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The present research work emphasizes on the analysis of employee diversity in Information Technology (IT) industry and the 
importance of diversity management. It is empirical in nature, as 167 respondents are probed (using convenience sampling) 
from various IT companies of India. It is based on a primary survey conducted with the help of a well-structured 
questionnaire. The prime aim of the research is to understand the level of cross-cultural diversity in IT companies in India 
and to identify what procedures have been adopted to manage this diversity effectively, so as to remove any chances of 
conflict or issues based on cultural factors. The empirical findings reveal visible diversity at all levels of the organization. 
The recruitment is done from a diverse pool of candidates as well as there is reflection of diversity in company’s literature, 
website etc. These form the most important hallmarks of a diverse organization. It further concludes that to manage diversity 
supervisors should show fair treatment towards their employees and employees should be aware of equal opportunity policies 
and provisions laid down by the organization. Hence, workforce diversity is found to be an important issue to be focused 
more in IT organizations. 
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INTRODUCTION 
“Diversity is differences amid individuals on any personal attributes that decide how people perceive one 

another” (Gonzales and Denisi, 2009). This is in line with Ongori and Agolla (2007), who acknowledged diversity 
as the co-existence of employees from various socio-cultural backgrounds within the company. Wentling and 
Palma-Rivas (2000) contended that diversity  does not only include cultural factors like race, gender, age, color, 
physical ability etc but may include lifestyle, sexual orientation, values, religion, disability, education, language, 
beliefs, national origin, physical appearance, ethnic culture and economic status. Inhibition by the above stated 
factors may affect the diversity and employee’s career aspirations (Bryan and Sohal, 1999).  

Christian et al. (2006) argued that theoretical assumptions emphasized on both positive and negative 
effects of diversity in workgroups. In contrast, Carrel et al. (2006) believed that diversity can improve 
organizational effectiveness by budding experience and reputations for managing diversity as it will probably 
exert a pull on the best personnel. Ferlie et al. (2003) justified diversity as economically beneficial. This can be 
validated by the study that top management team diversity (Korn et al. 1992) and education and training of senior 
managers (Smith et al. 1994) added to positive financial returns. It is also established that heterogeneous groups 
make competitive and eminent decisions (Watson et al., 1993; Miller et al., 1998; Lawrence, 1997), engender 
more ingenious ideas (Bantel et al., 1989), slot in more ingenious problem solving (Nemeth and Wachter, 1983; 
Triandis et al., 1965) and have the prospective for improved productivity (Jackson, 1993). 
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In recent years, the outlook of diversity has radically changed to a proactive conception. The diversity in 
the workforce helps in gaining competitive advantage as diverse viewpoints can assist unique and creative 
approaches to problem-solving. This in turn leads to improved organizational performance (Allen et al., 2004). 
Diversity management can be defined as “The systematic and planned commitment by the organizations to 
recruit, retains, reward and promote a heterogeneous mix of employees” Ongori and Agolla (2007). 

Managing diversity signifies creating an assorted workforce to perform at its best in an unbiased work 
environment that permits all individuals to utilize their full potential to accomplish organizational objectives 
(Jenner, 1994; Thomas, 1994) or where none of the members have an endeavour for efficiency, productivity and 
eventually competitive advantage (Brian and Sohal, 1999). Diversity management focuses on building specific 
skills, sketching particular policies and planning those practices that search out the best for each employee of 
diverse workforce. To manage the diversity an organization should incorporate diversity management principles 
with human resource practices like recruitment, training and development, performance appraisal etc. Although 
diversity has been clinched by many organizations, still it is deemed as merely a matter of compliance with legal 
requirements. The historically effective diversity management has been used to endow with a legally defensive 
position. This implies that an organization having assorted workforce could argue about their non-guilty of 
discrimination by presenting that their workforce demographics embodying the demographics of the local 
community (Ongori and Agolla, 2007). 

Dong and Liu (2010) alleged that culture is peripheral source that influences employee’s behaviors that in 
turn influences other employee’s behavior within the organization, since each employee brings the external world 
into the workplace. Communally, the brunt of culture on individuals transforms the culture of the organization 
itself. Trice and Beyer (1993) argued that attitudes and strategies of organizational members under the influence 
of culture become the basis to manage uncertainties and ambiguities independently and communally. Managers 
from diverse nations show a discrepancy in their decision-making. Understanding culture is imperative for 
multinational companies and managers to be geared up to contend with firms of other countries. Understanding 
cultural differences is critical to the success of firms betrothed in international business (Hall, 1960). A society’s 
culture affects the political, economic, social and ethical rules a firm must follow in its business dealings within 
that society. A society’s culture can be effortlessly seen in its values, beliefs, behaviors, customs and attitudes as 
it is a learned behavior that is passed on by one individual of a society to another. The elements of culture are 
interconnected and strengthen each other. These elements are adaptive and changing as outside forces influence 
the society. Culture not only is shared by the society’s members but also defines the society’s membership. 

 
REVIEW OF LITERATURE 

Hofstede (1991) presented one of the most accepted frameworks for investigation of cross-cultural matter 
in human resource management. Later, Schwartz (1994), Maznevski & DiStefano (1995), Kossek and Lobel 
(1996), Trompenaar (1998), Richard and Johnson (1999, 2001), Benschop (2001), House, et al. (2004), and 
Richard et al. (2006) developed and tested other models of cross-cultural analysis and diversity of workforce. 

Workforce diversity practices if implemented accurately in the area of human resources are alleged to 
augment employee and organizational performance (Adler, 1986; Fernandez and Barr, 1993; Hall and Parker, 
1993; Deluca and McDowell, 1992; Grace, 1994). Managing diversity entailed in leveraging the cultural 
differences in people's skills, ideas and creativity to put in to a common goal so that the organization can achieve 
competitive edge (Deresky, 1994; Morrison, 1992). As per the literature by Hayles and Russel (1997), current 
studies have revealed that good diversity practices and profits have strong correlation. Diversity allows increased 
creativity and innovation, a wider range of perspectives for better decision making, better problem definition, 
greater success in marketing to foreign and domestic ethnic minority communities and a better distribution of 
economic opportunity (Adler, 1986; Cox, 1991; Cox and Blake, 1991). According to Watson et al., (1993), 
culturally diverse groups relative to homogeneous groups are more effective both in the interaction process and 
job performance. Some studies depict that greater diversity can create higher levels of dissatisfaction and turnover 
(Miliken and Martins, 1996). Hence to garner the benefits, diversity must be managed effectively as managing 
diversity can create a competitive advantage (Brian and Sohal, 1999). 

Rynes and Rosen (1995) explored that in multiple organizations, diversity issues including organizational 
size, and the success of diversity training programs which were found to be positively correlated with top 
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management support, prioritization of diversity based objectives and staffing. Jehn (1999) through multi-method 
field study identified that information and social category diversity within the workgroup had positive outcomes 
(including increased efficiency and morale) but value diversity negatively affects intention to remain. 

Richard and Kirby (1999) surveyed that use of organizational justice as a justification for diversity 
programs did improve hiring outcomes (where improvement was defined as a degree of success in hiring diverse 
candidates, but did not address skill levels of qualifications of candidates) but did not improve actual performance 
of these programs. Bunderson and Sutcliffe (2002) compared different concepts of functional diversity and 
concluded that performance and information sharing is much enhanced in dominant functional diversity, than in 
intrapersonal functional diversity. However, when considering intrapersonal functional diversity, information 
sharing and performance was negatively affected. Bunderson and Sutcliffe (2002), Simons and Kimberly (2011) 
also investigated the differences amid social and functional diversity and suggested that in order to manage 
diversity effectively, it is necessary for organizations to understand the difference between functional and social 
diversity, and to treat these forms of diversity differently in terms of creating functional and innovative teams. 
Zanoni and Janssens (2004) interviewed various HR managers (of different organizations) in order to determine 
diversity and its management. They found that power is a key component used by active HR professionals and 
leaders in the description of diversity. Pitts et al., (2010) conducted meta analysis to find out drivers in public 
administration for implementation of diversity management programs and observed that diversity management is 
obsessed by favorable environment, institutional isomorphism i.e. social similarity and environmental uncertainty, 
each having diverse effects. 

 
OBJECTIVES OF THE STUDY 

There can be many hallmarks that can define an organization as a diverse organization. The study 
elucidates the major features that enable an organization to be called as ‘diverse’ wherein people from various 
cross cultures come together to work for the organizational goal. In all the organizations which can be 
characteristically called “diverse”, the study further looks into various procedures that have been inculcated into 
the organizational culture so as to manage this diversity in the most effective manner thereby managing various 
cross-cultural issues and conflicts which might crop up from time to time. It will focus on how various cross 
cultural dynamics are correlated to the workforce diversity. Correlation of various characteristics to the presence 
of diversity in an organization will be found. The study also puts an insight into whether the IT companies comply 
with statutory obligations as per diversity legislation in India and whether any findings of unlawful discrimination 
on these grounds have been seen in last three years. Hence, the objectives of the study stated categorically are: 
 To determine the characteristics of a diverse organization  
 To understand various procedures those have been put in place in IT organizations to manage workforce 

diversity. 
 To identify correlation between cross cultural dimensions and workforce diversity. 
 To find out whether statutory obligations are being met by the IT organizations in context of diversity in 

place.  
 

RESEARCH METHODOLOGY 
For conducting the research, a sample of 167 respondents was selected from 13 IT companies to examine 

whether they implement workforce diversity in their organizations. The data for study is obtained mainly from 
primary sources however secondary sources are also well thought-out. Primary sources include interaction with IT 
officials and filling up a well-structured questionnaire. The secondary data was collected from the internet, 
websites of various IT companies etc.  

The structure of the questionnaire was divided into three primary parts: 
1. Characteristics that define an organization as “Diverse”. 
2. According to the above mentioned hallmarks, can the recipient’s organization be called a “Diverse/ Cross-

cultural” organization. 
3. If yes, then what procedures have been put in place by the organization to handle this diversity in an effective 

manner where no issues or conflicts happen due to cultural problems. 
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RESULTS AND DISCUSSIONS 
Characteristics of a Diverse Organization 

In order to identify the characteristics of a diverse organisation, the following statement has been 
administered to the respondents. The results for the same have been presented in the table 1. 
Table 1. Mean, Standard Deviation and Variance of Various Characteristics of a Diverse Organization 

Statement Mean Standard 
Deviation 

Variance 
 

There should be visible diversity at all the levels of the organization & 
employees should be recruited from a diverse pool of candidates. 1.63 .756 .571 

Diversity should be reflected in company literature, website, and any 
photos or artwork on the walls.  1.67 .824 .678 

People from different cultures and backgrounds should interact and 
share ideas and resources as opposed to clustering with only people who 
look and think like them. 

1.72 .831 .691 

Each person should have an equal chance to show what they can do, feel 
included in the organization and do their best for the company. 1.81 .973 .947 

Top management should endorse and actively champion the company’s 
diversity initiatives. It should not solely be an HR function. 2.06 .851 .724 

Flexible working practices should be made available, as there is an 
appreciation that not everyone can and will work the same hours and in 
the same way. This will remove disadvantage and discrimination to 
participation in work. 

2.12 .946 .895 

There should be an existence of a widely accepted and practiced set of 
values that ensure the respect and dignity of all. 2.21 .913 .834 

There should be processes in place to resolve conflicts and prevent 
miscommunication. 2.28 1.152 1.327 

Source: Author’s calculations based on primary data 

The Table 1 underlines that lower the mean; the more significant the factor will be (since 1- Strongly 
Agree and 5- Strongly Disagree). Hence the following factors are found to be the most important: 
(Enlisted in descending order of importance) 
 There should be visible diversity at all levels of the organization & employees should be recruited from a 

diverse pool of candidates. 
 Diversity should be reflected in company literature, website, and any photos or artwork on the walls. 
 People from different cultures and backgrounds should interact and share ideas and resources as opposed to 

clustering with only people who look and think like them. 
 Each person should have an equal chance to show what they can do, feel included in the organization and do 

their best for the company.  
Procedures for Managing Workforce Diversity in Organisations. 

Table 2 presents the results of procedures followed within IT organisations for managing workforce diversity. 
The descriptive statistics of the same have been shown in the table 2. 
Table 2. Mean, Standard Deviation and Variance of Various Procedures to Manage Diversity 

Statement Mean Standard Deviation Variance 

Supervisors seem fair in their treatment of most employees. 2.24 .923 .851 
The organization makes employees aware of equal opportunity 
policies and provisions. 

2.31 .941 .885 

Employees demonstrate a commitment to meet the needs of 
underrepresented racial and ethnic employee populations as well as of 
employees with disabilities. 

2.36 .883 .779 

The recruitment procedures encourage diversity. 2.37 .885 .783 
There are procedures in place for reporting discrimination. 2.37 .998 .995 
The workplace guarantees promotions and pay rises based on merit 
only 
 
 

2.39 1.154 1.332 
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The workplace provides equipment to make all areas accessible to 
people of all abilities (To curb language/ communication barrier, 
physical disabilities etc.) 

2.54 1.185 1.404 

There is widely known and adhered to “diversity policy” in your 
organization (eg. Regarding promotion, hiring, retention). 

2.61 .969 .938 

Presence of committees/support groups/ safe havens to resolve such 
conflicts in the organization. 

2.70 .985 .970 

Source: Author’s calculations based on primary data 
Results in Table 2 indicate that the lower the mean, more significant the factor will be (since 1- Strongly 

Agree and 5- Strongly Disagree). Hence accordingly, the five most important procedures to manage diversity in 
cross cultural environment are (in descending order of their importance): 
 Fair treatment shown by supervisors towards their employees. 
 Methods in place to create awareness among all the employees towards equal opportunity policies and 

provisions lay down by the organization. 
 Creation of employee commitment to meet the needs of underrepresented racial and ethnic employee 

populations as well as of employees with disabilities. 
 The recruitment procedures encourage diversity. 
 Set procedures in place for reporting any kind of discrimination shown towards the culture or background of 

the employee.  
Correlation Between Cross Cultural Dimensions and Workforce Diversity 

Further, the correlation between cross cultural dimension and workforce diversity has been examined, 
where the cross cultural dimensions have been taken as independent variable and workforce diversity has been 
taken as the dependent variable. 
Table 3. Correlation Matrix of Cross-Cultural Dimensions with Workforce Diversity 

Independent Variables 
           Dependent Variable    

           (Diverse Workforce) 
         Correlation(r) 

          Significance Level 

Flexible working practices should be made available, as 
there is an appreciation that not everyone can and will 
work the same hours and in the same way. This will 
remove disadvantage and discrimination to participation 
in work. 

                                  .617** .000 

There should be an existence of a widely accepted and 
practiced set of values that ensure the respect and dignity 
of all. 

                                .553** .000 

Each person should have an equal chance to show what 
they can do, feel included in the organization and do their 
best for the company. 

                               .551** .000 

Diversity should be reflected in company literature, 
website, and any photos or artwork on the walls.                                 .476** .000 

Top management should endorse and actively champion 
the company’s diversity initiatives. It should not solely be 
an HR function. 

                              .431** .000 

There should be visible diversity at all levels of the 
organization & employees should be recruited from a 
diverse pool of candidates. 

.403** .001 

People from different cultures and backgrounds should 
interact and share ideas and resources as opposed to 
clustering with only people who look and think like them. 

.380** .002 

There should be processes in place to resolve conflicts 
and prevent miscommunication.                                        -.040 .747 

Source: Author’s calculations based on primary data 
** Shows significance at 1% level of significance 

The Table 3 depicts the presence of flexible working practices, existence of a widely accepted and 
practiced set of values to ensure respect and dignity of all employees and equal chance to every employee in an 
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organization has a significantly strong positive correlation with workforce diversity. Although reflection of 
diversity in company’s literature, website and on the walls along with the fact that, in a company the diversity 
initiatives should not solely be an HR function, and top management should endorse and actively champion it has 
a significantly moderate positive correlation with workforce diversity. A visible diversity at all levels of the 
organization and employee recruitment from a diverse pool of candidates also has a significantly moderate 
positive correlation with workforce diversity. A culture wherein people from different cultures and backgrounds 
should interact and share ideas as opposed to clustering with only people who look and think like them is a 
practice which has a significantly low positive correlation with workforce diversity. 
Statutory Obligations Being Met by the Organization in Context of Diversity in Place 
Lastly, table 4 presents the results whether statuary obligations have been met by the organisation or not. The 
discipline of the same has been mentioned below. 
Table 4: Mean, Standard Deviation and Variance of Questions to Find Whether Statutory Obligations are Being Met by the 
Organization in Context of Diversity in Place 

Statement     Mean      Standard   
     Deviation 

    Variance 

Organization complies with statutory obligations under all 
aspects of current equality and diversity legislation 
 

2.24 .872 .760 

In the last three years, there has been NO finding of unlawful 
discrimination on the grounds of age, race, sex, marital status, 
disability, religion or sexual orientation in the employment field 
been made against your organization 

2.10 .819 .671 

Source: Author’s calculations based on primary data 

It can be concluded from Table 4 that IT companies in India comply with statutory obligations as per 
diversity legislation and that no finding of unlawful discrimination on these grounds has been seen in last three 
years.  

CONCLUSION 
The empirical findings identified visible diversity at all levels of the organization, recruitment done from 

a diverse pool of candidates as well as reflection of diversity in company’s literature, website etc. form the most 
important hallmarks of a diverse organization. Next it has been identified that proper management techniques of 
this diversity include fair treatment of employees by the supervisors and various methods lay down by the 
organization to create awareness among all the employees towards equal opportunity policies and provisions. 

In addition, presence of flexible working practices in an organization along with the existence of a widely 
accepted and practiced set of values laid down to ensure respect and dignity of all employees have significantly 
strong positive correlation with workforce diversity. Also it can be seen that IT companies in India meet statutory 
obligations as per diversity legislation and that no finding of unlawful discrimination on these grounds has been 
seen in the last three years.  

With the opening up of the Indian economy since 1991, cross cultural issues have attracted greater 
attention and assumed greater importance than ever before. However, cross cultural management has also come a 
long way, with a majority of the employees associated with the Indian IT industry expressing awareness of cross 
cultural challenges and the need for its management. The results indicate that Indian IT industries have a good 
legal framework in place, as confirmed by our research. No cases of unlawful discrimination in the workplace 
have been reported in the last three years. The need of the hour is to strengthen these regulations to increase the 
viability of the Indian workplace for professionals from around the globe. Companies and their zero-tolerance 
attitude to discrimination need greater visibility. Efforts should be made for greater employee integration, using 
their cultural backgrounds, not as a barrier but as a social fabric that will enable them to unite under the aegis of 
the company and work towards a greater good. 

The research suffers from some limitations. Among IT professionals, job hopping is very prevalent and 
therefore employees may confuse the present company policies with their earlier organizations. At the same time, 
employees which are new to a company may not have complete information about company policies. There can 
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be probability that some employees might have grudges with the company for one reason or the other. Moreover 
some who intend to leave the organization would be disinterested in filling the questionnaire.  

With all the limitations set aside, it can be concluded that in today’s world it is imperative to realize that 
cultural diversity should be taken as a tool for better organizational progress rather than a managerial problem. 
Moreover if it is managed effectively, it can be a key to gain competitive edge and success.  
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