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ABSTRACT The study endeavored to analyze the influence of the demographic factors on the employees’ perception 
towards the cultural diversity at the workplace. Age, education, designation, organizational tenure and the total work 
experience were taken as the demographic variables of the employees while the employees’ perception towards the 
cultural diversity at the workplace was recorded through structured questionnaire implementing five-point point Likert 
scale. The study was successful to explore key insights regarding the influence of the demographic variables viz. age, 
education, designation, organizational tenure and the total work experience on the perception of the employees to-
wards cultural diversity at the workplace.  

INTRODUCTION
In the present era of globalization, people no more work 
in an insular market place since they have become a part 
of global economy with challenges being thrown by nearly 
every continent. With the increasing globalization happen-
ing, the need to interact with people across diverse cul-
tures, race, beliefs and backgrounds has also increased.  
With the mixture of talents of diverse cultural backgrounds, 
genders, ages and lifestyles, an organization can respond 
to business opportunities more rapidly and creatively, es-
pecially in the global area which must be on the impor-
tant organizations to be attained (Srivastava & Agarwal, 
2012). Understanding the impacts of workforce diversity 
on organizational outcomes, such an organizational per-
formance, employee satisfaction and voluntary employee 
turnover is key organizational sustainability (Sungjoo and 
Rainey, 2010). Hence, the organizations now days need 
diversity in order to provide with an environment that is 
more creative and open to change. Thus, one of the key 
issues for the management is to maximize workplace diver-
sity and to capitalize upon it. 

Diversity is increasingly recognized and utilized as an im-
portant organizational resource in regards to whether the 
goal is to be an employer of choice to provide an excel-
lent customer service or to maintain a competitive edge 
(Weiliang et al. 2011). Diversity is generally defined as ac-
knowledging, understanding, accepting, valuing and cel-
ebrating differences among people with respect to age, 
class, ethnicity, gender, physical  and mental ability (Gupta, 
2013). Robinson and Dechant (1997) defined diversity as 
something that includes variations in gender, backgrounds, 
ethnicity, age, qualities, physical abilities, sexual orienta-
tion, attitudes and perceptions. This study aimed to ana-
lyze the influence of demographic factors viz. age, educa-
tion, designation, tenure with the organization and the 
overall experience on the employees’ perception towards 
cultural diversity at the workplace.

NEED FOR THE STUDY
Esty et al. (1995) defined diversity as “acknowledging, un-

derstanding, accepting, valuing and celebrating differences 
among people with respect to their biographical differenc-
es” while, Bartley, Ladd and Morris (2007) postulated that 
“companies have provisions for the parity of gender, race, 
age, job grade/category and qualification. These are built 
into policies and procedures reflective of current laws and 
regulations”. However there was a lack of studies explor-
ing the relationship between demographic factors of the 
employees on the employees’ perception towards cultural 
diversity at the workplace. Hence this study endeavored 
to bridge the existing gap in the research area through 
an analysis of influence of age, education, designation, or-
ganizational tenure and the overall work experience on the 
employees’ perception towards the cultural diversity at the 
workplace.

OBJECTIVES OF THE STUDY
•	 To analyze the influence of age on employees’ percep-

tion towards cultural diversity at the workplace.
•	 To analyze the influence of education on employees’ 

perception towards cultural diversity at the workplace.
•	 To analyze the influence of organizational tenure on 

employees’ perception towards cultural diversity at the 
workplace.

•	 To analyze the influence of total work experience on 
employees’ perception towards cultural diversity at the 
workplace.

•	 To analyze the influence of designation on employees’ 
perception towards cultural diversity at the workplace.

 
RESEARCH HYPOTHESIS
•	 H1: Age had an impact on employees’ perception to-

wards cultural diversity at the workplace
•	 H2: Education had an impact on employees’ percep-

tion towards cultural diversity at the workplace
•	 H3: Organizational tenure had an impact on employ-

ees’ perception towards cultural diversity at the work-
place

•	 H4: Total work experience had an impact on employ-
ees’ perception towards cultural diversity at the work-
place
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•	 H5: Designation had an impact on employees’ percep-
tion towards cultural diversity at the workplace

 
METHODOLOGY
This study endeavored to analyze the impact of various de-
mographic factors viz. age, education, designation, organi-
zational tenure and the total work experience of an em-
ployee on the employee’s perception towards the cultural 
diversity at the workplace. Thus it was an empirical study 
in nature.

SAMPLING AND DATA COLLECTION
Convenient sampling technique was implemented for the 
sampling purpose of this study. The sample comprised of 
employees from various departments of select Global or-
ganizations with their head offices or branches in Delhi-
NCR. The questionnaire was mailed to the respective HR 
departments after an initial discussion regarding the scope 
of the study. The permission to collect samples was al-
lowed on the ground of anonymity.

DESIGN OF QUESTIONNAIRE
The questionnaire comprised of two parts. The first part 
recorded the demographic details of the respondents 
viz. age, gender, qualification, designation, organizational 
tenure, total work experience etc. while the second part 
recorded the perception of the employees on cultural di-
versity. A five point Likert type scale was used with the 
following anchors: “1 -Strongly disagree”, “2-Disagree”, 
“3-Undecided”, “4-Agree”, “5-Strongly Agree”.

RESULTS AND DISCUSSION
One Way ANOVA was conducted for analysing the impact 
of demographic factors viz. age, education, organizational 
tenure and the total work experience on the employees’ 
perception towards cultural diversity at the workplace and 
the results are given in Table 1.

Table1: 
Impact of Age, Education, Organizational Tenure and 
Total Work Experience on Employees’ Perception to-
wards Cultural Diversity in the Workplace (H1 – H4)
Dependent 
Variable

Independent 
Variables F Value P 

Value Remarks

Employees’ 
Perception To-
wards Cultural 
Diversity In 
The Workplace

Age 10.325 .000 Statistically 
Significant

Education 122.413 .000 Statistically 
Significant

Organiza-
tional Tenure 55.482 .000 Statistically 

Significant
Total Work 
Experience 13.446 .000 Statistically 

Significant
Table 1 depicts the ANOVA with respect to employees’ 
perceptions towards cultural diversity at the workplace 
based on the age, education, organizational tenure and 
total work experience of the respondents. The results indi-
cate that all the results were statistically significant (p<.001) 
in the perception towards workplace diversity based on 
the demographics of the respondents. 

Hence hypothesis 1 to hypothesis 4 was accepted.

Since One Way ANOVA yielded with statistically significant 
results, next, Post Hoc Analysis was conducted implement-
ing Tukey’s method, in order to compare the results at dif-
ferent levels of each demographic variable. The results are 
given from Table 2 to Table 4. However, Post Hoc Analysis 
for age was not being conducted since for one category 
there was only one respondent.

Table 2: 
Post Hoc Analysis: Impact of Education on Employees’ 
Perception towards Cultural Diversity in the Workplace 

(I) Education 
Level

(J) Education 
Level

Mean Differ-
ence (I-J)

Std. 
Error Sig.

Non-Technical 
Graduate

Technical 
Graduate -.354 .837 .906

Post Graduate -17.681* 1.204 .000

Technical 
Graduate

Non-Technical 
Graduate .354 .837 .906

Post Graduate -17.327* 1.185 .000

Post Graduate

Non-Technical 
Graduate 17.681* 1.204 .000

Technical 
Graduate 17.327* 1.185 .000

Table 2 indicates that there was statistically significant dif-
ference (p = 0.000) between Graduate and Post Graduate 
level with regards to their perception of cultural diversity 
at the workplace while the result between the Technical 
Graduates and the Non-Technical Graduates regarding 
their perception towards cultural diversity at the workplace 
yielded statistically insignificant results (p=.906). The re-
sults indicate that Post Graduate employees seem to have 
a more positive view of cultural diversity at the workplace 
than the perception that was held by the Graduate em-
ployees while there was no significance in perception be-
tween the technical and non-technical graduates.

Table 3: 
Post Hoc Analysis: Impact of Organizational Tenure on 
Employees’ Perception towards Cultural Diversity in the 
Workplace 

Organizational 
Tenure

J. Organiza-
tional Tenure

Mean Differ-
ence (I-J)

Std. 
Error Sig.

< 2 years 2-5 years -7.488* 1.093 .000
>5 years -13.762* 1.315 .000

2-5 years < 2 years 7.488* 1.093 .000
>5 years -6.274* 1.149 .000

>5 years < 2 years 13.762* 1.315 .000
2-5 years 6.274* 1.149 .000

Table 3 indicates that there was statistically significant dif-
ference (p = 0.000) between each level of organizational 
tenure with regards to their perception of cultural diversity 
at the workplace. The employees with more than 5 years 
of experience in the organization seemed to give the most 
positive views about the cultural diversity at the workplace 
while the employees with the least experience (less than 2 
years in the organization) seemed to have the most nega-
tive views about cultural perception at the workplace. The 
results indicate that as the employees spent more time with 
their specific organizations they tend to acclimatize with 
the cultural diversity at the workplace with more ease and 
developed a better perception towards cultural diversity at 
the workplace.

Table 4: 
Post Hoc Analysis: Impact of Total Work Experience on 
Employees’ Perception towards Cultural Diversity in the 
Workplace 

(I) Total 
Tenure (J) Total Tenure Mean Differ-

ence (I-J)
Std. 
Error Sig.

<5 years 5-10 years -6.364* 1.565 .000
>10 years -8.401* 1.622 .000

5-10 
years

<5 years 6.364* 1.565 .000
>10 years -2.037 1.124 .168

>10 
years

<5 years 8.401* 1.622 .000
5-10 years 2.037 1.124 .168
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Table 3 indicates that the views of employees with less 
than 5 years of total work experience had statistically sig-
nificant difference (p=.000) from employees with 5 years 
and above of total work experience and which included 
employees with 5-10 years of experience and employees 
with more than 10 years of total work experience pertain-
ing to their perception of cultural diversity at the work-
place. However, there was no statistically significant dif-
ference between the response of the employees with 
5-10 years of total work experience and employees with 
more than 10 years of total work experience. The results 
indicated employees with more than 5 years of total work 
experience seemed to have more positive views than the 
employees with less than 5 years of total work experience. 
The results indicate that as the employees spent more 
time in the industry they tend to accept the cultural di-
versity at the workplace with a more positive attitude and 
hence, better experienced employees tend to share more 
or less same attitude and perception towards cultural di-
versity at the workplace.

Table 5: 
Independent Samples T Test: Impact of Designation on 
Employees’ Perception towards Cultural Diversity in the 
Workplace (H5)
Mean 
Score 
-Manage-
rial

Mean Score 
- Non 
Managerial

Mean Dif-
ference

T Sta-
tistics

P 
Val-
ue

Remarks

62.32 47.11 15.21 19.04 .000
Statisti-
cally Sig-
nificant

 
Table 5 indicates statistically significant difference (p=.000) 
between employees working at non-managerial and mana-
gerial designations pertaining to their perception towards 
cultural diversity at the workplace. It could be found from 
the result of independent samples t test that the mean 
scores of the employees working at the managerial des-
ignations (62.32) was significantly higher than the mean 
scores of employees working at non-managerial designa-
tions (47.11). The result indicates that the employees work-
ing at the managerial designations had a more positive 
perception towards cultural diversity at the workplace than 
the employees who were working at non-managerial des-
ignations.

CONCLUSIONS AND RECOMMENDATIONS:
The findings of this study were supported by the past lit-
erature evidences. Cummins et al. (2009) suggested that 
age had an influence over perception towards diversity at 
the workplace and hence, the organizations should devel-
op interventions, e.g. Work design and wellness programs 
while Harris et al. (2007) stated that employees working at 
management positions had a more positive views towards 
the issue of diversity at the workplace. Harris et al. (2007) 
also postulated that qualified employees were more posi-
tive about diversity at the workplace since they perhaps, 
understood the beneficial aspects of the diversity at the 
workplace. Hence, from the perspective of this study, the 
findings of this particular study empirically support the past 
literary evidences. 

Considering the findings of the study in the horizon, this 
study recommends that it is of utmost importance for the 
organizations to make their employees aware of the or-
ganizational importance of the cultural diversity at the 
workplace. Hence, cultural diversity can be successfully 
achieved only with implementation of successful diversity 
management strategies which will bring out positive at-
titudes from employees across diversified demographic 
backgrounds and thus, will drive the organizations to gain 
competitive edge over its competitors in the industry.

REFERENCE 1. Aluko, M.A.O. (2003), The impact of culture on organizational performance in selected textile firms in Nigeria, Nordic Journal of African 
Studies, 12(2), 164-179. 2. Bano, S. et al. (2013), Analysis of workforce diversity, commitment of employee’s and its effects on organizational 

performance: Corporate Sector in Islamabad Pakistan. International Review of Basic and Applied Science, 1(3), 98-106. 3. Cumming, T.G. & Worley, G.W. (2009). 
Organization Development & Change. Canada: Nelson Education, Ltd. 4. Elsaid, M. A. et al. (2012), The effects of cross cultural workforce diversity on employee 
performance in Egyptian pharmaceutical organizations. Business and Management Research, 1(4), 162-179. 5. Ensher, A.E. et al. (2001), Effects of Perceived 
discrimination on job satisfaction, organizational commitment, organizational citizenship behavior, and grievances. Human Resource Development Quarterly, 12(1), 
53-72. 6. Gelfand, J. M. et al. (2007), Cross Cultural Organizational Behavior. Annual Review Psychology, 58, 479-514. 7. Gupta, R. (2013), Workforce diversity 
and organizational performance. International Journal of Business and Management Invention, 2(6), 36-41. 8. Harris, C., Rousseau, G.G., & Venter, D.J.L. (2007). 
Employee Perceptions of Diversity management at a Tertiary Institution. SAJEMS, 10(1), 51-71. 9. Jindal, S. Dr. et al. (2013), Impact of Workforce Diversity on Work 
Culture of Indian Organizations. Journal of Business Management and Social Sciences Research, 2(7), 1-5. 10. Mazur, B. (2010), Cultural diversity in organizational 
theory and practice. Journal of Intercultural Management, 2(2), 5-15. 11. Munjuri, G. M. (2012), Workforce Diversity Management and Employee Performance in the 
banking sector in Kenya. DBA Africa Management Review, 3(1), 1-21. 12. Nataatmadia, I. & Dyson, E. L. (2005), Managing the modern workforce: Cultural Diversity 
and its implications. Proceedings of the Information Resources Management Association International Conference, 580-583. 13. Saari, M. L. and Judge A.T. (2004), 
Employee Attitudes and Job Satisfaction. Human Resource Management Review, 43(4), 395-407. 14. Simons, M.S. & Rowland, N. K. (2011). Diversity and its impact 
on organizational performance: The Influence of Diversity Constructions on Expectations and Outcomes. Journal of Economics, Business and Management, 6(3), 
172-182. 


