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Organizations are actively seeking strategies to manage diversity as workforce demographics shift.  Work group culture is a powerful force in determining work group interactions and as a result “changes embracing workforce diversity can run into a barrier at the level of organizational culture” (Miller & Rowney, 1999 p. 28). Developing effective diversity strategies requires an understanding of the role that work group culture plays in employee and organizational outcomes. 
Thomas and Ely (1996) and Dass and Parker (1999) have identified four diversity paradigms: resistance, discrimination and fairness, access and legitimacy, and learning and effectiveness. Further, Thomas and Ely’s (2001) qualitative study indicated that those diversity paradigms had different effects on the functioning of work groups. Although, these diversity paradigms represent a promising conceptual framework for investigating the role of work group diversity culture, to date, no scale to measure the four diversity paradigms has been developed.   
In the current study, we developed a scale to operationalize the four types of work group diversity culture based on Thomas and Ely (1996) and Dass and Parker’s (1999) paradigms. We generated 33 items and tested them with a sample of managerial and non-managerial employees (N = 51; mean age = 43; mean years of work experience = 17). The final scale (24 items) consisted of four subscales measuring resistance (6 items, Cronbach α = 0.81), discrimination and fairness (5 items, Cronbach α = .53), access and legitimacy (6 items, Cronbach α = .64), and learning and effectiveness (7 items; Cronbach α = .80). 
The new measure of work group diversity culture will allow future researchers to quantitatively examine the impact of work group diversity culture on work group outcomes such as task conflict, emotional conflict, communication, and creativity as well as individual outcomes such as commitment and turnover.  The results of such studies will advance our understanding of the dynamics of diversity and help organizations to better manage their diverse workforces.  
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