the Acculturation Sub-

Construct of Cultural Competence

Descriptive Statistics

Al O Carranily 3 Semn
lzacer in your crgarizalicn?
[Exgiulee Snmaviize or

repors 10 axeculie

Lomauttes ) faan P .
Yes 12 8246 4 0266 &7
Total 12 E0d 303614 14

For the acculturation sub-construct of cultural competence, mid-level managers had a
lower mean of 11.33 than senior leaders who had a mean of 12.82. Although there is a
difference in mean values between mid-level managers and senior leaders, it is not known

if the difference is significant until the multivariate test analysis results are discussed.
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Table XIV refers to research question ORQ4-2:
ORQ4-2. Considering the cultural competence construct, what is the difference

between the senior leaders’ understanding and the mid-level manager’s understanding

of disparity in employment of minorities eligible for senior management and leadership
positions in healthcare organizations, particularly affecting Hispanics, as measured by the

cultural imposition sub-construct of cultural competence?

Table XIV
Descriptive Statistics Table Highlighting Means Per Group for the Cultural Imposition

Sub-Construct of Cultural Competence

Descriptive Statistics
Are you currently a senar
leader 0 your orgamsation?
(Executve Comerittes or

regorts to executive

cLenmittes [SEED St Davislon N

CeCulucalinpestion.s  Ne 15 0355 4 445461 62
Yes 200351 5 75067 &7

Total 18 4622 512189 119

For the cultural imposition sub-construct of cultural competence, mid-level managers had
a lower mean of 18.9 than senior leaders who had a mean of 20.03. Although there is a
difference in mean values between mid-level managers and senior leaders, it is not known

if the difference is significant until the multivariate test analysis results are discussed.
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Table XV refers to research question ORQ4-3:
ORQ4-3. Considering the cultural competence construct, what is the difference

between the senior leaders’ understanding and the_mid-level manager’s understanding

of disparity in employment of minorities eligible for senior management and leadership
positions in healthcare organizations, particularly affecting Hispanics, as measured by the

cultural sensitivity sub-construct of cultural competence?

Table XV
Descriptive Statistics Table Highlighting Means Per Group for the Cultural Sensitivity

Sub-Construct of Cultural Competence

Descriptive Statistics

Argopcu currently 3 sones
AR o segaErsakon”
IExRCutive Sommiiles o

TEDOES kD Rres Ut

SOMINISES ) Kedrn
Cosultalseostvitey  NC 90677 201808 62
Yes 102514 226212 57
Tolal 102521 2.14404 |13

For the cultural sensitivity sub-construct of cultural competence, mid-level managers had
a lower mean of 9.96 than senior leaders who had a mean of 10.56. Although there is a
difference in mean values between mid-level managers and senior leaders, it is not known

if the difference is significant until the multivariate test analysis results are discussed.
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Table X VI refers to research question ORQ4-4:
ORQ4-4. Considering the cultural competence construct, what is the difference

between the senior leaders’ understanding and the_mid-level manager’s understanding

of disparity in employment of minorities eligible for senior management and leadership
positions in healthcare organizations, particularly affecting Hispanics, as measured by the

discrimination sub-construct of cultural competence?

Table XVI
Descriptive Statistics Table Highlighting Means Per Group for the Discrimination Sub-

Construct of Cultural Competence

Descriptive Statistics

Arz you surrenily 3 senn
eader iy Cur Crgarzabon?
(Cxecutve Cammuties or

repiis 10 eecutive

comovatlpe tean S1¢. Dewation N
LLscnminalient No L8290 208305 g2
Yeg o Fa0s 217729 a7
Tetal 97053 212473 114

For the discrimination sub-construct of cultural competence, mid-level managers had a
lower mean of 9.62 than senior leaders who had a mean of 9.78. Although there is a
difference in mean values between mid-level managers and senior leaders, it is not known

if the difference is significant until the multivariate test analysis results are discussed.
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Table XVII refers to research question ORQ4-5:
ORQ4-5. Considering the cultural competence construct, what is the difference

between the senior leaders’ understanding and the mid-level manager’s understanding

of disparity in employment of minorities eligible for senior management and leadership
positions in healthcare organizations, particularly affecting Hispanics, as measured by the

stereotyping sub-construct of cultural competence?

Table XVII
Descriptive Statistics Table Highlighting Means Per Group for the Stereotyping Sub-

Construct of Cultural Competence

Descriptive Statistics

Are you cutrenily a senicr

pader i yaur orgarnzalon?
IExecutve Committes or

reports 1o axeculive

aimmittes "Aean 31d Deviaticn

Clslerealyping 10 1452 254047 62
10 7395 250627 57
10 45323 257678 112

For the steretyping sub-construct of cultural competence, mid-level managers had a lower
mean of 10.14 than senior leaders who had a mean of 10.78. Although there is a
difference in mean values between mid-level managers and senior leaders, it is not known

if the difference is significant until the multivariate test analysis results are discussed.
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Statistical Assumptions
MANOVA has several assumptions which will be highlighted: Box’s M test,

random sampling, independence of samples and the requirement for a larger sample size
of which all were met in this dissertation study (Field, 2009).

PI mentioned previously the rule that as long as the larger sample group is not 1.5
times larger than the smaller group, that they are considered to be equal. As this study
had 119 respondents overall with 62 respondents from the mid-level manager group and
57 respondents from the senior leader group, this did not have an effect.

Box’s test is used to determine if the population covariance between each pair of
dependent variables is the same across groups/conditions and it was not (Fields, 2009).

(Table XVIII)

Table XVIII

Box’s M Test of Equality of Covariance Matrices

Box's Test of Equality ?f Covariance

Matrices
Box's M 2.489
F 814
dfi 3
df> 3198334.351
Sig. 486

Tests the null hypothesis that the
observed covariance matrices of the
dependent variables are equal across
groups.

a. Design: Intercept + SnrLdr
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As arule it is presumed that Box’s M test will be non-significant prior to running
the main multivariate MANOVA. PI’s Box’s test was non-significant with .486 which
satisfies the assumption (Table XVIII).

Multivariate Tests (MANOVA)

As viewed in the multivariate table (Table XIX), we focus on the lower half of
the table that encompasses both leadership type groups of senior and mid-level as well as
the constructs for each of Managing Diversity and Cultural Competence inclusive of the
sub-constructs within each as previously discussed.

Table XIX

Multivariate Test

Multivariate Tests®

Effert Yalue F Hypothesis df Error df Sig

Intercept Pillai's Trace 980 2775.593° 2.000 116.000 000
Wilks'Lambda 020 2775.593¢ 2.000 116.000 Qoo
Hotelling's Trace 47 855 2775.593¢ 2.000 116.000 000
Roy's LargestRoot 47.855 2775593 2.000 116.000 000

LeaderType Pillai's Trace 039 2.349° 2.000 116.000 100
Wilks'Lambda 861 23498 2.000 116.000 100
Hotelling's Trace 040 23497 2.000 116.000 400
Roy’s LargestRool 040 2.349° 2.000 116.000 100

a Design: Intercept + SpiLdr
b. Exact statistic

Note: Table XIX speaks to the PoDeMLA in total inclusive of both the senior leaders and
mid-level managers.
Field’s (2009) notes that Pillai’s trace and Wilk’s lambda are the more powerful

and robust of the four statistics inclusive of (Hotelling’s and Roy’s) and states that
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Pillai’s trace is a positive valued statistic used to demonstrate that means with increasing
values are contributing more to the model.

According to Fields (2009), the Wilk’s Lambda is used to see if there are
differences between group means for a different combination of dependent variables.
Keeping in mind that the weighting is different for each sub-construct because there are
not an equal number of questions in each sub-construct.

It would appear on table XIX as a stand-alone analysis that we do not have significance
with a value of .100 regarding Pillai’s trace and Wilk’s lambda.

Moving on to the following MANOVA table we will review the results in greater detail.

Correlations of the Variables
As demonstrated in the MANOVA output (Table XX) there is a SIGNIFICANT

difference between the two leadership groups regarding cultural competence.

The MANOVA also shows that there is NOT a significant difference between the two
leadership groups regarding managing diversity.

Cultural competence demonstrates significance of .032 and managing diversity
demonstrated non-significance with a value of .543.

Both groups have differences in means for each construct, but whether or not those

differences are significant is what this table represents.



103

Table XX

Multivariate Analysis of Variance

Tests of Between-Subjects Effects

Source Dependent Variable Type III Sum of Squares df Mean Square F Sig.
Corrected Model ManagingDiversityTotal_r 63.607° 1 63.607 371 543
CulturalCompetenceTotal_r 471.335b 1 471.335 4.694 .032
Intercept ManagingDiversityTotal_r 520835.372 1 520835.372 3041667 .o00
CulturalCompetenceTotal_r 456747.235 1 456747.235 4548.430 .000
LdrType ManagingDiversityTotal r 63.607 1 63.607 371 .543
CulturalCompetenceTotal_r 471335 1 471335 4.694 .032
Error ManagingDiversityTotal_r 20034.326 17 171.234
CulturalCompetenceTotal_r 1748.984 uy 100.419
Total ManagingDiversityTotal_r 541370.000 119
CulturalCompetenceTotal _r 468541.000 119
Corrected Total ManagingDiversityTotal_r 20097.933 18
CulturalCompetenceTotal _r 12220319 18

a. R Squared = .003 (Adjusted R Squared = -.005)

b. R Squared = .039 (Adjusted R Squared = .030)

Note: Because there is a combination of 2 leadership types, managing diversity with five
sub-constructs and cultural competence with five sub-constructs, the large difference
between the mean square values may be attributable to a degree of variance between the
sub-constructs as they relate to the greater two constructs of managing diversity and

cultural competence.
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Follow-Up Univariate Tests (ANOVA)
Table XXI demonstrates further support the significance values from the

MANOVA table. ANOVA post hoc analysis was chosen because the PI is working with
only 2 groups and as a result, post hoc such as Bonferroni or Tukeys are not appropriate.
Therefore, ‘for the post hoc analysis follow up test, the ANOVA is considered
sufficient and most appropriate for support of the MANOVA. The variance can be
described as Unexplained variance which is what this result is according to Fields (2009).
If the ratio of explained variance to unexplained variance is high, the means are
statistically different (63 for MD and 471 for CC). Unexplained variance is part of the
statistic (sum of squares) that allows for variation within a data set.
Table XXI

Analysis of Variance Follow Up Test

ANOVA
Sum of Mean
Squares df Square F Sig.
ManagingDiversityTotal_r  Between 63.607 1 63.607 371 543
Groups
Within Groups 20034.326 17 171.234
Total 20097.933 u8
CulturalCompetenceTotal_r Between 471335 1 471.335 4.694 .032
Groups
Within Groups 1748.984 uy 100.419

Total 12220.319 1n8
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Post-Hoc G* Power Analysis
Two groups were used on the Post Hoc G*Power for MD and CC and chose

effect size for the size based on two groups of senior vs mid-level managers.

PI ran a post hoc G*¥*Power analysis and as displayed previously, matches the A Priori
total sample size. As a result the dissertation study was sufficiently powered with .80 and
sample size of 119 (Table XXII).

The post-hoc G* Power Analysis for F Test MANOVA Global Effects resulted a
power of .809 using an effect size of .085 that was determined earlier during multivariate
testing, and an alpha of .05. Recall that statistical power is the likelihood that a study will
detect an effect when there is an effect to be detected. If the statistical power ends up
high, the probability of making a Type II error (concluding there is no effect when there

is one) goes down (Ellis, 2010).

Table XXI1

Analysis of Variance Follow Up Test

arteal Fo= 307443

N-m9
e
T oo S i = oo e
b 10

Input Effect size f3(V) = 0,083
nerr prob =. 0.0%
Total sample size = 118
MNumber of groups = 2
Response variables = 2

Output Noncentrality parameater A = 101130099
Critical F = 3.0744473
Nurnerator df = 20000000
Cenominator gf = 116
Power (1-F err prob) = 0.5094626
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Summary of Findings
To summarize, the PoDeMLA established good reliability of the tool (a=.831)

according to George and Mallory (2011) (Table 1) which was inclusive of both managing
diversity and cultural competence constructs.

Differences of the means between the two leadership groups were presented
where senior leaders reported higher means across both constructs and all sub-constructs
than mid-level managers.

For the family influence sub-construct of managing diversity, mid-level managers
had a higher mean of 13.82 than senior leaders who had a mean of 13.21.

For the socioeconomic sub-construct of managing diversity, mid-level managers
had a higher mean of 18.69 than senior leaders who had a mean of 17.84.

For the educational sub-construct of managing diversity, mid-level managers had
a lower mean of 7.54 than senior leaders who had a mean of 8.22.

For the mentor relationships sub-construct of managing diversity, mid-level
managers had a lower mean of 15.25 than senior leaders who had a mean of 15.96.

For the mentor relationships sub-construct of managing diversity, mid-level
managers had a lower mean of 10.16 than senior leaders who had a mean of 11.70.

For the acculturation sub-construct of cultural competence, mid-level managers
had a lower mean of 11.33 than senior leaders who had a mean of 12.82.

For the cultural imposition sub-construct of cultural competence, mid-level
managers had a lower mean of 18.9 than senior leaders who had a mean of 20.03.

For the cultural sensitivity sub-construct of cultural competence, mid-level

managers had a lower mean of 9.96 than senior leaders who had a mean of 10.56.
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For the discrimination sub-construct of cultural competence, mid-level managers
had a lower mean of 9.62 than senior leaders who had a mean of 9.78.

For the steretyping sub-construct of cultural competence, mid-level managers had
a lower mean of 10.14 than senior leaders who had a mean of 10.78.

The MANOVA demonstrated that there is NOT a significant difference between
the two leadership groups regarding managing diversity.

Cultural competence demonstrates significance of .032 and managing diversity
demonstrated non-significance with a value of .543.

Table XXI further supports the significance values from the MANOVA table

resulting in .032 for cultural competence and .543 for managing diversity.

Review of Hypotheses
H.2-1. There is a difference between the senior leaders’ understanding and the

mid-level manager’s understanding of disparity in employment of minorities eligible for
senior management and leadership positions in healthcare organizations, particularly
affecting Hispanics, as measured by the family influence sub-construct of managing
diversity.

H2-1a:

No, there was no difference as senior leaders and mid-level managers both
disagreed.

H.2-2. There is a difference between the senior leaders’ understanding and the
mid-level manager’s understanding of disparity in employment of minorities eligible for

senior management and leadership positions in healthcare organizations, particularly
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affecting Hispanics, as measured by the socioeconomic sub-construct of managing
diversity.

H2-2,:

There was a difference in the level of support as the senior leaders agreed where
the mid-level managers strong agreed.

H.2-3. There is a difference between the senior leaders’ understanding and the
mid-level manager’s understanding of disparity in employment of minorities eligible for
senior management and leadership positions in healthcare organizations, particularly
affecting Hispanics, as measured by the educational consideration sub-construct of
managing diversity.

H2-3a:

There was a difference as the senior level managers agreed and the mid-level
managers disagreed.

H.2-4. There is a difference between the senior leaders’ understanding and the
mid-level manager’s understanding of disparity in employment of minorities eligible for
senior management and leadership positions in healthcare organizations, particularly
affecting Hispanics, as measured by the mentor relationships sub-construct of managing
diversity.

H2-4,:

There was a difference as the senior leaders agreed and the mid-level disagreed.

H.2-5. There is a difference between the senior leaders’ understanding and the
mid-level manager’s understanding of disparity in employment of minorities eligible for

senior management and leadership positions in healthcare organizations, particularly
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affecting Hispanics, as measured by the advancement sub-construct of managing
diversity.

H2-5a:

There was no difference as both the senior and mid-level managers both
disagreed.

H.4-1. There is a difference between the senior leaders’ understanding and the
mid-level manager’s understanding of disparity in employment of minorities eligible for
senior management and leadership positions in healthcare organizations, particularly

affecting Hispanics, as measured by the acculturation sub-construct of cultural

competence.

H4-1a:

There was no difference as both seniors and mid-level both had responses of
neither agreed or disagreed although more mid-level managers had higher responses.

H.4-2. There is a difference between the senior leaders’ understanding and the
mid-level manager’s understanding of disparity in employment of minorities eligible for
senior management and leadership positions in healthcare organizations, particularly

affecting Hispanics, as measured by the cultural imposition sub-construct of cultural

competence.

H4-2,:

There was a difference as senior leaders neither agreed or disagreed and mid-level
managers strongly disagreed.

H.4-3. There is a difference between the senior leaders’ understanding and the

mid-level manager’s understanding of disparity in employment of minorities eligible for
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senior management and leadership positions in healthcare organizations, particularly

affecting Hispanics, as measured by the cultural sensitivity sub-construct of cultural

competence.

H4-3,:

Although there was no difference in primary responses of not sure for both senior
and mid-level managers, the seniors’ second highest response was yes, where the mid
level’s second highest response was no.

H.4-4 There is a difference between the senior leaders’ understanding and the
mid-level manager’s understanding of disparity in employment of minorities eligible for
senior management and leadership positions in healthcare organizations, particularly

affecting Hispanics, as measured by the discrimination sub-construct of cultural

competence.

H4-4.:

There was a difference with seniors position being not sure and mid-level
managers response was yes.

H.4-5. There is a difference between the senior leaders’ understanding and the
mid-level manager’s understanding of disparity in employment of minorities eligible for
senior management and leadership positions in healthcare organizations, particularly

affecting Hispanics, as measured by the stereotyping sub-construct of cultural

competence.
H4-5.:
There was a difference as the senior leaders had a split response of not sure and

yes, where the majority of mid-level managers had a response of not sure.
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Chapter V

DISCUSSION

General Discussion of Study Findings
Recall from Chapter 1 this theoretical frame is looking through the lens of

positive deviance where the idea of diversity and inclusion is to align management’s
processes and procedures so that their management of diversity initiatives within the
organization and recognition and appropriate acceptance, modeling and implementation
of culturally competent practice measures are synchronized to one cohesive and
succinctly operative unit (Baldridge article, pg. 187, Pos Dev Perspective J. Health
Management V. 58, No. 3 May/Jun 2013).

The primary purpose of this study was to create and validate the PoDeMLA
survey instrument.

The survey instrument was successfully validated via the use of an expert panel in
the Delphi process. The PoDeMLA established good reliability of the tool (a=.831)
according to George and Mallory (2011) (Table 1) which was inclusive of both managing
diversity and cultural competence constructs.

The secondary purpose was to test the PoDeMLA tool in a population of interest
(senior and mid-level managers).

Differences of the means between the two leadership groups were presented
where senior leaders reported higher means across both constructs and all sub-constructs
than mid-level managers.

Cultural competence demonstrates significance of .032 and managing diversity

demonstrated non-significance with a value of .543.



112

Similarities noted for the managing diversity construct for both senior leaders and
mid-level managers was family influence and advancement. Similarities noted for the
cultural competence construct for both senior leaders and mid-level managers was
acculturation and cultural sensitivity.

Differences noted for the managing diversity construct for both senior leaders
and mid-level managers was socioeconomic, educational considerations, and mentor
relationships.

Differences noted for the cultural competence construct for both senior leaders
and mid-level managers was cultural imposition, discrimination and stereotyping.

Figure 15 demonstrated the majority of respondents including both senior leaders
and mid-level managers were in the 41-50 age range whereas there was no representation
of senior leaders in the 18-30 age range.

Figure 16 demonstrated the majority of respondents being male at 66% (78) and
female 35% at 41.

Figure 17 demonstrated the various types of specialty areas from respondents.

Figure 18 demonstrated the alternating years of diversity and inclusion experience
from senior leaders and mid-level managers.

Figure 19 demonstrated the majority of both leadership types is vastly present in
the Caucasian/non-Hispanic Race/Ethnicity group. As this study was evaluating the
creation and use of the tool in this disparate group, it is apparent what race categorization

the majority of both leadership groups reside.
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Discussion of the Five Managing Diversity Sub-Constructs
Figure 20 demonstrated majority of senior leaders disagreed and majority of mid-

level managers disagree which means the perspective of senior leaders are less apt to
agree with family influence being of high value but higher than the senior leaders.

Figure 21 demonstrated majority of senior leaders agree with socioeconomic
factors being of importance but less than mid-level managers, the majority of mid-level
managers strongly agreed with the socioeconomic sub-construct but more so than the
senior leaders which means their perspective is more apt to agree with socioeconomic
factors being of high value.

Figure 22 demonstrated the majority of senior leaders strongly agreed with the
educational considerations and the majority of mid-level managers disagreed which
means their perspective is less apt to agree with educational consideration factors in MD
being of high value. NOTE: There were no responses from middle managers in the
neither agree nor disagree category.

Figure 23 demonstrated the majority of senior leaders agreed and, the majority of
mid-level managers strongly disagreed which means their perspective is less apt to agree
with mentor relationships being of high value.

Figure 24 demonstrated the majority of senior leaders strongly disagreed and the
majority of mid-level managers also strongly disagreed which means their perspective is
less apt to find the sub-construct of advancement of high value.

Discussion of the Five Cultural Competence Sub-Constructs
Figure 25 demonstrated the majority of senior leaders neither agreed or disagreed

which means their perspective is less apt to be find the sub-construct of acculturation of
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high value but higher than mid-level managers and the majority of middle managers had
a neutral position of neither agree or disagree.

Figure 26 demonstrated the majority of senior leaders had a neutral position and
the majority of middle managers strongly disagreed which means their perspective is less
apt to agree with cultural imposition being of high value.

Figure 27 demonstrated the majority of senior leaders strongly had a position of
not sure and yes which means their perspective is more apt to agree with cultural
sensitivity to be of high value and the majority of middle managers had a position of not
sure and no which means their perspective is less apt to agree with cultural sensitivity to
be of high value.

Figure 28 demonstrated the majority of senior leaders had a neutral position and
the majority of middle managers had a position of yes which means their perspective is
more apt to agree with discrimination to be of a high value concern.

Figure 29 demonstrated the majority of senior leaders had a neutral position and
the majority of middle managers had a position of not sure which means their perspective
is uncertain with stereotyping to be of high value.

Conceptual Framework Revisited

As stated previously in chapter I, the theoretical framework of positive deviance
as seen through the lenses of managing diversity and cultural competence (Figure 30)
was previously viewed as equally weighted (Figure 31). What the results demonstrated is
that they are not. The weighting results for managing diversity and cultural competence is

actually seen as an imbalance as the results for cultural competence demonstrated a
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significance of .032 and the results for managing diversity demonstrated non-significance

of .543 (Figure 32).
“The Lens of Positive Deviance”
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Figure 30. Principal Investigator Self-Developed Conceptual Framework of positive
deviance, the idea of diversity and inclusion is to align management’s processes and
procedures so that their management of diversity initiatives within the organization and
recognition and appropriate acceptance, modeling and implementation of culturally

competent practice measures are synchronized to one cohesive and succinctly operative
unit. (Baldridge, 2013, p. 187)
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Figure 31. View of both constructs of managing diversity was that they were equally
balanced.
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Figure 32.. Results demonstrated managing diversity and cultural competence are not
equally weighted.
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The positive deviance framework as a theory lead one to believe that as
management are interested in diversity, that both constructs are equal. Positive deviance
supports that cultural competence would be predictive as a manager would view
diversity.

The positive deviance framework lead you to believe that managing diversity
would be equal as well however as demonstrated earlier in the results, the scale is
unbalanced for managing diversity for leadership styles. The new question of how to
bring the scales back into balance becomes a newly introduced question.

There is another theory that can explain this called Bandura’s social cognitive theory.

The 5 sub-constructs of managing diversity are: Family Influence,
Socioeconomics, Educational Considerations, Mentor relationships, and Advancement
considerations.

They squarely fit the Bandura social cognitive theory as each of the 3
elements/areas personal, behavioral, and environmental speak to the managing diversity
sub-constructs (Figure 33).

A combination of any of these areas dropped onto managing diversity will bring the scale
back into balance as seen in Figure 33. (Samuel J. Smith. "Social Cognitive Theory",

2017) (Figure 33.)
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Figure 33. The 5 sub-constructs of managing diversity are: Family Influence,
Socioeconomics, Educational Considerations, Mentor relationships, and Advancement
considerations squarely fit the Bandura social cognitive theory as each of the 3
elements/areas personal, behavioral, and environmental.



119

My MD/CC Framework
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Figure 34. Demonstrated in new scale diagram, the “counterweight” of Bandura’s Social
Cognitive Theory is applied to the MD side again evenly balancing the scales of
leadership for managing diversity and cultural competence. (J., Hechavarria 20017)

Practical Implications
There are practical implications that support the gaps in the limited literature

information as well as in the dissertation results.

Implications from this dissertation study can lead to changes in Human Resource
training practices for on-boarding where the company culture is expressed to new
colleagues for the first time.

Updates to Human Resource Employee Resource groups where employees are

given a voice can lead to impactful change and provide a place for senior leadership and
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mid-level managers to engage and give their understanding of specific needs each group
has.

Additionally Human Resource can provide leadership training to address specific
areas of concern as addressed in the results previously presented in this dissertation study.
Study Limitations

Self-Reported Bias

As there was self-reported bias, respondents may have answered questions as to
how they believed their current organizational climates would have wanted them to
respond.

Sampling Bias

Snowball sampling

As snowball sampling was indicated in PI’s IRB application, further recruitment
efforts were limited. Although the use of LinkedIn provided the required population
sample size, it’s sole use was a limiting factor in even greater numbers of potential
respondents.

Other Concerns

Respondents could have had concerns of others knowing their answers despite
discussing anonymity during the recruitment process and anonymity in the letter of
solicitation. Researcher bias was an included element as PI was aware of great concerns
regarding respondents anonymity and therefore did not include geographic demographic
information so as not to un-anonymize any participants. Additionally PI recognized
diversity and inclusion as a politically charged and sensitive topic across organizations

and would be limited in who would participate.
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Additionally the PI recognizes the significance and use of the PoDeMLA was
based on the research conducted during the creation of and the use in the specific sample
population of healthcare related mid-level managers and senior leaders. David Walonick
(2010) (Figure 35) stresses the importance of the PI recognizing these differences and to
be aware of where the PI is in the evolution of the survey instrument creation as the

success of each item in the flowchart depends on the success of each item before it.

Design Methodology

—_— Determine Feasibnliy

l

Develop Instruments

l

Select Sample

l

—r Conduct Pilot Test

l

— Revise Instruments

!

Conduct Research

l

Analyse Data

Prepare Report

Figure 35. Walonick’s Research flow example
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Chapter VI

CONCLUSION

Future Research
This dissertation study was performed as there was limited information in the

literature that could lend practical assistance to organizations in the area of minority
disparities in healthcare organizations. As a result the PI created the PoDeMLA survey
instrument and tested the PoDeMLA survey instrument on a selected population of senior
leaders and mid-level managers that were above the age of 18, English speaking, had
previously worked in or were currently working in healthcare related fields at the level of
Associate Director and above to Chief Executive Officer.

Future research considerations could concentrate on global geographic specificity
and evaluate culture effect as compared to the results of this study. As previously
discussed the area of Patrifocality would be insightful. To revisit what Gilbert (1999)
stated, the understanding of diversity management as a new organizational paradigm
where senior leadership seeks to even the organizational playing field in being more
inclusive of under-represented individuals (Gilbert et al., p. 61, 1999) Namrata Gupta in
2012 addressed the obvious disenfranchisement that female engineering students face
when attempting to break in to the engineering space and be allowed to be successful. “In
India also, engineering has traditionally been regarded as a men’s sphere. In general, the
education of women in India has been influenced by “Patrifocality” (Mukhopadhyay &
Seymour, 1994). “Patrifocality” refers to the kinship and family structures and ideology

that give precedence to men over women” (Gupta, p. 154, 2012)
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Future research considerations could also include studies on any one of the
managing diversity or cultural competence sub-constructs that indicated differences
between the management types. As previously discussed, differences noted for managing
diversity were socioeconomics, educational considerations, and mentor relationships.
Differences noted for cultural competence were cultural imposition, discrimination and
stereotyping. Other study considerations could examine gender specific differences
among mid-level managers and senior leaders across geographic organizations to
determine other underlying causes for disparities that may exist.

Dissertation Significance and Conclusion

This dissertation study was in a topic of great interest to individuals currently
affected by gender, ethnic and cultural differences as is depicted on regular news media
outlets. The current political climate has premeditated the topic of ethnic and cultural
divides in the country as well as organization effects across the United States.

The significance to the PI was to develop a practical, relevant, reliable and valid
tool to assess and understand the effect of positive deviance on minority leadership in
healthcare organizations. Additionally the imperative to demonstrate what the current
trend is with human resource practitioners regarding their perspectives of and
recommendation of the PoDeMLA as they may not reconcile with what mid-level
managers and senior leaders perception was as it related to the constructs of managing
diversity and cultural competence. In conclusion, this dissertation may also aid in further
developing studies analyzing additional needs of diversity practitioners as to what the
relationships between the current practices are against the use of the PoDeMLA as well

as further analyze the direct impact of use of the PoDeMLA tool in organizations.
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APPENDIX A

Agreement for Delphi Process Form



UNIVERSITY.

B P ——

SETON HALL'

it s PP e s b i

AGREEMENT FOR DELPHI PROCESS
SIGN-OFF-SHEET — STEP 1

DOCTORAL CANDIDATE NAME: Jorge Hechavarria

PROJECT TITLE: “Creating and Validating a New Survey Instrument to
Understand the Effect of Positive Daviance on Minority
Leadership in Healthcare Organizations”

| HAVE PARTICIPATED IN SEVERAL DISCUSSIONS WITH MY DISSERTATION CHAIR AND MEMBERS
OFf MY COMMITTEE AND HAVE MY COMMITTEE'S AGREEMENT TO SUBMIT THE DELPHI EXPERT
PANEL AND SURVEY CREATION IRB APPLICATION. THE SIGNATURES HEREIN REFLECT MY
COMMITTEE MEMBERS' SUPPORT OF MY PROPOSED METHODOLOGY.

DISSERTATION COMMITTEE CHAIR: r. Béborah Deluc
COMMITTEE CHAIR SIGNATURE: - M/‘A\

DISSERTATION COMMITTEE MEMBER: Or. Terran€aahil

COMMITTEE MEMBER SIGNATURE; [

DISSERTATION COMMITTEE MEMBER: Dr. Fortunato Battaglia

com MEMBER SIGNATURE: M 7/(/1, /b

ool of Health and Medical Sdences
Depariment of Interprofessional Health Scences zndHuhI\Adminlslnﬂon
Tek: 973,275.2076 = Fax: 973.275.2L7)
400 South Orange Avenue » South Orange, New Jerey 07079 ¢ gradmeded. shu. edu
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APPENDIX B

Seton Hall University

Institutional Review Board (IRB) Approvals

B-1: [10/26/16] Letter from Seton Hall University advising PI
to conduct validity of survey instrument without
requirement of IRB approval because Delphi method
does not fall under the purview of the IRB.

B-2: [11/09/16] Letter from Seton Hall University IRB
granting approval research study and thereby
categorizing it as “exempt”.

B-2: PI “Request for Approval of Research, Demonstration or
Related Activities Involving Human Subjects” Form
signed by IRB Director [11/09/16] and Academic Advisor
[10/12/16]



MM UNIVERSITY.

SETON HALL!/I&

October 26, 2016

Joree Hechuvarria

Dear Mr Flechavurria,

The seton Hall Urniversity [mstilutional Review Beard reviewed vour reseurch proposal entitled
“Craating und Validating a New Survey Instument to Tinderstand the Effect ol Positive
Devignee on Minonty Leadership in Healtheare Organizations™.  The IRB has raised the
following conceens about the sauly:

L. Rescarcher needs to subimit a centifivale of lruming in the cthics of research with huian
subjzets that 1y no older than 2 calendar years

2. Inihe letier of solicitation. the researcher newds 1o correet (A) prammatical errors umler
“ls the swevey anonymoas? and (3] tide of De. Ruozicka {Director, ot Uhair of TRB| us
well as the reason why sumueone would contact her, [ is nod for questions about the
survey but for guestions abowd subjects” rights as human subjects in a research study.
Chive email address for 1R]3,

I Researcher needs w pake a clear statement in the letter of sobicitation under *[s
participation voluntary?™ an how toend partivipation,  For example. should a subject
just close histher browser or are there other steps to be taken?

4. Reseurcher needs to make a clear statement aboud the possibility of hacking under s the

survey anonymeus?"”, not undet “Compensalion™,

Survey dink with statement that elicking on is pivey consent o participate in the study

needs te be the last paragraph of the letter of sulicilition

6. Please submit documen indicating that you seeepl Tinkedin's privacy pelicy Nt

submiit serecn shots;  print ot document,

P How will researcher ensure that his subjects, when fursarding the survey link o others as

purt of snowballing, have accepted Linkedin®s privacy policy?

=

According to federal repulations, you have 30 days from the date of this letter o respond to the
IR stipulations and recommendations, Please address these sssues in s memo sent to the TRHE,
cla Mary F Ruzicka, PhD., Office af the IR, Presidents Hall, Scton Hali University, South
Oratrge, NI 02079,

Offtee of Institutonal Review Board
Presusence Hald » 0001 Sanih Orange A enue - Soul Qange, New Seescy G004 - Tel 0035500804 0 Fux D73 203200 e sl vl

140



141

"The [RB looks forward to your response. Be aware that your proposal is ot approved and you
are nel to initiate the research until formal written approval has been received from the 1RB,
Thank you for your cooperation.

Sincerely, 19

f}LfL%ccf, ?? . p"’—vy,&‘.jﬁ ]
Mary F. Ruzicka, Ph.D.

Professor
Director, Institutional Review 13oard

€C: Dr. Debarah el uca
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N UNIVERSITY.

1
r

SETON HALL!!

Nowveisher 9, 2016

Whippany, NJ 07481
Dear Mr, Hechavarrio.

Fhe Seten Tall Dngversity institutional Review Baard bas reviewed the mformation you
have submitted addressing the converns for vour preposat eotitled *Creating and
Validating & New Survey Instrument o Understand the Tifeet ol Positive Deviance on
Minority Leadership i Heshbeare Organizalions ™ Your research protacol is hereby
acceprod wa revesed wrad i3 cateori o as exeinpl.

Please note that. where applicable, subjects must sign and must be given a copy ol the
seton Hall University current stampud Letter of Solictation ur Consent Fono belore the
subjects’ participation.  All data, as well a5 the investigator's copies of the signed
Consent Forms, must be retained by the principal investigalor tor a period ol at Teast Qe
yeurs foflwing the fermnination of the project,

Sheuld you wish o muke changes to the [RB approved procedures, the following
materials must be submitted for IRB review and be approved hy the [RB prior to bewng
instisuted:

e Dheseription of proposed revisions:

s [fupplicable, any new o revised materids, such as recruionent Hiers, Tetters to
sibyects, or consent doguments; and

o Jfapplicable updated letters of appraval from coaperating institations and 106 3s,

At the present time, there is oo need For Jurther action o your part with the IR0,

S harmony with fedveal regutusions meme of the investiautions or researeh siaff mvodved
it the sty taak pors e fnad decision

Sinverely

) | : f
) ; E&t fini
il gicey Bk gt
Sy "n' N A} A

Mary [ Rusicka, Ph.Lh
Professor
Divectos. Distitutional Revivw Board

ce: Dy Deborabh Delaes

Office of hestliutivnal Review Bogiee

Presidar:s Hall - ¥ Soth Oraepe Avenue - Sicah Drage, New Toewry CT0TY Tl 9703070004 0 T 275 379 DU 0 geese shigotfu
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REQUEST FOR APPROVAL OF RESEARCH, DEMONSTRATION OR
RELATED ACTIVITIES IKVOLVING HUMAN SUBJECTS

All material m

ust be typed

PROJECT TITLE Creating and Vabdating & New Survey [nstniment to Understand the Effact of Positive Daviarce on
Minevily Leadersivp in Heathcare Organizations

CERTIFICATION STATEMENT:

in making this apphication, (jwe} certify ihat l{we] have read and understand Ihe Universidy's policies and procedures
govarning rasearch. devalopmert, and related activibes invotving human sujecls | (wa) shall comply with the letler
and spied of hoge pokcies (we) further acknowladge myiour] ohligafion to {1} abtaln wrdten approval of significant
deviaiong from the ariginady-approved prolocol BEFORE making thoee deviatiens, and {2} reperd immediately al
adverge effects of [hg study an e subjecis 16 e Directar of the Instlutional Review Boarg, Seton Hall Unwersdy,
Sowuth Crange, MJ 07079

’ / October 12, 2016
NV /
m.‘;‘hﬁﬁc: IEREFORPROIECT DIRECTORIS)
Jorge Mechavarria DATE

““Please print or type out names of all researchars below sigratude,
Use separate sheet of paper 4 neceasary =

/

My s ?urdlﬁdrcams that | have rew :“m;t! the atlached matenals of my student advises and consider hem 1o ret
4

1RE standards
V. Z W4 ((/.f/f' /1’/ / - Oclober 12, 2016

R-—SE;«R-:"; |E RS FACULTY ADVISOR [for studend rescarchers only]
Dabarah Det uca, MS, JD DATE

“*Fleass pnnt or type ol narme delow sigoatee™

The request for approval subeuited by P sbove g mr?hw{gj, Wik C siderad by the IRB for Research
Inverving Human Subjects Research at the f zﬂ _meabing,

rhe appb<alion was spproved | “"n/ci approved by the Commiliee Special condilions. wera

were not " gel by Ire IRB (Ay spemal condilons are describud ces the reverse side )
B

/ o N gl
Pty o fleng e 70 f e
ORECTOR, 77 [
y OATE

SETOM AALL UNWERSITY INSTITUTIOMAL
REWIEW S0ARD FOR HURAN SUBJECTS RESEARCH
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APPENDIX C

Delphi Expert Panel Letter of Solicitation
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SETON HALL LUNIVERSITY.

Deiphi Panalisl Letter of Solicitation

DATE: 24JUNE 2016

Dear Delok parelis)

As you xow | am g docloral student al the Schoci of haalth and Medical Sclances at Seton Hall
Uriversty loratec o South Orange M and ©am suirenlly ermbarkag o0 my docloral dsseralen
eniled. "Eyploning the effac) of Positive Dewance If any onodeficsancees "hat may sxsi n mironty
leadersiup in heallhcare orgamzationd © A3 per Cur prdr CAOvErsAl ONs yOou have Bxpressed your sind
willgness and corrmdrerl 0 serve as a member ol my Daeiph parel as an Expert Revewer of my
suregy instn.ment. ntec fhe ‘Foshve Devance Moty Lesdarslng Assessrrant |PaDeMLA) Sirvay
Inglrumeni Mark you for {aking the bme (0 CaLLIEate 0 T0.5 résdw Jrocets as | belwve it ail preduce
d 'ugh geanly survey to te useq iy my ®h (1 dissenation effads upar ¢omalel an of the Delphs revisw

pfoLess

You are an exerulwe and a racogrized expen ir Lhe area redatec lo my asearch projact Becguse of
this, | am canacting you foreally 10 ask f you weuld B2 willing to be a membar of my Delphi Panai as an

Expert Reviewer n tha fisid of diversity and mncius on aad minorlly soaching for the sunvay { am creaing

Thiie i & despanty v oeareily genplognenl a1 leadersnp l2veds in healthcare crgamzal ons in general
and the propacted numbars o minoety empicyses gy ble o enater tha anstuinve rancs are projactad to
mpe ny 2055 tmere s animperative nerd 'or healthcara grganrizalicn seriie manaygarssd o [ scogieg
St U AN rmpdemarl grocessas and ocedures that gr-brane the semenls ano approacnas defined
oy ol devarce and cultural cempalerca in order Lo achieve Lhe goal of tebler naderstanding this
enviraenant | wdl kR cacrssay far me la vahdate my aewly crealec survey ioohin my desirad popliatan

samipe and o daternire ts imtial Cranbach alpha

You dre Derg asked G panoeale nths Qelphe Panel o arder ‘o combined fesdoack la 8 taken
D consataraon Grg ntmalely 19 08 csec o oonslruct the Bnal survey iestiomaer] The survey dsel!
LoMmANs varables 'a te answered an a soale of ey J sogies docshiengly ayes  Dpes ended
questions ard multiple thoiGe ques) ans aoe 350 cunigined i boe Jemogaphic poon ¢ 1he suivey

WHCn | 384 I ywau revew g5 ol for fewdioa b

Trin sarwey wi be dislnou el 08 soowbal 2ameld OF Cerveverce 'n midd # managqeri anad sanwr
leadars 1o leabheae réales argar@al ong o order 10 establsh face and cavtert valdiy | awoud
DU EIe our T v ol the PoDelL S ol for clanily i 1o ersue 1e Quest oes geg aunrapnale As g
PR Tl A0 Shse dssed v D kg ac e ciesliinnacs fon apprepnalenass and clacty
Syt b ot Eisslii aremd Sediva Seceinees
Frepantonea, wl bineprpies smad eakth Sonroce s oad Freaale Sdava e iaagion

0y g et v X 1

G e g o houtl pig 0 I TP B [ SR TR (YO S I T
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Appreciating your time, | ask that you take no mors than feurtesn (14) days to finish this first round of
naviaw.

Upoa recaiving your comment and suggestions from this first round of review, your assessments will
be combined with those of the olhar expert penelmts. | am geeking B0% consensus on gach assessment
of each itam contained in the instrument in the first round, which means agreement among faur aut of fve
(4/5) panefists. This survey tool will then be modified after all responses rarm s axpert panei are
received. Based upon the panel feadback, a second raview will mast likely ba needed. If thal is the case,
I kindly auk for your continued participation. You will receive additionsl instructions and a modified
version of the survey instrurment based on hw congolidated assessments received from all reviewers at
that ime. Additionally, a third review may alse be required, and again, if thés becomes necessary, you
are kindly asked again for your continued assistanca with this madified Delphi process. By the end of the
third round, & reasonably valid 100l should result which will aliow me to seek reliabilily and determine my
Cronbach aipha for this tool in my desired population of middie and senior leaders in healthcara flelds.

Enclosed you will find two documents for your review. The first document containe backgraund
information regarding the problem under consideration for research. This document alsa includes a
worksheet suppoting the deveiopment of ihis instrument and a draft of the ingtrument. The second
document is @ worksheet for your use. In the first step of the Deiphi Review, you es a member of my
expert panel, are to {1) identify items which are ambiguois or unclear, (2) identlfy tems which may be
double-barreled; (3) idantity kems which may lead 10 a biased socially desirable response and (4) review
the order of questions ta reduca order bias; and (5) review the demographic items for approprizteness
and clarity.

Upan completion of the first five steps aforementioned, you are requested to return the warksheat with
commants lo me, the Principle Invastigator (P1), via email. Please return your workaheel with
commentary within fourteen (14) days. Onoe all of the commentaries are received from the expert
rviawers, evizions will be made to the instrument based upon the recommendations of each of the
members of tha expert pane! of reviewers. Consensus of the panel for each question, calculated st BQ%
will be sought, with the majority defined as four aut of five (4/5) panefists in agreement, or 80%. Majority
panel member recommendations will be followed. Should consensus as defined not be achieved for any
itern(s) afer the first review of Mis Delphl process, the documents will be retumed to all panelsts again
for a second mund of review. The difference on Round 2 of the review i that only the question(s) where
consensus i not achieved will be provided for review and comment. Otherwise, the same procedure ag
outiined witl be followed.
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| for Round 1 Delphi:

For the survey enciesed hervin; Please review each variable and maks recommendations in the
comments section. Please consider the following elements in your analysls of these variables:

1 Please complete the Delphi pane! demographic survey for documeniation purposes prior to
cemmenting on the PaDeMLA ool

2  Evaluale each tem for content valdity, | @ does the varighle measare the consiruct as defined x

this survey?

Ideniify tems whach ar® ambiguous or unciear

ldeniify tems which may be double-barceled

lgentity tems wrich may Iaad 10 a response that ¢ socslly desrable

Please raview e order of ilems to reduce order piag and make recommendations

Please also raview the demographic items for appropriateness and make recommendations

survay tha besl asseasment tool for evaluating the effect of positve ceviance for minority (eaders in
healthcare organizations

Your ime, patence, willingness 10 help and atlention is so very mych appreciated Thanrk you!

Sincerely, -

/A
{/ V%% 4

.
i/}.. .
Jarge Hachavaria MBA
dhechOb@amail carn
508-403-5754

Doctoral Candidate, Seton Hail University

School of Health ard Medica! Saences

Freiosures 2 Bachgroandg ‘chormeton with Su-vey

Please fael free to provide any suggestions addibhonal quastions or comments you beheve wit make this
|
wiph Surimy Workanea)
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APPENDIX D

Principle Investigator Created Tool:

The Positive Deviance Management
Leadership Assessment (PoDeMLA)

[First page preview of the PoDeMLA]

For the full survey instrument and/or questions or further information regarding

the PoDeMLA, please contact the PI at drjhechavarria@gmail.com
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APPENDIX E

Principle Investigator Created

Demographic Questionnaire

[First page preview of the Demographic Questionnaire]

For the full questionnaire and/or questions or further information regarding the

PoDeMLA, please contact the PI at drjhechavarria@gmail.com
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APPENDIX F

Delphi Round 1 Survey Worksheet

F-1: Instructions to Delphi Panelists

F-2: Managing Diversity and Cultural Competence sub-
construct terminology for Delphi Panelists with Likert
Scale rating

F-2: Delphi Rount 1 Worksheet page 1

For the survey worksheet questions or further information regarding the

PoDeMLA, please contact the PI at drjhechavarria@gmail.com
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Expert Panel: Please insart a “Y" for Yas or an “N” for No into each slot per question for each variable under the constructs. Pleasa feal frae to
provide commentary pertaining to any queslion for each variahle. Please feel free to pravide any addilional comments, suggestions or questions
{please indicate Lhe exact wording of any questions you suggest and where/whal ccnstrucl the question should be placed with/under) you believe
will enhance the overall quality of this survey. Use as much space as needed. If 8o, please indicate your reasening why 5o that | may understand
and ba able to speak o this modification when | dafand my disseniation work.

Pleass feel frae to commaent or indicate above in any section or by any question if you believe thal the question should be ELIMINATED. If so,
please Indicale your reasaning why 30 {hat | may understand and be abie to speak fo this modification when | defend my dissertation work.

Whera any such madiflcalions may be invoived, It is likely | may choose to eilher eliminate the question entirely or retain & despite the suggeslion
made and thia may be shown n a subsequent round of tha Deiphi sent to you. If this happens | will ba certaln to explain why so that the experts
may make according decisione toward consensus In the subsequent round, Although | am seeking 80% consensus lo keep or eliminate a
questiocn bagad on the panaligl responses, there is a small possibility thal the Pi {along with the rersarch commitlea) may decide to kasp or
eliminate a particular queslion despite attaining 80% consensus from the panel. If this should bappen, this will be noted n the subsequent round
10 the Delphi panel with raticnake as to why the decision was made becauss it is |Ikely fusther clarification or review will be soughl from the
panelists on that particular questionfissue.

Thank you.
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Pagitive Daviance: the observation that in most setiings a few at risk individuals folow uncomman, baneficlal practices and consequently
experlence better oulcomes than Lheir neighbors who share similar risks”. (Marsh, Schrosder, Deardan, J, Stemin, snd M. Stermin, p, 3, 2004)

Marsh, D. R, Schroeder, D. G., Oeardan, K. A., Sternin, J., & Slernin, M. (2004). The power of positive deviance. BMJ, 320,1177-1179.

PO Construct No. 1: Famlly influence: Compiex mulliple factors can contribute lo a professional’s career development and work family
Interface. {Parrone-McGovarn, Wright, Howell, Barnum, 20114)

PO Construct No. 2: Soclo Economic: “Lillle doubl exists that age/grade, gendar and ethnicity are imporiant moderating variables in collage
students’ career devalopment.” (Pation, Creed, Watson, 2003, p. 74 )

PO Construct No. 3: Educational Considerations: An author of sludies in Afluence and Admission staled that “although he wasnl surprised to
find thet affluent students, who presumably have more educational resources, ara mora likely to be admitted lo college, ha was surprisad by how
strong the assoclation is.” (National On Campus Report, 2004, p. 5)

PD Canstruct No. 4: Mentor Relationships: “allhough researchers hava found associalions between natural mentoring refationships and a
variety of positive oulcomes, few researchers have empirically tested a connection between manioring and racie! identily.” (Hurd, Sanchez,
Zimmerman, Caldwell, 2003, p. 74 )

PO Construct No. 5 Definition: Advancement/Same Organization/Other Orgenlzation : “In the Unliad States, woman have attained near
gender aquity at the entry stages in academlc medicine; howaver, progress has been much siower at senior laadership levels. The paucily of
women leaders inhibils the ability of academic medicine to adequately mest the neads of an increasingly diverse body of students, faculty, shaff,
and patients. Research mdicates that until a critical mass of women with sustained success as lsaders is achievad, i} Is unlikely Inat this deficit will
be corected.” {(Maraban, Rogen, Richman, Gleason, 2004, p. 387 )

Culluraj Compstence: A dimension of diversily that Is often characterlzed on various slages is that of cullural compsetence. "The assumption is
that as the organizatipn becomes increasingly cullurally compstent, fs increases or réaches higher slages of inciusion.” (Maldonado, p. 1, 2015)
The direcl companents involved are characterized by four components which are awarensss, atitude, knowledge level and skill set.

Maldonado, M. (2015). Diversity And Inclusion. Leadarship Excellence Essentials, 3X7), 5-8.

€C Construct No. 1: Acculturation: Cansiders the psychological aspacts of inter-cullural conlact hetween two or mose groups thal may lead to
cultural varlations and lnnovative processes. (Chwn, Organiata, & Marin, 2003; Sam & Berry, 2008).

CC Construct No. 2; Gultural Impasition: invasively imparts the central or primary cutural view to individuals and groups. Healthcare providers
musi be cautious In how they share thalr cultural views until the patients’ are better understood. (Giger et al., 2007).

CC Construct No. 3: Cultural Sensitivity: Collural sansitivily Is experienced when neulal language expressed as verbal and nonverbsl




communication reflect sensitivity and polileness towards the diversity of others, (Giger et al., 2007).

CG Construct No. 4: Discrimination: Discrimination results when those who are differant from one’s own background are disrespecied of -ights
and privilages. This may bo evident in diffarent forme auch as agelsm, sexiam, racism, etc. (Purnell, 2008; Andrews & Boyle, 2008).

CC Conatruct No, 5 Stereotyping: Stereolyping can be defined as a prejudiced attitude, conception, opinlon, or bellef often associatad with an

unjustified negalive attituda loward a persan's culural membership, {Giger el al., 2007},

Note: Ihe quastions sre on a 6 and a 3 point likeri scala
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Scalo Scale
1 - Strongly dieagres (SD} 1-Yes(Y)
2-Disagree (D) . 2 = Neutral {0)
3 —Neither apres nor disagras (NAD) 3« Nao(N)
4~ Agren (A)
§ = Strongly agree (SA)
€ Strongly Disagree Strongly Agroe > €« You ——No——————— Not Sura >
e & 0 0 @ - 0 & © ———
Scors:1 2 3 4 § Score: 2 % @ R O ——
Item /Variable Doas it isit Is it doubla Is it Commania:
measure | clear? | barraled? bilased
concept? {a question \hat | through
Ym) (YN} | youches upon socially
more than gne daasirable
issua, yat allows | responga?
) only for one
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answer.) (YN) | {YIN)

PO Construct No. 1: Family lnfluence: Complex mulliple factors can contribute lo a professional’s career development and work family

interface. (Perrone-McGovern, Wright, Hawell, Barnum, 201 14)

1. My parents suggastad my caroar path:
Yes No  Notsure

[ ] L

if yas, plaase answor:

My parents told me what type of echooling to attend post
soecondary education.

Yea No Not sure
[ ] [ ] [ ]

Raltienale: 1e/ Type of Yocallonal school to pursus {6.9., plumbing,
alactrical trades, HVAC, eic)

Tzinar, A., Lobsrman, G., Daked, Z., & Sharoni, G. {2012}, The
influance of the parent offspring relationship on young people's
career preferences. Reviala De Psicologia Del Trabajo y De Las
Organizaciones, 28(2), 89-n/a

Authors Tziner st al, 2012 cita thal there could be an associalion
betwaen high qualily parent child relationships and the parent's
career choices related (o future preferences. *Research has shown
thal young adults speak most frequently about career issues wilh
thair parents (Oto, 2000), and name parenis as a major influence
during aducational and career transliions (Mortimer, Zimmer-
Gembeck, Holmes, & Shanahan, 2002) and the choice of a
vocalion.” (Tainer ol al, 2012, p. 100)

©2016 J. Hechavarria
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APPENDIX G

Delphi Round 2 Survey Worksheet Feedback
Single Example
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28 Tt was suggested by an expert{s) that the following question:

8. 1 grew apowith older siblings,

Sa. L grew up with yeunger siblings

8b. I was an ondy child

Sc. I grew up with mudnple siblings. Please fill in swhat rank you were in age order,

The following recommendations were made:

1) I thought this set of questions regarding siblings a bit repetitive.
23 Isu't this redundant with the questions above” You counld skip them and just ask
this last one. Make the first part ves'no and then the second as .

Proposed rewrite:

S. [ grew up with multiple siblings, Please fill in wlat rank vow were inage order,

INSERT THE AGE PROGRESSION SO IT IS CONMPLETE

Make change as per expert(s)’ recommendatiot
[eave this statement guestian as onzinally proposed

Additional comments
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APPENDIX H

Letter of Solicitation to Survey Participants
via LinkedIn Social Media
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Good morning . it is great to connect with you. | am
conducting my dissertation survey and | would greatly benefit
from your participation and sharing it with those you feel
would be interested as well (associate director and above).
Please share as bce so participants don't see who else
received it.

Important PhD Survey on Management Diversity & Inclusion
https://Inkd.in/dk_bMpT

Stncerely.
Jorge
Jorge C. Hechavarria B.S.. MBA PhD (candidate)
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Date: 12DEC2016
Dear Healthcare Professional,

My name is Jorge Hechavarria. | am a student at the Seton Hall University School of Health and Medical
Sciences PhD program. | am conducting a research study entitled, “Creating and Validating a New Survey
Instrument to Understand the Effect of Positive Deviance on Minority Leadership in Healthcare
Organizations” and am looking for participants for my study.

What is the Purpose of the Study?

You have been identified as someone that works with or in the healthcare industry. The purpose of this
study will be to analyze the issue of minority population disparities in healthcare organizations in positions of
leadership that has been recognized as a growing concern in the United States and with predictions of
increasing minority populations’ growth, such as the Latino community. This study will facilitate intervention
to address these concems, through the creation and validation of the PoDeMLA (“Positive Deviance
Management Leadership Assessment”) tool. As such your participation in your professional field is
paramount in collecting helpful data.

What is the Study Procedure?

You are being asked to complete the survey if you fit the requirements or “inclusion criteria”. The
requirements include being an Associate Director or above to CEO/President and/or Board member and you
work in or closely work with the healthcare community. You may complete the survey by clicking the link
below. This study will also be utilizing a recruitment technique known as snowball sampling. This means
you are encouraged to forward this message to colleagues that fit the criteria for inclusion. Anyone that fits
the criteria may participate and complete the study survey even if you decide not to. The attached link is not
unique to you. it may be forwarded to anyone. No record will be kept regarding whether or not you
completed the survey nor will a record be kept of who you forwarded it to. Completing the survey will take
approximately 10 — 15 minutes. You can take as much time as you would like to complete it.

Is participation voluntary?

Your participation in this research study is completely voluntary. You may decide not to participate at any
time. If you choose not to participate, you will not be penalized nor lose any benefits to which you are
otherwise entitled. By clicking the link below, you acknowledge that you are providing your consent to
participate in this study. Once you have completed the study, SurveyMonkey ® will take you to a
SurveyMonkey ® thank you page where you can then close your browser and end participation.

Is the survey anonymous?

Your identity will not be collected as part of this study. Your name, email address, and other specific
personally identifying information will not be collected. There will be no records identifying you, specifically.
All of your answers will be recorded anonymously. There will be no way to contact you or link your answers
to you. If you forward the survey to others, no specific personally identifying information will be collected
from them. The research data may be published upon completion of the study. [fit s, it will not identify an
individual.

As there is with anything online, there is the risk, although remote, of hacking.

What will happen to the study data?

The study data will be kept confidential to protect its integrity. The data will be stored on a USB drive. The
USB drive will be locked in a safe in the office of the principal investigator. The principal investigator, Jorge
Hechavarria, will have access to all of the data for a period of up to three years after the end of the study.
After that time, the research data will be destroyed.

What are the Risks and Benefits to participating in this study?

There is no foreseeable risk or discomfort anticipated by your participating in this research study. There are
no proposed of foreseeable direct benefits to you by participating in this research study. The results of this
research study, however, will help members of the aforementioned affected group and managers of those
groups advance knowledge and skill sets toward this area of concern.

Compensation.
There will be no monetary or any type of compensation for participating in this research study.
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Can | request further information?

If you decide you have an interest in learning more about Positive Deviance and Managing Diversity, please
feel free to contact me through the office of Dr. Deborah A. DeLuca, Dissertation Chair in the Department of
Interprofessional Health Sciences and Health Administration in the Seton Hall University School of Health
and Medical Sciences, at 973-275-2842, Deborah.deluca@shu.edu. Additionally, Dr. Mary Ruzicka,
Director, Institutional Review Board, in the Office of the IRB at Seton Hall University, may be reached at
973-313-6314. You may send questions about subjects’ rights as human subjects in a research study by
email to: irb@shu.edu.

Ways to participate in this research study

Please feel free to ask other professionals that you know to participate in this survey. Additionally, if you
choose not to answer the survey questions, but know colleagues that might be eligible or interested, please
pass this survey link onto them. | appreciate your time and attention in advance. The questionnaire is
available via Survey Monkey® electronic survey.

The survey link to my study is:

Email link: https://www.surveymonkey.com/r/jhechavarria

By accessing and completing the PoDeMLA and demographic surveys through the link listed here, you are
conveying your informed consent to participate in this study.

Thank you for considering participating and contributing to my dissertation research. Your time and
attention are greatly appreciated.



163

APPENDIX I

Privacy Policy
Linkedln ™ Social Media



m Welcome! ! Linkedl»

We work with developers to build
Platform Applications using our

developer tools. YWhether you use
Platform Applications is up to you

If you have given a Platform
Application access to your Linkedin
account, you can revoke that
permission anytime Also. you can opt
out of providing Information o
developers through your connactions

We conduct our own surveys and polis
and also help third parties do this type
of research. Your participation in
surveys or polls is up o vou You may
also gpt out of getting invitations o
participate In surveys

https://www.linkedin.com/legal/privacy-policy
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APPENDIX J

Federalwide Assurance (FWA) Letter for Pl
from Employer Celgene Corporation
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Celgens Corporation
200 G el Trive
Aunhikey Heghss, tlIOFI2

March 18, 2015

Jorge Hechavarria
Assoclate Director. U.S. REMS Quality Operations
Health Sciences Leadership student School of Health & Medical Sciences, Seton Hall University

Dear Jorge :

You and | discusged your PhD pragram IRB requirements recently during our one on one
meeling. As such, you stated that you require verification that there is no on campus IRB or
other approval body on campus that is required for you to move forward with your research
project, which is entitled, Exploring the effect, if any, of positive deviance on deliciesncies that
may exist in minority leadership in heallhcare organizations.

At this time | am able to confirm that there is in fact no IRB ar ather approval body on campus
nor requirements needed for you to run your study as Seton Hall Universily sees fil. Additicnally
you stated you will not be running any part of your study here on campus and therefore there is
no formal or informal appraval required fram us. Furthermore, Celgene Corporation will accept
Seton Hall Univeraity's IRB approval of your research study.

Good luck in your research endeavors.

Should your IRB need to valdate this infarmation 1 can alse be reached via my signature
contacts.

Best Regards,

Paul B. Shechan

Senicr Director, Risk Management Operations U.S. REMS
Celgene Corporation

200 Conneil Drive, Berkeley Heights, N.J., 07922
008-679-1909

psheehan@celgene.com
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