




Praise for The Psychology of  Diversity

This volume, more than any volume I know of, anchors our understanding of  diver-
sity in science and rational thought. Coming in these times of  pushback against many 
things diversity, it is an inspiration, a beacon of  hope that science and rigorous 
thought can deliver our society to a better future. It is a classic that deserves broad 
attention for a long time to come. 

Claude M. Steele, Professor emeritus, Department of Psychology, Stanford 
University and author of Churn

At a time in history when the very concept of  diversity is under attack, The Psychology 
of  Diversity stands as a vital source of  clarity and insight. The book unravels the real-
world implications of  diversity and inequality, exploring how they shape the lived 
experiences of  countless individuals. While public figures try to dismiss the impor-
tance of  studying social inequities, The Psychology of  Diversity confronts these 
issues head on and provides an essential resource for anyone seeking to navigate the 
evolving landscape of  diversity in the modern day.

Stephanie A. Fryberg, James E Johnson Professor of Psychology and founding 
Director of the Research for Indigenous Social Action and Equity Center, 

Northwestern University

This is the most comprehensive survey of  diversity since the groundbreaking Jones 
Prejudice and Racism volume, the undisputed bible of  the field for decades. The 
Psychology of  Diversity, authoritatively written by some of  the field’s foremost leaders, 
will rightfully serve as the go-to resource for students, researchers, and practitioners 
alike, to meet the challenges of  the 21st century. This book provides a shining light 
of  faith in science to inform and human capacity to grow. The Psychology of  Diversity 
is much needed always but especially now.

Professor Susan Fiske, Eugene Higgins Professor, Psychology and Public 
Affairs, Princeton University

Once again, these distinguished authors have created the essential source for under-
standing what diversity is, why it matters, and how it can be nurtured and put to good 
use. They acknowledge the controversies swirling around diversity—the ideas, the 
program, the solutions—and meet them head on. The scope of  the book is excep-
tional; they range from the smallest factors inside the head to the sweep of  society 
and history. They range from the simply interpersonal to global forces, and use a 
coherent framework across levels. This is a likeable, readable book, suitable for col-
lege classes, as a resource for diversity professionals, as a general education for impor-
tant policy matters.

Chris Crandall, Professor of Psychology, University of Kansas



As a long-time user of  Psychology of  Diversity by Jones, Dovidio, and Vietze, I was 
excited to hear of  a new edition. My excitement paid off. The new edition is vastly 
updated to reflect the new research coming out. As with the previous edition, the 
book takes a strong theoretical approach that allows the reader to understand the 
psychology revolving around diversity. I love the conscious attention to the chal-
lenges and opportunities that diversity brings to society. I particularly appreciate the 
broad perspectives taken in this book. The book seeks to understand how diversity is 
perceived from both majority and minority viewpoints. Finally, the book goes beyond 
merely documenting problems. It seeks to provide a roadmap for solutions. I highly 
recommend this book to a broad range of  readers

Michael Zarate, Professor, Department of Psychology, University of Texas,  
El Paso

The authors rise to the moment by providing a definitive resource for researchers, 
students, policy-makers, community-leaders, and the general public on the psychol-
ogy of  diversity. This evidence-based review examines basic processes that are trig-
gered when encountering people who are different from them in a variety of  ways 
(such as based on race, ethnicity, gender, religion, ability, or sexual orientation) and 
when they experience being treated with bias by others because of  their differences. 
The authors elevate the discussion of  equity, diversity, and inclusion (EDI) above the 
current divisive political discourse and actions by providing the science of  EDI that is 
critical to overcoming challenges to diversity, to achieving positive and equitable out-
comes in society, and to navigating our everyday lives. This state-of-the-art book is 
essential to an understanding of  modern-day diversity.

Kerry Kawakami, Walter Gordon York Research Chair in Equity and Diversity, 
Department of Psychology, York University
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This is the second edition of  The Psychology of  Diversity. The world has changed 
dramatically since the first edition was published a decade ago. Barack Obama was 
the president of  the United States Donald Trump was elected in  2016 and Joe Biden 
in 2020. Now, in 2025, Donald Trump returns as president of  the United States. The 
diversity challenges remain, and its benefits may be more difficult to attain.

Demographic changes among US citizens and unprecedented rates of  immigra-
tion here and globally make our social worlds dramatically more diverse. Despite, or 
perhaps because of, the increase in diversity, the challenges to diversity, equity, inclu-
sion, and belonging have escalated. Many responses to these diversity shifts reflect 
increased resistance to diversity. In many political and social domains, actions against 
the interests of  members of  diverse groups and persons new to the United States 
have risen substantially. The United States is not the only country experiencing such 
changes. They are happening in many countries around the globe. The diversity 
divide that we discussed in the previous edition has grown broader and deeper.

These changes and challenges occur in the context of  increasing political polariza-
tion. We were convinced by these conditions to revisit the first edition and update 
what we know about diversity and how we address it in this new climate. This second 
edition goes further than the first edition’s subtitle, “beyond prejudice and racism.” 
Significant obstacles to diversity remain, and its issues and concerns are far more 
complex. Research-based evidence—facts—are more critical than ever as a founda-
tion for debates and informed approaches to and decisions about diversity. We aim to 
answer questions such as why diversity is inevitable, essential, and worthwhile; what 
policies and organizational structures are best suited for a diverse world; and how 
can we make diversity a reality that brings us together and makes us stronger, rather 
than fractures our society.

Preface



xii  Preface

This edition is not simply an updated version of  the first edition, though we have 
substantially updated the research that is the foundation for the book. Over the past 
decade, diversity has expanded, and so has the research literature. Diversity ideas and 
programs have dramatically altered our social world and become more central to our 
consciousness, as well as controversies. This edition considers current controversies 
and conflicts that surround diversity, as well as the cutting-edge research that exam-
ines them. We have also included new chapters to reflect topics of  current and 
emerging concern, such as immigration, racial and ethnic disparities in health and 
healthcare, coping and resilience in the face of  adversity, and interventions to 
effectively reduce bias and promote diversity. Beyond updated and new content, this 
edition reflects the evolution of  our understanding of  diversity-related processes. 
This edition presents a more expansive view of  the psychology of  diversity, is 
more  international in scope, and is more integrative in its analyses. A core theme 
throughout this edition is that the consequences of  diversity and the conditions in 
which diversity can benefit everyone depends on the interactions across multiple 
levels—individual, institutional, and cultural influences.

What Is This Book About and Who Is It For?

Increasingly, diversity is a fact of  life in the United States and globally. The Psychology 
of  Diversity: Beyond Prejudice and Racism (2nd edition) examines the challenges created 
by differences among us and the opportunities these differences offer for building 
more robust, more effective institutions and full participation of  all members of  
society. This book examines the challenges diversity poses socially, culturally, and 
psychologically and how people, if  they choose to, address and benefit from those 
challenges. The book is mainly for students in classes on prejudice, stereotyping, and 
discrimination; multiculturalism and society; and intergroup relations. It should also 
appeal to a broad audience of  people who are interested in understanding social 
diversity. This includes policy-makers, organizational and community leaders. The 
coverage is evidence-based, presenting the facts as we currently know them. These 
facts tell a story that we attempt to recount about past, present, and future aspects of  
diversity and its challenges and opportunities in everyday life.

What Is the Purpose of This Book?

The purpose of  The Psychology of  Diversity is to help people understand how differ-
ences among people produce a broad array of  psychological responses that deter-
mine how they are perceived and the effects they have. Diversity does not solely focus 
on the experiences of  members of  selected traditionally disadvantaged groups or 
people who bring different values and cultures to new countries when they immigrate, 
but diversity encompasses and affects us all. People usually find comfort in being 
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around others similar to themselves and seek support for their views of  the world 
and their place in it. We document that sharing varied perspectives, talents, and 
worldviews benefits human interaction and institutional performance.

We also discuss the resistance that diversity elicits and the benefits of  overcoming 
it. Additionally, we focus on approaches that have been shown to produce positive 
outcomes and help us benefit from what makes us different from one another. This 
challenge of  diversity is not simply to control or manage it; it is to understand and 
collectively draw strength from it. Increasing diversity is inevitable. We present 
research, case studies, and historical illustrations to show that by understanding diver-
sity, we can more constructively navigate our everyday lives and prepare, individually 
and socially, for a more diverse, interdependent, and complex world.

What Is Special About This Book?

This book is subtitled Beyond Prejudice and Racism and devotes considerable attention 
to the problems of  prejudice and discrimination toward diverse groups. The chapters 
in this book also discuss how to approach solutions to these problems and describe 
research that identifies techniques for improving intergroup relations. How individu-
als cope with stigma and discrimination and the threats they pose to their psycho-
logical and physical well-being is another focus of  the current edition. We not only 
examine how people cope with and adapt to adversity posed by bias against them, 
we  also consider their resilience and the contributions they make to a humanly 
diverse world. Moreover, this book goes beyond prejudice and discrimination to 
emphasize how understanding diversity offers unique insights and opportunities to 
better prepare people for a diverse society.

The story of  diversity and its challenges is both broad and complex. This book 
can’t tell it all, so it has particular emphases. The book is primarily social psychologi-
cal in its orientation, but we consider how historical, political, educational, economic, 
and societal factors shape how people think about and respond to diversity. The 
multilevel approach spans the micro- to the macro-levels of  research, the neurosci-
ence of  prejudice through the sociology and politics of  diversity. Our discussions 
primarily center on racial and ethnic biases in the United States, partly because most 
research on these topics is based on people from the United States. In this edition, we 
expanded our coverage, in part because more research is available to address issues 
that affect sexual minorities, persons with disabilities, and immigrants. Social identity 
is also a recurring focus because it is a source of  diversity, a basis of  bias and discrimi-
nation, and a psychological and social resource for coping and resilience for all groups. 
Increasingly, these identities intersect within individuals (i.e., intersectionality) and 
between groups.

We also believe that understanding the challenges of  diversity requires consider-
ing the particular historical, political, institutional, societal, and cultural context in 
which individual-level biases are embedded. To tell that story within a limited 
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number of  pages, we have used race and ethnic relations within the United States as 
a thematic case study. However, we do not limit our discussion to these issues. We 
examine the implications of  other “isms” (e.g., sexism, heterosexism, weightism) and 
phobias (e.g., homophobia, Islamophobia), and the global nature of  diversity issues. 
Finally, we have included evidence-based examples of  how to approach differences 
that effectively bring people together for mutual benefit.
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Framing Diversity
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Chapter 1

We hold these truths to be self-evident, that all men are created equal, that they are 
endowed by their Creator with certain unalienable Rights, that among these are Life, 
Liberty and the pursuit of  Happiness.

Declaration of  Independence,  
July 4, 1776/National Archives

Major American businesses have made clear that the skills needed in today’s increasingly 
global marketplace can only be developed through exposure to widely diverse people, 
cultures, ideas, and viewpoints. High-ranking retired officers and civilian military lead-
ers assert that a highly qualified, racially diverse officer corps is essential to national 
security. Moreover, because universities, and in particular, law schools, represent the 
training ground for a large number of  the Nation’s leaders, … the path to leadership 
must be visibly open to talented and qualified individuals of  every race and ethnicity. 
Thus, the Law School has a compelling interest in attaining a diverse student body.

Human capital, Justice Sandra Day O’Connor
Grutter v. Bollinger (2003)

Psychology of Diversity
Challenges and Benefits

Introduction� 4
Beyond Prejudice and Racism� 5
Perspectives on Diversity� 6
Diversity Benefits and Challenges� 13
Goals and Organization of  the Book� 17
Summary� 22

0005956561.indd   3 5/16/2025   9:12:43 AM



4  Psychology of Diversity

We are proud to be a leader in the fight against DEI since the ideology from which it 
flows conflicts with America’s founding principles—constitutional government and 
equality under the law. These are the things we believe in. Without them there is no 
America. You cannot have those things with DEI …. Repeatedly and in public we make 
these arguments to preserve justice, competence and the progress of  science.

Claremont Institute, Upland, California

Introduction

This book is about diversity of  those characteristics or qualities of  experience that 
make us different from one another. Race, ethnicity, and gender are the most common 
differences that are mentioned in diversity conversations. But diversity is much more 
than demographic differences. We are different by virtue of  our country of  origin, 
our culture, sexual orientation, age, values, political affiliation, socioeconomic status, 
and able-bodiedness. Our psychological tendencies, abilities, or preferences are also a 
source of  human diversity.

There are more than eight billion people on the planet, and each person is uniquely 
different from every other. Diversity is a global reality. Diversity becomes significant 
in Germany and the Netherlands when increasing numbers of  immigrants arrive 
from Turkey, Africa, and South America. African, West Indian, and South and East 
Asian immigrants diversify the United Kingdom and Canada. Sub-Saharan Africans 
immigrate to South Africa and challenge locals for jobs and opportunities. Ethnic 
differences in the Pacific Islands, Eastern Europe, Canada, and many countries of  
Africa highlight both differences and similarities.

To this, we add the pressures created by trying to meld the diverse countries of  
Europe into a common union, the European Union (EU). Differences in politics, 
economic policy, cultural traditions, and religious beliefs challenge the fabric of  a 
common identity. All of  these diversity trends reflect global dynamics of  difference. 
A recent Google search of  the term diversity yielded 229,000,000 hits, evidence of  its 
relevance to our everyday experiences. So how can we possibly address diversity of  
this magnitude in this book?

Our approach is to narrow it down. In this book, we examine diversity primarily 
with respect to racial and ethnic differences, although gender, religion, ability, and 
sexual orientation are also important parts of  the diversity story. Diversity, and how 
people respond to it, depends on the history, economics, and politics of  a society and 
the psychology of  its members. Although we focus primarily on diversity in the 
United States, we also present examples from other countries that broaden our 
understanding of  diversity.

Fundamentally, diversity is about differences between and within individuals, insti-
tutions, and societies. This book focuses on the psychology of diversity—basic psy-
chological processes that are triggered when we encounter people who are different 
from us in significant and salient ways or experience being treated differently by others 
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because of  their social status. We further explore the dynamics of  mental representa-
tion and social interaction across individuals, institutions, and cultures and how differ-
ential bases of  power, privilege, and status affect these interactions. Finally, we identify 
the effects of  diverse contexts on the thoughts, actions, and feelings of  people in them.

This book invites you to learn more about what is meant by diversity, our psycho-
logical responses to it, what we know about human behavior and diversity, and how 
it impacts us as people and as a nation. Although diversity often offers opportunities 
for positive benefits, it is not just any differences that are beneficial. We do not want 
more felons or bullies among us. But other things equal, we believe that diversity 
of  perspectives, experiences, talents, and backgrounds can enrich most contexts, 
institutions, and relationships.

However, as we show in later chapters, there is a general human tendency to avoid 
differences or react negatively to them. Moreover, when we focus on differences, 
we often fail to appreciate the similarities among us. These biases occur at all social 
levels: (a) individual attitudes and behavior, (b) institutional policies and programs, 
and (c)  cultural beliefs and practices that often lead to biases in relationships and 
in  institutions. Two of  the major challenges of  diversity in everyday life are 1) 
understanding and reducing the many biases that hinder the creation and support 
of  effective diversity in groups, institutions, organizations, and societies, and 2) 
maximizing the benefits of  diversity and to minimizing the difficulties and adverse 
effects growing diversity can produce.

Beyond Prejudice and Racism

Prejudice and discrimination are significant barriers to beneficial diversity ( Jones, 
1997). However, as this book’s subtitle—Beyond Racism and Prejudice—indicates, this 
book is about much more. Eliminating racism and prejudice, even if  it were possible, 
is not enough. We also consider what can be done to better achieve the positive 
potential of  human diversity. But what does it mean to go beyond prejudice and 
racism?

Beyond has several meanings—something that is further away, after a specified 
period of  time, to a greater extent, or apart from or separate from. It is principally in 
the last sense of  additional or separate from that we use the term beyond. Prejudice 
and racism are, by all accounts, undesirable and something to “get beyond.” To get 
beyond it, though, you have to take it into account, as Justice Blackmun advised. So, 
in this book, we take prejudice and racism into account, and describe its negative 
effects, and some ways to counteract them. But we also consider that diversity is 
something additional or separate. Diversity is not something to get beyond, but 
something to seek with a positive motivation. Justice Sandra Day O’Connor argued 
that diversity was a compelling interest in higher education, and we take that same 
viewpoint with regard to our society. In its separateness, we consider that diversity 
produces different challenges and offers significant benefits.
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But to realize how to achieve those benefits, we need a different analytical para-
digm ( Jones & Dovidio, 2018), one that is responsive to the multiplicities of  diversity 
and the various challenges they pose.

Diversity paradigms allow for integration of  perspectives and experiences and 
enable complex and competing possibilities and influences to be integrated into a 
holistic solution—a both/and perspective. Further, diversity paradigms offer the abil-
ity to reconcile diverse needs, aspirations, perspectives, and experiences of  different 
people into a working engagement that allows each to contribute to the whole, while 
maintaining their distinctive individual and social identities.

Sturm, Eatman, Saltmarsh, and Bush (2011) refer to this diversity objective as full 
participation—“an affirmative value focused on creating institutions that enable 
people, whatever their identity, background, or institutional position, to thrive, real-
ize their capabilities, engage meaningfully in institutional life, and contribute to the 
flourishing of  others” (p. 3). Prejudice and racism are integrally connected to diver-
sity, but they are not the same thing. This book presents broad empirical and theoreti-
cal analysis about each and how they intersect.

Perspectives on Diversity

This book acknowledges and represents several important perspectives on diversity. 
Here are brief  accounts of  some of  the important diversity perspectives.

Behavioral Science of Diversity

Although we draw on work from a range of  disciplines, we approach diversity 
primarily from the perspective of  psychology, hence The Psychology of  Diversity. 
Psychology emphasizes the central role of  individual perceptions of, and reactions to, 
diversity. We consider research from the microlevel of  neuroscience, which studies the 
structure and function of  the brain and its relation to behavior, and to macrolevels of  
social and political psychology, which examine how our identification with various 
groups influences how we respond to others. The scope of  our perspective is broad. 
We also consider institutional and cultural influences on diversity. Nevertheless, con-
sistent with our psychological perspective, we discuss how historical events, institu-
tions such as the legal system, and culture affect responses to diversity by shaping the 
way people think, feel, and act.

We adopt the general framework of  diversity science in our analysis of  the psy-
chology of  diversity (see Plaut, 2010). According to Plaut, a diversity science should 
(a) avoid employing and perpetuating an abstract conception of  race; (b) locate the 
sources of  inequality not only in individual minds but also in the practices, policies, 
and institutions that they create; (c) unearth cultural ideologies that help perpetuate 
systems of  inequality; (d) interrogate the mask of  privilege that Whiteness carries; 
(e) investigate the perspectives of  both minority and majority groups in dynamic 
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interaction; and (f ) document the experiences of  groups beyond the Black–White 
binary. In this way, Plaut argues, diversity science will be able to provide descriptions 
of  diversity-related psychological processes.

Diversity Within Diversity

All members of  diverse groups are not alike; far from it. Diversity is not sufficiently 
captured by looking at racial, ethnic, or cultural groups as a whole. Not only is there 
diversity between groups, but there is also substantial diversity within groups. Moreover, 
individuals belong to multiple diversity groups. Think about yourself. You have a gen-
der, cultural background, sexual orientation, age, way of  thinking, and so forth. You 
belong to multiple groups that, taken together, reflect the diversity of  US society. Of  
course there are even more groups that you may belong to, such as student, team, 
organization, occupation, neighborhood. So, the concept of  diversity gets rather com-
plicated. The fact that each of  us belongs to multiple diversity groups complicates any 
consideration of  diversity but must be incorporated into our understanding of  it. There 
is, therefore, diversity “within” and “between” people or groups. We are a diverse soci-
ety, and within the customary demographic markers, there are even more layers of  
diversity.

Here are some examples. Asians from Korea are different from those from Japan, 
who are different from those from China, and a multitude of  diversity exists within 
each of  these Asian groups. Southeast Asians from India are different from persons 
from Malaysia, Vietnam, Cambodia, and so on. Whether they are first- or second-
generation immigrants to the United States also matters. The so-called “model 
minority” label, Asian or Asian American, covers a broad spectrum of  socioeconomic 
statuses, languages, cultures, and immigrant statuses (Sue, Sue, Sue & Takeuchi, 
1995). Latine people are considered an ethnic group in the US Census, but they may 
be of  any race—Black, White, Asian, Native American—or have ancestry from, for 
example, Mexico, Central or Latin America, Spain, Puerto Rico, or Cuba. They may 
live in the southwest, on the west coast, the east coast, or the southeast, each with 
different challenges and presenting a different cultural context. Like members of  all 
other groups, they vary by sexual orientation.

While we frequently discuss Black–White relations in this book, it is also impor-
tant to keep in mind the diversity within both of  these groups. Black people are 
young and old, rich and poor, immigrant and native-born. They may live in Black 
urban environments or Black suburban enclaves or integrated suburban settings. 
Robinson (2011) describes this diversity as comprising at least four groups: (a) main-
stream, the middle-class majority with a full ownership stake in American society; 
(b) emergent, persons of  mixed-race heritage and communities of  recent Black 
immigrants; (c) transcendent, a small elite group with substantial wealth, power, 
and influence; and (d) abandoned, a minority with defeatist dreams and pessimistic 
hope. According to Robinson, these “four Black Americas are increasingly distinct, 
separated by demography, geography and psychology  …  leading separate lives” 
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(Robinson, 2011, p. 5). Touré (2011) goes further to describe 40 million ways to be 
Black based on the uniqueness of  each and every Black person.

White people, too, are rich and poor, urban and suburban, well-educated and not, 
gay and straight, and members of  many different ethnic groups, such as Italian, 
Polish, or German. A psychology of  diversity includes White people as a diversity 
group and recognizes diversity within that group. American Indians are from differ-
ent nations, live in different parts of  the United States, and have different traditions 
and needs. They too vary in socioeconomic status, acculturation, and sexual orienta-
tion and physical ability status.

Finally, a large and growing number of  people consider themselves to be of  mixed 
race/ethnicity, a group also richly diverse as described for the other groups we men-
tion. By 2050, one in five Americans will describe themselves as multiracial (Lee & 
Bean, 2012). And we add one further wrinkle: diversity exists not only between and 
within groups—reflecting ways in which they are different from one another, but 
also within each individual—reflecting the diversity of  experience, identity, and con-
sciousness of  each person. So, when we talk about diversity, it is not one thing but 
many. The challenges our society faces in making a harmonious mixture are enor-
mous. This book cannot “solve” these challenging diversity perspectives and issues. 
We can, however, share psychological research findings that shed light on the 
challenges and provide some answers to some of  our questions about diversity.

We do not want to leave you with the impression that diversity is only about prob-
lems and difficulties. Diversity among us in a variety of  settings creates opportunities 
and often better outcomes. So, the challenges of  diversity are not only to lessen the 
adverse impacts and meet the problems that diversity presents, but to capitalize 
on  the opportunities that multiple perspectives, different experiences and talents, 
understandings, and even hunches or intuitions can offer.

Diversity, Division, and Discord

The social and political divides that are increasing in countries across the globe 
typically involve intense rhetoric, escalating conflict, and feelings of  moral outrage, 
which frame situations as right versus wrong, and often good versus evil. The psy-
chology of  diversity offers a different and, hopefully, more productive perspective. 
Often, the psychological processes of  people on opposite sides of  the divide are not 
that different. A deeper understanding of  the psychology of  diversity has the poten-
tial to take what often drives us apart and redirect these processes to bring us 
together—to appreciate what we have in common while respecting our differences. 
Diversity does not have to divide us; it can make us all stronger.

The power of  the psychology of  diversity is that it offers important insights into 
both what motivates people to engage in movements, as well as to participate in 
countermovements. The psychology of  diversity requires understanding both. 
Several recent theories identify perceptions of  injustice as a key driver of  collective 
action, which is coordinated action by individuals with a common purpose, to 
achieve a common objective, typically to address unfair treatment (Agostini & van 
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Zommeren, 2021). Decisions to engage in collective action depend on belonging to a 
social group that experiences injustice and/or identifying with that group. The con-
tinuing effects of  social bias, and minoritizing and marginalizing experiences of  
groups, can be catalysts for collective action. But there is an important caveat and 
sobering reality. Collective action may be galvanized on both sides of  divisive per-
spectives or experiences, and collective action by one group can trigger collective 
reaction by another group, thus escalating conflict and deepening the divide (Thomas 
& Osborne, 2022).

Diversity, Equity, and Inclusion (DEI) may seem, at first glance, to be an admirable 
goal—helping, including, and providing people opportunities to achieve their poten-
tial seems good for them and something that will ultimately benefit all of  us. But it is 
not so simple. Diversity as an idea, structure, and programmatic practice has become 
embroiled in political arenas. It is clear that there is no widespread agreement that 
increasing diversity is desirable, and that the means of  achieving it are acceptable. 
Most people agree that it is important to ensure equitable treatment and opportunity 
across social identity groups. However, diversity has fallen into the political divide. 
DEI is under attack. Figure 1.1 is a photograph of  books taken from the Gender and 
Diversity Center at New College in Florida, put in a dumpster, and subsequently 
burned in a landfill.

By 2023, legislatures in three states (Texas, Florida, and Utah) approved bans on 
DEI efforts in higher education and public offices, and 10 additional states had such 
bills passed in at least one state legislative chamber (Adams & Chiwaya, 2024). Also, 
by 2023, 28 states had adopted measures that prohibited teaching Critical Race 
Theory (Buchholz, 2023).

Figure 1.1.  Books on diversity and gender taken from the library at New College in Florida and 
taken to be burned at a landfill.
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Important challenges to diversity include how to: elevate diversity above the divi-
sive political discourse and actions; demonstrate how social bias critically impedes 
positive diversity outcomes; and how to achieve positive diversity outcomes in insti-
tutions, organizations, businesses, and communities and society. This book does not 
provide a blueprint for how this can be done, but it does offer well-researched evi-
dence that helps guide how we can approach this complex and important issue.

Diversity, Equity, and Equality

We believe in merit, equality of  opportunity, and fairness. But accomplishing all of  
these is challenged by historical patterns of  advantage and disadvantage, and ongo-
ing biases. Many of  these biases occur without awareness or intention.

Take a moment and think about the social groups with which you identify and 
their relative position in the US social hierarchy. Do you belong to or identify with 
groups that have traditionally been disadvantaged? Groups that have been advan-
taged? Do you believe that you may be advantaged by virtue of  not being disadvan-
taged? In those instances, disadvantage is hidden. People’s understanding of  
advantages and disadvantages is often limited to what is salient. So, calling attention 
to yourself  or your group may be a way to transform disadvantage into advantage.

This book addresses many questions you have probably thought about as you 
have experienced a variety of  diverse settings and situations.

•	 When people disagree about the value of  increasing diversity, what do they disa-
gree about?

•	 Does diversity mean the same thing to members of  underrepresented groups and 
well-represented groups?

•	 How can we really be fair to everyone when our society is so diverse?
•	 Do racism and prejudice remain factors in race relations in the United States, or 

are we now a post-racial society?
•	 What kinds of  diversity strengthen an organization, institution, or society?
•	 How do we balance an emphasis on what we have in common with what makes 

us different?
•	 Where does individual bias come from? What role does culture play?
•	 Are the historical disadvantages or advantages for some groups perpetuated 

today? If  so, does it continue? Can anything be done about this?
•	 Is it fair to consider race or ethnicity or gender in college admissions? Is it fair not to?
•	 Is it really true that diversity benefits all?

You may have a number of  other questions about diversity and more may come 
as you read this book. We address all of  these questions in one form or another, based 
on the research evidence to date. Try to remember them—write them down, in 
fact—so that when you finish reading this book, you can determine if  your questions 
have been answered or if  you have new questions you would like to have answered.


