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Abstract 

In this era of globalization, workplace diversity has become the salient aspect of any 
organization. It helps to increase productivity, efficiency and maintain a positive work 
environment within the organization. The study assessed the attitude difference that managers 
come across and how to get benefited from the diversity in the workforce. The investigation 
was set out to find the relationship between openness to diversity and managerial attitude, 
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based on the data collected from 213 managers of the companies working in Riyadh, Saudi 
Arabia. The hypotheses are used to guide the study and are tested using ANOVA. The result 
revealed that there exists a relationship between the manager’s demographic factors, like 
nationality, and the attitude towards managing the workplace. Organizations will look at the 
numerous benefits of this research and explain the managers’ attitudes towards managing the 
multicultural workforce diversity in Saudi Arabia and its benefits within the company with 
different expertise to do the task in an effective and efficient manner. Thus, this research will 
benefit the organizations by explaining the managers’ attitudes towards managing the 
multicultural workforce and also showing how diversity can lead to perform a task in an 
effective and efficient manner. 
Keywords: Diversity management, Managers attitude, Human resource management, 
Workplace diversity, Organisational psychology 
1. Introduction 
Diversity management has a vital role to play in today’s organization life, with an increase in 
the globalization for greater workforce diversity (Williams & O’ Reilly, 1998). Diversity 
management is being defined in various ways. The term diversity management refers to a 
systematic and planned commitment to recruit and retains employees from diverse 
demographic backgrounds (Hiranandani, 2012). Diversity management can be a little more 
than proportional representation of various demographics and social groups in the workplace. 
According to Williams & O’ Reilly (1998), diversity is defined as the extent of cohesiveness 
among team members on specific demographic dimensions, how ethnicity is explained and 
its impact on team process and performance. Further, diversity should understand various 
viewpoints and their approach to work so that members of different identity can group together 
(Ely & Thomas, 2001; Kamal & Ferdousi, 2009). Recent studies have highlighted that group 
diversity attitude have increased group outcomes. Today’s workforce is a blend of people from 
different backgrounds who are connected by sharing attitudes, languages, desires and work 
behaviour (Deluca & McDowell, 1992; Morrison, 1992; Rosen Lovelace, 1991). 
According to Fujimoto, Hartel and Hartel (2004), the diverse groups will have higher decisions 
effectiveness when showing positive diversity attitudes. Diversity is now considered as a vital 
aspect of business strategy and hence is now being incorporated in most companies, as it helps 
in increasing productivity and improving the quality of management (Meena & Vanka, 2013). 
The agglomeration of people will perform better when openness to diversity is high. It is 
observed that a pleasant working atmosphere will enhance the effectiveness among the team 
members and have a comparative advantage over others. The recent research on understanding 
the role of group member attitudes regarding diversity and in particular understanding the 
factors that affect the cross-cultural management has enhanced productivity. (Hobman et al., 
2004; Richard, Barnett, Dwyer, & Chadwick, 2004). As the System Theory suggests, any 
change in the organization will trigger changes in the major components, which will try to 
manage the human factor in the organization such as the demographic of the workforce. 
Managing diversity is based on the diversity approach, which emphasizes that people are an 
important resource needed to acquire and achieve a competitive advantage that will benefit the 
organization. Hence, the approach that emphasizes on managing diversity appropriateness will 
enable fairness by changing the structure, policies and practices in the organizations, thereby 
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creating equality in the workplace. So, diversity is considered as a source of competitive 
advantage to the organization and performance. This will help to manage the diverse workforce 
to increase its effectiveness by changing organization’s practices or attitudes of the people 
(Meena & Vanka, 2013). Therefore, to increase competitive advantage and performance in the 
adverse workforce, the managers' attitudes towards the team should be positive.  
The hypothesis will examine the effect of diversity attitudes among the managers' leadership 
skills in the multicultural organization. Many researchers have expressed their need for more 
research on diversity aspects. Cummings (2004) has come up with new studies on what types 
of diversity will affect the multicultural organization. Hence, the research question that guides 
this study is – what will be the influence of demographic variables towards the attitude in the 
leadership skills? 
In this study, we have focused on companies in Riyadh, Saudi Arabia. The companies in 
Riyadh have been recruiting and retaining international staff from around the globe. The 
managers in these companies have to deal with different ethnicities of people and to make 
them work on the project or tasks. Some studies revealed that attitudes towards the 
international members are not so widely accepted (Skachkova, 2007; Wells, Seifert, Park, 
Reed, & Umbach, 2007). This will affect the employee’s productivity and effectiveness to do 
their tasks in a proper way. Therefore, the attitude towards the employee diversity will affect 
the effectiveness and productivity of the organization. Hence, it is assumed that a sound 
environment in the organization will aim for effectiveness, productivity and ultimately 
competitive advantage (D’Netto & Sohal, 1999).  
2. Literature Review 
It is believed that effective management of diversity can recognize different people around 
the sphere with different backgrounds, cultures, languages and experiences that can bring 
new ideas to the workplace. Organizations are at a competitive advantage when they have a 
diverse workforce. It enables the companies to tap into diverse capabilities; however, it is 
only possible to get the maximum benefit when the diversity is well managed (Meena & 
Vanka, 2013). According to Walter and Cookie (2001), the diversity management can be 
distinguished by hard approach or soft approach. Hard approach emphasizes on the 
workforce as an important source of resources through which the organization achieves 
competitive advantage, whereas soft approach is an emphasis on workforce attitudes, its 
commitments, involvement and communication towards the development of the organization. 
It is a practice in the multinational companies to employ diverse people so that with this 
diversity the multinational companies can perform better and would have a comparative 
advantage in terms of dealing with the clients.  Diversity will help the company to achieve 
their business objectives while maximizing the contributions of employees (Cornelius, 1999). 
One of the specific notions of the diversity management concepts is that the diverse 
workforce in terms of demographic factor dimensions as gender, race, social background, age, 
and ethnicity will create productiveness and also create synergies that surpass the potential of 
a homogeneous workforce. 
Employees from varied cultural backgrounds get an equal access to opportunity and also to 
required preparation for future demanding assignments (Loden & Rosener, 1991; Morrison, 
1992; Schreiber et al., 1993). Working with diverse people using their languages and attitude 
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will involve creativity to contribute their common goal in a  way that gives an organization a 
competitive edge (Derseky, 1994; Fernandez, 1993; Morrison, 1992). A strong correlation is 
being shown between good diversity practices and profits (Hayles & Mendez, 1997). This has 
increased creativity; better problem-solving and reaching for better solutions (Adler, 1986) 
and hence to get benefited, diversity should be managed effectively.  
The foundation for effective management strategies for diversity lies in the relationship 
between three variables; the type of diversity (race, gender, function and others), initiatives 
for diversity management (recruitment management, management policies, sensitivity 
trainings and others) and work-related outcomes (Pitts, 2006). There have been very less 
attempt to establish a theoretical framework to understand the impact of diversity on the 
organizations (Selden & Selden, 2001; Soni, 2000; Thomas & Ely, 1996). There are some 
theoretical researches that try to find the connection between attitudes and integration (Soni, 
2000). Thus, managers think that it is inappropriate to manage something that is more 
important than diversity. Therefore, change in diversity in the workplace is more imperative 
than the manager’s attitude towards diversity practices in their organization. 
Several studies have attempted to understand the culturally diverse workforce that can lead to 
improved performance (Linnehan & Konrad, 2005). The best way to increase the success of 
managers in diversity management can be explained by understanding the attitude towards 
diversity management. The diversity management in the organization on the managerial level 
that is being laid down by Adler and Gundersen (2007) proposes six guidelines for managers 
by describing the process of implementation as (pp. 145-147): 
Task-related selection  
The manager should ensure that the team he selects is based on the abilities rather than 
ethnicity and should ensure that it is homogeneous in ability levels for accurate 
communication and heterogeneous attitudes to ensure a solution to the problems. 
Recognize the difference 
The manager should recognize the cultural differences and should accept the cultural 
differences rather than rejecting it. Once the managers recognize the actual difference, they 
can also differentiate their stereotypes from the actual personalities and behaviours of team 
members.  
Establish a vision 
The manager needs to help the team to maximize its effectiveness to transcend individual 
differences. It will focus on collaborating and cooperation that will decrease prejudice and 
increase mutual respect. 
Equalizing power 
Managers should distribute power based on the ability of each member not based on 
preconceived gradients of relative cultural superiority. 
Mutual Respect  
Managers should ensure the equal status, close contracts, and cooperative efforts that will 
help to attain the common goal. 
Feedback  
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Managers should understand the value of feedback. External feedback will help the manager 
to see as a team and help the team to value its diversity, recognize contribution and trusts for 
the collective judgment. 
Managers constantly balance the divergence and convergences while gathering new ideas 
from the team member to make an agreement on particular decisions and actions, which is 
not an easy task to manage. The most diverse team will have the potential to become more 
effective and productive team in the organization. Diversity management practitioners and 
organizations who address the diversity hold a variety of perspectives and paradigms about 
diversity management. De Rosa (1992) has mentioned six different approaches to diversity 
that are as follows: 
Affirmative action/equal employment opportunity (AA/EEO): It makes sure that the 
company is following the set rules and regulations  
Valuing differences: It enables an appreciation of human differences by enhancing personal 
and interpersonal awareness. 
Managing diversity: It enhances productivity, thereby profiting the organization 
Intercultural relations: It leads to a better understanding of human differences based on 
interpersonal communication.  
Prejudgment reduction: It involves minimizing bias and stereotypes and bringing about 
healing and reconciliation by way of personal and interpersonal awareness. 
Anti-racism / anti-oppression, liberation theory: All levels of human systems are provided 
with social justice and systematic change. (DeRosa, 1992). 
Thus, diversity management is originated from four different frames of references, which is 
stated by Brazzel (2003). The four different frames of reference for diversity management 
dimensions are- 
Areas of Human Differences – It is categorized in different ways by various researchers and 
is called as dimensions of diversity. Dimensions are categorized into two primary differences 
and secondary differences. The primary differences include race, gender, sex, physical and 
mental ability, ethnicity and age while as the secondary differences include religion, class, 
income, and education. 
Aspects of Human Experience - People are different from each other in their thinking, 
response, ideas, behaviour, attitudes, and core values. These responses are the aspects of 
human experience, which is defined as ‘reality’. The aspects of human experience, when it 
combines with areas of human differences are also a part of the dimension of diversity. 
Levels of Human System – The diversity issues have often been addressed at the individual 
level, involving personal, interpersonal work on the issues. The experience of an individual is 
combined with the involvement and membership in dominant and marginalized groups, 
organization and society.  
Elements of Culture – Different individuals have different cultures and also apply to group 
cultures, organizational cultures, and national or societal cultures. The elements of culture 
difference are power status, authority, leadership, language, time, space, intimacy, law, 
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regulations, rules, norms, structures, values, beliefs, assumptions, rewards and punishments, 
and spirituality. 
Therefore, diversity is being created by different social identity categories with similarity and 
dissimilarity. This has created three different dimensions of diversity, primary dimensions, 
secondary dimension and tertiary dimensions shown in Table 1. Thus, this study uses 
social-demographic traits as independent variables to operationalize the diversity as a fixed 
individual or group essence and encompassing a mix of human differences and similarities 
along any dimensions (Mazur, 2010). 
 
Table 1. Dimensions of Diversity 

Primary Dimensions Secondary Dimensions Tertiary Dimensions 

Race 
Ethnicity 
Gender 
Age 
Disability 

Religion 
Culture 
Sexual Orientation 
Thinking Style 
Geographic Origin 
Family Status 
Lifestyle 
Economic Status 
Political Orientation 
Work Experience 
Education 
Language 
Nationality 

Beliefs 
Assumptions 
Perceptions 
Attitudes 
Feelings 
Values 
Group norms 

Source: Mazur (2010). 
 
The requirement in the present scenario for diversity management is to strive towards 
maximizing the benefits of workforce diversity. From the previous research, different 
researchers have found that higher ethnic diversity will cause better financial performance. It 
will also have the potential to create a competitive advantage and have effective management 
with a better return on investment. Therefore, the study aims to test the model that will reflect 
the managers' attitudes towards diversity and perform its leadership skills with the hypothesis: 
H1: There is a relationship between nationality of managers and attitude  
H2: There is a relationship between age of managers and attitude 
H3: There is a relationship between the gender of managers and attitude 
H4: There is a relationship between the civil status of managers and attitude 
H5: There is a relationship between education attainment of managers and attitude 
H6: There is a relationship between length of services of managers and attitude 
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3. Research Methodology 
3.1 Sample Selection  
The sample was collected using random sampling from the managers working in the 
companies based in Riyadh, Saudi Arabia. Data were collected using a structured 
questionnaire where every manager took 15 minutes to complete the survey. The survey was 
distributed to 350 managers working with the companies based in Riyadh. 224 complete 
surveys were collected, and only 213 were used for the analysis purpose; in order to ensure 
accurate analysis after performing the missing data, outlier and normality test. The 
questionnaires that were fully completed make up to 61% return rate.  
3.2 Data Collection, Instruments, and Analysis 
The questionnaire used in this study consisted of two major sections, demographic and 
leadership skills adopted by the managers in the workforce to achieve their organizational 
objectives. The research instrument used in this study comprised of a structured close-ended 
questionnaire with a list of answer options based on a six-point Likert scale (1=very 
ineffective, 2=ineffective, 3=less effective, 4=moderately effective, 5=effective, 6=very 
effective). 
The descriptive analysis was used to analyse the socio-demographic profile of the 
respondents and further, the data were analysed using ANOVA and correlation to determine 
the effect on socio-demographic and managers' attitudes in dealing with a diverse workforce 
to achieve the organizational objectives. 
4. Findings and Discussion 
4.1 Socio-demographic Profile of Respondents 
Descriptive analysis was used to analyze the socio-demographic profile of the respondents, 
which comprised of nationality, age, gender, marital status, education level, lengths in the 
service. Based on Table 2, there were 139 (65.3%) of Saudi nationality, 30 (14.1%) of 
Egyptian nationality, 16 (7.5%) of Pakistani, 10 (4.7%) of Indian nationality and nationality 
from Jordan, Syrian and Lebanese, which compromise around 18 (8.5%) in the study. There 
were 209 (98.1%) male respondent and 4 (1.9%) female respondents. The respondents were 
categorized into five groups, namely less than 29 years old, between 30-34 years old, 35-39 
years old, 40-49 years old and above 50 years old. The majority of the respondents was 
categorized between 35-39 years old (30%). Most of the respondent 176 (82.6%) is married, 
and only 37 (17.4) respondent is single. 114 (53.5%) respondent is college graduates, and 69 
(32.4%) of the respondents have 5-9 years of service. 
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Table 2. Sample distribution across different Background Variables - Managers 

Respondent Profile Frequency (n=213) Percentage % 

Nationality    

Saudi 139 65.3 

Pakistani 16 7.5 

Egyptian 30 14.1 

Indian 10 4.7 

Others 18 8.5 

Age   

Less than 29 24 11.3 

30 – 34 55 25.8 

35 – 39 64 30.0 

40 – 49 48 22.5 

50 and Above 22 10.3 

Gender   

Male 209 98.1 

Female 4 1.9 

Civil Status   

Married 176 82.6 

Single 37 17.4 

Education Attainment   

High School Graduate 11 5.2 

College Undergraduate 13 6.1 

College Graduate 114 53.5 

Master Degree 62 29.1 

Others 13 6.1 

Length of Service   

Below 1 Year 3 1.4 

1 – 4 29 13.6 

5 – 9 69 32.4 

10 – 14 49 23.0 

15 – 19 31 14.6 

20 and Above 32 15.0 
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4.2 Assessment of Reliability 
Cronbach’s (1951) alpha coefficient was used to test the reliability of the scale. Table 3 
shows the reliability value as 0.870. According to Nunnally (1978), the reliability of 0.70 or 
higher is acceptable. The questionnaire was administered face to face for the first time to 
make them understand the purpose of the study and was given time to send the responses 
later through e-mail or by post. 
 
Table 3. Reliability Test of 213 Respondents 

 Cronbach’s Alpha  No of Items 

 0.870  6 

 
Table 4 shows the mean score of attitude which was 4.73 out of 6.00 and thus signifying that 
managers in Riyadh are having a higher behaviour attitude towards the employee working in 
the organization. 
 
Table 4. Mean score of attitude 

 
Mean Std. 

Deviation

ATTITUDE SCORE* 4.73 1.23 

1 Manager treats each employee as an end rather than as a means to an end 
[MGMTRT] 4.60 1.223 

2 Does not dismiss or downgrade other culture values [CULVAL] 4.66 1.141 

3 Does not regard his culture as superior to the other's culture [SUPCUL] 4.71 1.317 

4 
Minimizes ethnocentrism among members in a  diverse workforce, thus 
conflict  within the organization was minimized  or avoided 
[MINETHO] 

4.79 1.224 

5 Understands the employee's individual differences [EMPIND] 4.80 1.111 

6 Treats all employees equally regardless of their Nationality, gender, age, 
religion, and social organization [EMPEQU] 4.84 1.343 

n=213; * Measured by 6 individual items. 
 
Table 5 represents the intercorrelations among all the variables used in the present study. It is 
apparently showing that the 6-item measures of attitude towards managing the team was 
significantly associated with one of the five demographic variables. The correlations between 
managers’ attitudes were significant at 0.01 significance level, which confirms that the effects 
will be controlled for a positive correlation. The strongest correlations were between age and 
length of services (r = 0.676, p<0.01).  
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According to Table 5, age is significant with nationality (r=-0.135, p<0.05) is negatively 
correlated. Civil status is significant with age (r=0.450, p<0.01) and gender (r=0.210, p<0.01) 
and is positively correlated. Educational attainment is significant with age (r=0.177, p<0.01) 
and length in services is significant with age (r=0.676, p<0.01), civil status (r=0.426, p<0.01) 
and education attainment (r=0.135, p<0.05) is positively correlated and whereas attitude is 
significant with civil status at (r=0.148, p<0.05) which is positively correlated.  
The outcomes show that a positive correlation will have relatively high scores on one variable 
to a low score, which are paired with relatively high scores on the other variable and whereas 
on the negative correlation shows that high scores on one variable are paired with relatively 
low scores on the other variable. 
 
Table 5. Correlation Table for the relationship between demographic factors and attitude 

 Mean S.D. Nationality
Age 
(In 

Years)
Gender Civil 

Status
Educational 
Attainment 

Length of 
Service Religion

Nationality 1.84 1.313        

Age (In Years) 2.95 1.162 -.135*       

Gender 1.02 0.136 -.035 -.083      

Civil Status 1.17 0.380 -.009 -.450** .210**     

Educational 
Attainment 3.27 0.863 -.118 .177** .000 -.104    

Length of 
Service 3.81 1.309 -.098 .676** -.059 -.426** .135*   

Religion 1.08 0.304 .104 .025 -.036 .002 -.076 -.044  

Attitude 
Composite 

Score 
28.22 5.865 .092 -.117 -.052 .148* .078 -.065 -.023

*. Significant at 0.05; **. Significant at 0.01. 
 
Table 6 shows the ANOVA analysis for nationality with test statistics of F (26,186) = 1.65, 
p<0.05. The F statistics are significant at the 0.05 level, and hence we reject the null 
hypothesis and conclude that there is a significant difference among managers. However, the 
other demographic factors are not significant. 
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Table 6. ANOVA analysis of demographic factors with attitude 

 Sum of Squares df Mean Square F Sig.

Nationality 

Between Groups 68.472 26 2.634 1.651 .031

Within Groups 296.777 186 1.596   

Total 365.249 212    

Age (In Years) 

Between Groups 29.477 26 1.134 .821 .717

Within Groups 256.955 186 1.381   

Total 286.432 212    

Gender 

Between Groups .485 26 .019 1.008 .459

Within Groups 3.440 186 .018   

Total 3.925 212    

Civil Status 

Between Groups 3.572 26 .137 .947 .543

Within Groups 27.000 186 .145   

Total 30.573 212    

Educational Attainment 

Between Groups 15.936 26 .613 .804 .739

Within Groups 141.877 186 .763   

Total 157.812 212    

Length of Service 

Between Groups 40.139 26 1.544 .889 .624

Within Groups 322.969 186 1.736   

Total 363.108 212    

Religion 

Between Groups 2.250 26 .087 .926 .572

Within Groups 17.393 186 .094   

Total 19.643 212    

 
Thus, the Table 7 shows the summary results of hypothesis, which indicates the relationship 
between demographic factors and the manager’s attitude. 
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Table 7. Summary results of hypothesis 

Hypothesis Statement Results

H1 There is a relationship between nationality of managers and attitude  Accept

H2 There is a relationship between age of managers and attitude Reject 

H3 There is the relationship between the gender of managers and attitude Reject 

H4 There is the relationship between the civil status of managers and 
attitude 

Reject 

H5 There is a relationship between education attainment of managers and 
attitude 

Reject 

H6 There is a relationship between length of services of managers and 
attitude 

Reject 

H7 There is a relationship between nationality of managers and attitude  Reject 

 
5. Conclusions 
Diversity management has the potential to play a significant role in today’s environment. It is 
obvious that diversity management at some level requires the leadership style that fully 
recognizes and embraces the ability to make it to the next step. Each diversity management 
should be customized to fit the actual situation by accepting the diversity that is increasing in 
all areas of the world.  
Shore (2009) stated that the employee with different nationality are being grouped together 
and can have marginalization, assimilation, separation, and integration. The assumption of an 
integrative approach will help the different nationals to assimilate the values, beliefs and 
ideologies and will have positive outcomes. Thus, a diverse workgroup comprising of 
employees from different nationalities can strongly influence the social, organizational, group 
and individual outcomes (Cox et al., 1991).  
The results show that the present study has some support for demographic factors towards the 
manager’s attitude of the diverse employees. It found a systematic difference in nationality 
towards the manager’s attitude in managing the team. It is recognized that the factors such as 
nationality, age, gender, civil status, education attainment, length of service and religion are 
the factors that may be systematically associated with the differences in managers' attitudes 
towards managing the team. However, several factors that were expected to influence the 
manager’s attitude in managing the team were found to be irrelevant. With regards to 
nationality, the result shows that manager’s attitude towards different nationality of 
employees will have an effect on the attitude of the managers in managing the employee.  
The result displays that the attitude of the managers towards managing the diverse workforce 
is only governed by the nationality. National diversity in the organization is considered as an 
optimistic view. The optimistic view is derived from social identity, and similarity attractions 
paradigms that can assume an individual to have a preference for own group (Shore, 2009). 
The earlier study that has discussed on cultural diversity which actually happened because of 
different nationality employees in the workforce has found that the effect of cultural 
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homogeneity on individual effectiveness and group performance was not consistent and it 
also influenced organizational outcomes.  
Thus, diversity is typically viewed as something to deal with or manage in both research and 
practice which is clear from the study that there are core human issues of respect, dignity, and 
clear values at the managerial as well as the organizational level that will not be tied to the 
demographic or cultural attributes (Shore, 2009). Thus, the findings suggest that managers 
who are working with the companies in Riyadh have the perception that promoting different 
nationality in the workplace will help to keep the workplace more pleasant and competitive. 
Thus, managers and employees play an important role to diffuse the knowledge and skills in 
the workforce to have better performance in a diverse team. 
References  
Adler, N. J. (1986). Cultural synergy: managing the impact of cultural diversity. The 1986 
Annual: Developing Human Resources, pp. 229-38. 
Adler, N. J., & Gundersen, A. (2007). International dimensions of organizational behavior. 
Cengage Learning. 
Brazzel, M. (2003). Historical and theoretical roots of diversity management. Handbook of 
diversity management: Beyond awareness to competency based learning, 51-94. 
Cornelius, N. (1999), Human Resource Management: A Managerial Perspective, Thomson 
Business Press, Cornwall. 
Cronbach, L. J. (1951). Coefficient alpha and the internal structure of tests. Psychometrika, 
22(3), 297-334. http://dx.doi.org/10.1007/BF02310555 
Cox, T. H., & Blake, S. (1991). Managing cultural diversity: Implications for organizational 
competitiveness. The Executive, 45-56. http://dx.doi.org/10.5465/AME.1991.4274465 
Cummings, J. N. (2004). Work groups, structural diversity, and knowledge sharing in a 
global organization. Management science, 50(3), 352-364. 
http://dx.doi.org/10.1287/mnsc.1030.0134 
Deluca, J. M., & McDowell, R. N. (1992). Managing diversity: a strategic ‘grass-roots’ 
approach. In S. E. Jackson (Ed.), Diversity in the Workplace: Human Resources Initiatives, 
Society for Industrial and Organisational Psychology - The Professional Practice Series, 
Guildford Press, New York, NY. 
Deresky, H. (1994). International Management: Managing Across Borders and Cultures, 
Harper Collins College Publishers, New York, NY. 
DeRosa, P. (1992). Six approaches to diversity training in the workplace (unpublished report). 
Randolph, MA: Cross-cultural Consultation 
D'Netto, B., & Sohal, A. S. (1999). Human resource practices and workforce diversity: an 
empirical assessment. International Journal of Manpower, 20(8), 530-547. 
http://dx.doi.org/10.1108/01437729910302723 
Ely, R. J., & Thomas, D. A. (2001). Cultural diversity at work: The effects of diversity 
perspectives on work group processes and outcomes. Administrative science quarterly, 46(2), 
229-273. http://dx.doi.org/10.2307/2667087 
Fernandez, J. P. (1993). The Diversity Advantage, Lexington Books, New York, NY. 



Journal of Social Science Studies 
ISSN 2329-9150 

2015, Vol. 2, No. 2 

http://jsss.macrothink.org 342

Fujimoto, Y., Härtel, C. E., & Härtel, G. F. (2004). A field test of the diversity-openness 
moderator model in newly formed groups: Openness to diversity affects group decision 
effectiveness and interaction patterns. Cross Cultural Management: An International Journal, 
11(4), 4-16. http://dx.doi.org/10.1108/13527600410797918 
Hayles, R., & Mendez, R. A. (1997). The Diversity Directive, McGraw-Hill, New York, NY. 
Hiranandani, V. (2012). Diversity Management in the Canadian Workplace: Towards an 
antiracism approach. Urban Studies Research. http://dx.doi.org/10.1155/2012/385806 
Hobman, E. V., Bordia, P., & Gallois, C. (2004). Perceived Dissimilarity and Work Group 
Involvement The Moderating Effects of Group Openness to Diversity. Group & Organization 
Management, 29(5), 560-587. http://dx.doi.org/10.1177/1059601103254269 
Kamal, Y., & Ferdousi, M. M. (2009). Managing Diversity at Workplace: A Case Study of hp. 
ASA University Review, 3(2), 157-170. 
Konrad, A. M., Prasad, P., & Pringle, J. (Eds.). (2005). Handbook of workplace diversity. 
Sage. 
Loden, M., & Rosener, J. B. (1991). Workforce America! Managing Employee Diversity as a 
Vital Resource, Business One Irwin, Homewood, IL 
Mazur, B. (2010). Cultural diversity in organisational theory and practice. Journal of 
Intercultural Management, 2(2), 5-15. 
Meena, K., & SitaVanka, J. (2013). Diversity Management and Human Resource 
Development–A Study of Indian Organizations. Pacific Business Review International, 5. 
Morrison, A. M. (1992). The New Leaders: Guidelines on Leadership Diversity in America, 
Jossey-Bass Publishers, San Francisco, CA. 
Nunnally, J. C. (1978). Psychometric theory (2nd Ed.). New York: McGraw-Hill. 
Powell, G. N., & Butterfield, D. A. (1994). Race, gender and the glass ceiling: an empirical 
studyof actual promotions to top management, paper presented at the annual meeting of the 
Academy of Management, Dallas, TX 
Pitts, D. W. (2006). Modeling the impact of diversity management. Review of Public 
Personnel Administration, 26(3), 245-268. http://dx.doi.org/10.1177/0734371X05278491 
Richard, O. C., Barnett, T., Dwyer, S., & Chadwick, K. (2004). Cultural diversity in 
management, firm performance, and the moderating role of entrepreneurial orientation 
dimensions. Academy of Management Journal, 47(2), 255-266. 
http://dx.doi.org/10.2307/20159576 
Rosen, B., & Lovelace, K. (1991). Piecing together the diversity puzzle. HR Magazine, 36(9), 
78-84. 
Schreiber, C. T., Price, K. F., & Morrison, A. (1993). Workplace diversity and the glass 
ceiling: practices, barriers, possibilities. Human Resource Planning, 16(2), 51-69. 
Selden, S. C., & Selden, F. (2001). Rethinking diversity in public organizations for the 21st 
century moving toward a multicultural model. Administration & Society, 33(3), 303-329. 
http://dx.doi.org/10.1177/00953990122019785 
Shore, L. M., Chung-Herrera, B. G., Dean, M. A., Ehrhart, K. H., Jung, D. I., Randel, A. E., 
& Singh, G. (2009). Diversity in organizations: Where are we now and where are we going? 



Journal of Social Science Studies 
ISSN 2329-9150 

2015, Vol. 2, No. 2 

http://jsss.macrothink.org 343

Human Resource Management Review, 19(2), 117-133. 
http://dx.doi.org/10.1016/j.hrmr.2008.10.004 
Skachkova, P. (2007). Academic careers of immigrant women professors in the US. Higher 
Education, 53(6), 697-738. http://dx.doi.org/10.1007/s10734-005-1976-4 
Soni, V. (2000). A twenty‐first‐century reception for diversity in the public sector: a case 
study. Public Administration Review, 60(5), 395-408. 
http://dx.doi.org/10.1111/0033-3352.00103 
Thomas, D. A., & Ely, R. J. (1996). Making differences matter: A new paradigm for 
managing diversity. Harvard business review, 74(5), 79. 
Walter, G., Stephan & Cookie, W. S. (2001). Improving Intergroup Relations. London: Sage 
publication. 
Wells, R. S., Tricia, S., SuEuk, P., Eric, R., & Paul, U. (2007). Job satisfaction of 
international faculty in US higher education. Journal of the Professoriate. 
Williams, K. Y., & O'Reilly, C. A. (1998). Demography and diversity in organizations: a 
review of 40 years of research. Research in Organizational Behavior, 20, 77-140. 
 

Copyright Disclaimer 

Copyright reserved by the author(s). 

This article is an open-access article distributed under the terms and conditions of the 
Creative Commons Attribution license (http://creativecommons.org/licenses/by/3.0/). 

 

 



<<
  /ASCII85EncodePages false
  /AllowTransparency false
  /AutoPositionEPSFiles true
  /AutoRotatePages /All
  /Binding /Left
  /CalGrayProfile (Dot Gain 20%)
  /CalRGBProfile (sRGB IEC61966-2.1)
  /CalCMYKProfile (U.S. Web Coated \050SWOP\051 v2)
  /sRGBProfile (sRGB IEC61966-2.1)
  /CannotEmbedFontPolicy /Warning
  /CompatibilityLevel 1.4
  /CompressObjects /Tags
  /CompressPages true
  /ConvertImagesToIndexed true
  /PassThroughJPEGImages true
  /CreateJDFFile false
  /CreateJobTicket false
  /DefaultRenderingIntent /Default
  /DetectBlends true
  /DetectCurves 0.0000
  /ColorConversionStrategy /LeaveColorUnchanged
  /DoThumbnails false
  /EmbedAllFonts true
  /EmbedOpenType false
  /ParseICCProfilesInComments true
  /EmbedJobOptions true
  /DSCReportingLevel 0
  /EmitDSCWarnings false
  /EndPage -1
  /ImageMemory 1048576
  /LockDistillerParams false
  /MaxSubsetPct 100
  /Optimize true
  /OPM 1
  /ParseDSCComments true
  /ParseDSCCommentsForDocInfo true
  /PreserveCopyPage true
  /PreserveDICMYKValues true
  /PreserveEPSInfo true
  /PreserveFlatness true
  /PreserveHalftoneInfo false
  /PreserveOPIComments false
  /PreserveOverprintSettings true
  /StartPage 1
  /SubsetFonts true
  /TransferFunctionInfo /Apply
  /UCRandBGInfo /Preserve
  /UsePrologue false
  /ColorSettingsFile ()
  /AlwaysEmbed [ true
  ]
  /NeverEmbed [ true
  ]
  /AntiAliasColorImages false
  /CropColorImages true
  /ColorImageMinResolution 300
  /ColorImageMinResolutionPolicy /OK
  /DownsampleColorImages true
  /ColorImageDownsampleType /Bicubic
  /ColorImageResolution 300
  /ColorImageDepth -1
  /ColorImageMinDownsampleDepth 1
  /ColorImageDownsampleThreshold 1.50000
  /EncodeColorImages true
  /ColorImageFilter /DCTEncode
  /AutoFilterColorImages true
  /ColorImageAutoFilterStrategy /JPEG
  /ColorACSImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /ColorImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /JPEG2000ColorACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /JPEG2000ColorImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /AntiAliasGrayImages false
  /CropGrayImages true
  /GrayImageMinResolution 300
  /GrayImageMinResolutionPolicy /OK
  /DownsampleGrayImages true
  /GrayImageDownsampleType /Bicubic
  /GrayImageResolution 300
  /GrayImageDepth -1
  /GrayImageMinDownsampleDepth 2
  /GrayImageDownsampleThreshold 1.50000
  /EncodeGrayImages true
  /GrayImageFilter /DCTEncode
  /AutoFilterGrayImages true
  /GrayImageAutoFilterStrategy /JPEG
  /GrayACSImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /GrayImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /JPEG2000GrayACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /JPEG2000GrayImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /AntiAliasMonoImages false
  /CropMonoImages true
  /MonoImageMinResolution 1200
  /MonoImageMinResolutionPolicy /OK
  /DownsampleMonoImages true
  /MonoImageDownsampleType /Bicubic
  /MonoImageResolution 1200
  /MonoImageDepth -1
  /MonoImageDownsampleThreshold 1.50000
  /EncodeMonoImages true
  /MonoImageFilter /CCITTFaxEncode
  /MonoImageDict <<
    /K -1
  >>
  /AllowPSXObjects false
  /CheckCompliance [
    /None
  ]
  /PDFX1aCheck false
  /PDFX3Check false
  /PDFXCompliantPDFOnly false
  /PDFXNoTrimBoxError true
  /PDFXTrimBoxToMediaBoxOffset [
    0.00000
    0.00000
    0.00000
    0.00000
  ]
  /PDFXSetBleedBoxToMediaBox true
  /PDFXBleedBoxToTrimBoxOffset [
    0.00000
    0.00000
    0.00000
    0.00000
  ]
  /PDFXOutputIntentProfile ()
  /PDFXOutputConditionIdentifier ()
  /PDFXOutputCondition ()
  /PDFXRegistryName ()
  /PDFXTrapped /False

  /Description <<
    /CHS <FEFF4f7f75288fd94e9b8bbe5b9a521b5efa7684002000500044004600206587686353ef901a8fc7684c976262535370673a548c002000700072006f006f00660065007200208fdb884c9ad88d2891cf62535370300260a853ef4ee54f7f75280020004100630072006f0062006100740020548c002000410064006f00620065002000520065006100640065007200200035002e003000204ee553ca66f49ad87248672c676562535f00521b5efa768400200050004400460020658768633002>
    /CHT <FEFF4f7f752890194e9b8a2d7f6e5efa7acb7684002000410064006f006200650020005000440046002065874ef653ef5728684c9762537088686a5f548c002000700072006f006f00660065007200204e0a73725f979ad854c18cea7684521753706548679c300260a853ef4ee54f7f75280020004100630072006f0062006100740020548c002000410064006f00620065002000520065006100640065007200200035002e003000204ee553ca66f49ad87248672c4f86958b555f5df25efa7acb76840020005000440046002065874ef63002>
    /DAN <>
    /DEU <>
    /ESP <>
    /FRA <>
    /ITA <>
    /JPN <>
    /KOR <FEFFc7740020c124c815c7440020c0acc6a9d558c5ec0020b370c2a4d06cd0d10020d504b9b0d1300020bc0f0020ad50c815ae30c5d0c11c0020ace0d488c9c8b85c0020c778c1c4d560002000410064006f0062006500200050004400460020bb38c11cb97c0020c791c131d569b2c8b2e4002e0020c774b807ac8c0020c791c131b41c00200050004400460020bb38c11cb2940020004100630072006f0062006100740020bc0f002000410064006f00620065002000520065006100640065007200200035002e00300020c774c0c1c5d0c11c0020c5f40020c2180020c788c2b5b2c8b2e4002e>
    /NLD (Gebruik deze instellingen om Adobe PDF-documenten te maken voor kwaliteitsafdrukken op desktopprinters en proofers. De gemaakte PDF-documenten kunnen worden geopend met Acrobat en Adobe Reader 5.0 en hoger.)
    /NOR <>
    /PTB <>
    /SUO <>
    /SVE <>
    /ENU (Use these settings to create Adobe PDF documents for quality printing on desktop printers and proofers.  Created PDF documents can be opened with Acrobat and Adobe Reader 5.0 and later.)
  >>
  /Namespace [
    (Adobe)
    (Common)
    (1.0)
  ]
  /OtherNamespaces [
    <<
      /AsReaderSpreads false
      /CropImagesToFrames true
      /ErrorControl /WarnAndContinue
      /FlattenerIgnoreSpreadOverrides false
      /IncludeGuidesGrids false
      /IncludeNonPrinting false
      /IncludeSlug false
      /Namespace [
        (Adobe)
        (InDesign)
        (4.0)
      ]
      /OmitPlacedBitmaps false
      /OmitPlacedEPS false
      /OmitPlacedPDF false
      /SimulateOverprint /Legacy
    >>
    <<
      /AddBleedMarks false
      /AddColorBars false
      /AddCropMarks false
      /AddPageInfo false
      /AddRegMarks false
      /ConvertColors /NoConversion
      /DestinationProfileName ()
      /DestinationProfileSelector /NA
      /Downsample16BitImages true
      /FlattenerPreset <<
        /PresetSelector /MediumResolution
      >>
      /FormElements false
      /GenerateStructure true
      /IncludeBookmarks false
      /IncludeHyperlinks false
      /IncludeInteractive false
      /IncludeLayers false
      /IncludeProfiles true
      /MultimediaHandling /UseObjectSettings
      /Namespace [
        (Adobe)
        (CreativeSuite)
        (2.0)
      ]
      /PDFXOutputIntentProfileSelector /NA
      /PreserveEditing true
      /UntaggedCMYKHandling /LeaveUntagged
      /UntaggedRGBHandling /LeaveUntagged
      /UseDocumentBleed false
    >>
  ]
>> setdistillerparams
<<
  /HWResolution [2400 2400]
  /PageSize [612.000 792.000]
>> setpagedevice


