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Abstract 

Background: Workforce diversity has become a pivotal element in shaping innovation and 
organisational performance. While it contributes positively to creativity and strategic advancement, 
diversity can also generate challenges such as conflict, discrimination, and diminished cohesion if not 
effectively managed. Objective: This study seeks to investigate the paradoxical impact of workforce 
diversity – how it can simultaneously act as a driver of innovation and a source of organisational 
complexity. The aim is to determine the conditions that enable diversity to enhance or hinder business 
performance. Methods: A qualitative, multi-case research design rooted in critical realism was 
employed. The study involved 20–30 participants across 4–5 organisations within sectors including 
healthcare, education, finance, and manufacturing. Data were collected through semi-structured 
interviews, focus group discussions, and organisational document analysis. The analytical framework 
was guided by social identity and intersectionality theories. Results: The findings reveal that inclusive 
diversity management fosters innovation, employee engagement, and adaptability. Key enablers 
include psychological safety, inclusive leadership, and cultural awareness. In contrast, poor diversity 
management may lead to conflict, reduced productivity, and exclusion. External and internal moderating 
factors – such as market conditions and leadership styles – were also identified as critical influences. 
Conclusion: When aligned with strategic goals and supported by inclusive practices, diversity becomes 
a catalyst for innovation. However, to fully harness its benefits, organisations must adopt a nuanced, 
context-specific approach that transforms diversity from a symbolic initiative into a measurable and 
sustainable advantage. 

Keywords: Business Expansion; Creativity; Gender and Racial Discrimination; Inclusive Workforce; 
Sustainable Innovations; Workforce Diversity 

Introduction 

National and international companies want to gain competitive advantages all over the world (Elshaer 
et al., 2023). Innovation is a core dimension to focus on business advantages by leadership in the 
dynamic market of eastern and western cultures, and companies that ignore the innovation could be 
left behind (Zhang-Zhang & Rohlfer, 2024). Workforce diversities and illusions have been playing vital 
roles in the business world for fostering innovation (Qureshi et al., 2024). Buitron also statistically 
showed how CEOs perceive innovation in terms of growth. Buitron's analysis revealed that 84% of 
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CEOs believe that innovation is crucial for strategic growth and sustainable development. Conversely, 
only 4% of executives argue that innovation should not be a top priority for growth, while 6% express 
satisfaction with their performance in this area. Furthermore, he found that innovative companies have 
experienced an increase in revenue by 11% and 22%. 

Currently, reports’ editors have argued innovations have been strongly influenced by increasing 
diversity in the workforce and creating a digitally flexible workplace (van Bakel, Noesgaard & Michailova, 
2024), talent management (Groenewald et al., 2024), diverse teams (Forbes et al., 2024), and space 
for diverse voices & experiences (Chaimowitz, Smith & Forbes et al., 2024). Although diversity has 
generated increasing effects on beneficial outcomes, it is also a complex and intermingled matter that 
results in much-shaded concepts (Baumann, Czaplicka, & Rahwan, 2024). 

Firsthand lessons have proved that workforce diversity is significantly associated with several positive 
organizational outcomes. For instance, diversity has been linked to boosted employee commitment 
(Farisi, Hasibuan, & Gunawan, 2024; Gifford, Rhodes, & Farrer, 2024), greater job gratification (Bolatito 
& Mohamoud, 2024), and improved employee retention (Groeneveld, Linting, & Vermeer, 2024). 
Additionally, a diverse employee has been shown to aid in attracting a broader customer base (Araci, 
2024) and in fostering greater creativity and problematic-solving capabilities, particularly in complex 
situations (Tasheva & Karpovich, 2024). Diversity initiatives also contribute to establishment the 
organization’s corporate image (Pillai & Arora, 2024) and developing overall firm performance (Saccò 
et al., 2024), thereby underscoring the strategic value of diversity at the corporate level. 

Both types of diversity levels (surface-level diversity: age, gender, race, ethnicity, cultures, and nations, 
and deep-level diversity: skills, education, experiences, knowledge, and capabilities) are important to 
foster innovation and organisational performance. If any business wants to gain competitive edges, they 
should hire and manage a diverse workforce who could generate creative ideas for the sustainable 
development and innovation of the organisation (Shipman, Onyenwoke, & Sivaraman, 2024). Many 
scholars in the current decade found a significant and positive association of diversity with the 
enhancement of leadership capabilities. When the leader works with a diverse team, they get more 
solutions for complex problems. Leaders could also highlight internal issues in a diverse workforce and 
how to handle their grievances, conflicts, and disputes. These types of experiences by leaders 
ultimately can polish his/her skills, attitude, and knowledge towards organisational performance (Butler, 
Paolillo, & Scuderi, 2023). 

Currently, most local and global organisations are trying to increase their return on capital by raising 
revenues and profits. Return on capital can be higher through a diverse workforce because every 
person has unique ideas & talents for continuous improvement of one project by interlinking with other 
relevant projects. Besides this, the similar traits of the employee and customer can build a strong 
relationship with each other, and here the employee could know the real taste of the customer. So, 
organisations should practice establishing multiple teams that include at least one person, whose trait 
must be similar to the end user (Tasheva, 2023). 

Literature Review 

While the discourse around assortment often highlights its potential for augmenting organizational 
outcomes, a more nuanced inspection reveals that diversity is a deeply intricate and multilayered 
construct, often obscured by conceptual vagueness (Kingshott & Sharma, 2024; Kasih & Ruslaini, 
2024). Emerging research has challenged the prevailing narrative by presenting inconsistent or even 
contradictory findings regarding diversity's impact (Krause & Park, 2024; Burns et al., 2023; 
Januszkiewicz & Wiktorowicz, 2021). In fact, several studies have identified adverse consequences 
linked to poorly managed diversity, including reduced employee retention, capital erosion, intergroup 
tensions, and tapered cooperative behaviour (Chatman et al., 2022; Argote, Bonilla & González-
Morales, 2024). These judgements call into question the assumption that diversity is inherently 
beneficial, emphasizing instead the critical importance of context, leadership, and realisation strategies 
in grasping its potential value. 
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Diversity has many positive effects on many areas, including performance, innovation, financial returns, 
the ability of an organisation to adapt, customer needs and satisfaction, level of commitment, solving 
problems that involve many people, creativity, and profits (Table 1). 

Table1: Positive Effects of Diversity 

Authors Argument “for” Diversity Authors Argument “for” Diversity 
Ayoko and Fujimoto 
(2023) 

Produced sophisticated 
thinking 

Erbguth et al. (2022) Brought to successful 
innovation 

As You Sow (2023) Affected the innovation 
Bottom line 

Enhanced financial returns 

Mahn et al. (2024) Increased optimistic 
revenues from innovation 

Rusu et al. (2023) Affected the Organisational 
adaptability from 

innovation 

Arvanitis, Varouchas 
and Agiomirgianakis 

(2022) 

Firm performance 

Kim and Sul (2021) Higher return on equity 
and capital 

Nester analysed in 
Forbes (2018) 

Better understanding the 
needs of existing and new 

customers 
 Saha et al. (2024) 
 

Enhancing creativity and 
business performance 

Moodie et al. (2021) Increased 45% market 
shares 

Captured 70% new 
markets 

Increased 158% revenues 
and increased 3.5 times 

More employee 
contributions 

Khan and Khan (2023) Increased financial 
revenue 

Hunt, Layton and 
Prince (2018) 

Increased 95% revenue 
on equity, 

Produced 15% better 
returns and 

Generated 35% more 
profits 

Nweiser and Dajnoki 
(2022) 

4 times more innovated 
than others 

Bersin in Josh Bersin, 
(2015) 

Bettered 170% in 
innovation 

 Page (2019) Generated 38% more 
revenue by innovation, 

Ozgen (2021) Increased revenue 
through innovation 

 McCausland (2021) Increased 21% above 
average 

33% outperformed 
financial returns 

O'sullivan and Bonnett 
(2019) 

Made more profit 

Tessema et al. (2023) Commitment toward 
Organisations 

Owusu, Gregar & 
Ntsiful (2021) 

 

Work satisfaction 

Akinteye, Ochei and Itoe 
(2023) 

Employee retention Dean, Zhang and Xiao 
(2023) 

Capture diverse 
customers or clients 

Mathuki and Zhang 
(2022) 

Increase creativity and 
capability to solve complex 

problems 

Kele & Cassell (2023) Establish the firm at a 
corporate level to improve 

its image. 

Porcena, Parboteeah 
and Mero (2021) 

Increase overall firm 
performance 

Dockx et al. (2023) Increase creativity and 
capability to solve complex 

problems 

Table 2 has precisely explained the negative effects of diversity on different variables, like low employee 
retention, an increased absenteeism rate, arising conflicts, lower performance, lower cooperative 
behaviour, and loss of capital. 
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Table 2: Negative Effects of Diversity 

Authors Argument “against” 
Diversity 

Authors Argument “against” 
Diversity 

Abbink, Masclet and 
Mirza (2018) 

Low employee retention, 
Loss on capital, 

Arising inter-group 
conflicts, and 

Low cooperative 
behaviour 

van Knippenberg 
(2024) 

Negative effects on team 
performance 

Spanjer and van 
Witteloostuijn (2017) 

Low performance Alshaabani, Hamza, 
and Rudnák (2021) 

Low employee attachment 
Increase absenteeism 

Singh and Sharma 
(2022) 

Arising conflicts Triana et al. (2021) Increase discrimination 
Arising stereotypes 

Arise conflicts 
Low team performance 

Dobbin and Kalev 
(2022) 

Increase intra conflicts 
Decrease performance 

rating 

Tasheva and Hillman 
(2019) 

Negative findings team 
diversity and social 

integration. 
 Racial heterogeneous 

groups arising more 
conflicts 

Curado et al. (2022) Little negative effect on 
performance 

Table 3 has depicted the precisely explained positive and negative effects of diversity on different 
variables, like studies that did not find significant effects of diversity on performance and cohesion. 

Table 3: Non-Significant Effects of Diversity 

Authors Argument “Non-
Significant Results” 

about Diversity 

Authors Argument “Non-
Significant Results” 

about Diversity 
Wallrich et al. (2024); 
Holmes IV et al. 
(2021) 

Meta-analysis found no 
relationships of diversity 
with overall performance 

Arant, Larsen and 
Boehnke (2021) 

Did not find direct 
relationships between 
diversity and cohesion 

Research Methodology  

This study adopts a qualitative research design, grounded in critical realism, to explore the paradoxes 
of diversity management by understanding the underlying mechanisms and structures that influence 
observed phenomena (Bhaskar, 1975; Archer et al., 2013). A multi-case study approach (Yin, 2018) is 
employed to analyse diversity management practices across various organisations, uncovering 
patterns, contradictions, and context-specific insights. Primary data is collected through semi-structured 
interviews, focus group discussions, and the content analysis of organisational policies. 

Depth interviews provide in-depth insights into individual experiences and perceptions of diversity-
related opportunities and challenges (Kvale & Brinkmann, 2015). These encourage interaction and 
shared reflections among participants, uncovering diverse viewpoints and shared dynamics within 
teams (Morgan, 1996).  

Though a qualitative approach facilitates an in-depth exploration of legislative documents and 
strategies, allowing researchers to unearth both explicit and implicit diversity strategies (Krippendorff, 
2018), the study's procedural choices also raise critical deliberations. By concentrating primarily on 
organisational backers directly engaged in variety running—such as HR managers, team leaders, 
members of multiethnic teams, and diversity counsellors—the inquiry potentially overlooks peripheral 
yet persuasive actors whose perspectives may offer alternative insights. Additionally, the selection of 
organisations from the equipment, healthcare, education, and finance sectors, although aimed at 
catching sector-specific deviations, fundamentally limits the generalisability of findings across other 
industries. The use of goal-directed sampling, while appropriate for pointing to relevant know-how, may 
also introduce selection bias, thereby constraining the representativeness and broader applicability of 
the study’s conclusions. 
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Organisations must have implemented diversity initiatives for at least three years (Patton, 2002). 
Participants should have direct experience in managing or working within diverse teams. Approximately 
20–30 participants from 4–5 organisations ensure sufficient depth and diversity of perspective (Guest, 
Bunce & Johnson, 2006). Approximately 20–30 participants from 4–5 organisations ensure sufficient 
depth and diversity of perspectives Guest, Bunce & Johnson, 2006. This methodology is designed to 
provide a rich, nuanced understanding of how organisations navigate the duality of diversity 
management. The focus on contextual variables such as industry type, organisational size, and cultural 
diversity aligns with best practices in qualitative research, emphasizing depth and relevance (Creswell 
& Poth, 2018). 

Results 

Analysis of Reputed Magazines about Workforce Diversity Practices 

Havard Business Review, Meade (2021): HBR Editors viewed that the establishment of a culture of 
inclusive and diverse leadership styles is challenging for the successful management of workforce 
diversity. They suggested leadership needs to take training about inclusive leadership style and 
respecting the diverse viewpoints and making sure to support diversity through sponsorships and 
mentorships. 

In Forbes, Richmond (2023): Richmond highlights the significance of workforce diversity for enhancing 
Organisational innovative performance. He argued that employees feel respected and empowered in 
the diversity-focused culture of the organisation. He illuminates that diverse teams have unique and 
different skills, which are most required for decision-making and problem-solving. 

In Deloitte, Brodzik et al. (2023): Brodzik and his fellows approach Diversity, Equity, and Inclusion within 
organisations. The authors emphasise that while many companies have engaged in activities, true 
success lies in achieving measurable outcomes. They argue that it should no longer be considered a 
series of isolated actions but as a comprehensive, results-driven strategy. 

Novacek, Lee and Krentz (2021): The embryonic discourse on Diversity, Equity, and Inclusion (DEI) 
imposes a departure from orthodox backgrounds that intently define diversity through groupings such 
as gender or origin. The Boston Consulting Group (BCG) underscores this imperative by advocating for 
a more multidimensional and context-sensitive approach to DEI. Their research critically reveals that 
workplace experiences are not monumental but are instead arbitrated by intersecting variables – 
vacillating from age and socioeconomic origin to émigré identity, caregiving duties, and both mental and 
physical health conditions. This reconceptualisation challenges organisations to re-engage with one-
size-fits-all strategies and to squeeze more adaptive, intersectional approaches that reflect the complex 
realities of modern labour force dynamic forces. 

In Bain and Company, Coffman (2021): The article “The Wage Imperative in Diversity, Equity, and 
Inclusion” Efforts by Coffman et al. (2021) emphasises the critical role of fair wages and benefits in 
advancing diversity, equity, and inclusion (DEI). It argues that addressing racial and gender inequities 
in the workplace is impossible without ensuring employees earn family-sustaining wages. The authors 
advocate for systemic changes to compensation structures as a foundational step in creating equitable 
opportunities and improving workforce diversity.  

MentorcliQ, Toguri (2024): The article "How a Diverse Workplace Can Drive Innovation" by Toki Toguri 
highlights how diversity within a workplace, published on August 7, 2024, can significantly contribute to 
innovation. Toguri discusses several key points about how diversity – in terms of race, gender, 
background, and experience – fosters a variety of perspectives that lead to more creative solutions and 
improved problem-solving. 

In Green and Hand (2024): The McKinsey article: What is Diversity, Equity, and Inclusion? explores the 
fundamental concepts and importance of diversity, equity, and inclusion (DEI) in organisations. It 
emphasises that diversity goes beyond visible traits like race and gender to include factors such as 
background, experience, and perspective. 
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In Forbes, Melnichuk (2024): Tatiana Melnichuk offers four strategies to motivate employees:  

• Aligning work with personal values  
• Fostering growth through continuous learning opportunities  
• Implementing transparent communication practices 
• Recognizing achievements.  

These approaches are aimed at creating a more engaged, productive, and satisfied workforce. 

In PWC, Janes (2023): In this article, PwC Canada announces the launch of three new Employee 
Resource Groups (ERGs) to foster an inclusive work environment. These ERGs aim to support diversity 
and inclusion by providing a platform for employees to connect based on shared interests and 
backgrounds.  

Global Business World Practicing toward Diversity 

Medina and Spenader (2024) have demonstrated that managing diversity and inclusion in the global 
workplace is, in many ways, an unmapped territory. 

BASF: BASF strongly believes that diversity and inclusion are benchmarks for sustainable innovation. 
This company continuously earned a position in the top 50 ranking on DiversityInc from 2013 to 2015. 

Ford Motor Company: Ford Motor Company also emphasises a diverse workforce for gaining a 
competitive edge in the world, and this firm maintains its status eleven times in the top 50 companies 
on the DiversityInc ranking. 

L’Oréal: L’Oréal is a popular company due to its diverse workforce and received a corporate diversity 
innovation award from the council for world diversity leadership in the USA and the DANDI award in 
2012. 

Deutsch Bank: Deutsche Bank is very famous as one of the top 50 employers for women. This bank 
got an award for promoting the global sponsorship program ATLAS, which supports women's growth 
toward senior leadership positions. 

Johnson & Johnson: Johnson & Johnson, the global healthcare company, was listed on DiversityInc’s 
Top 50 eleven times. This company is famous due to globalization's shifts in diversity and inclusion. 
Companies establish an inclusive environment, use multiple measures and practices, promote inclusive 
leadership, and ultimately identify the relationships of diversity and inclusion with innovation. 

Global Companies Fail of Fully Adoption of Diversity 

In the Inc.com newsletter, Sherman et al. (2022) have compiled statistical data showing gender and 
racial diversity discrimination problems faced by famous global companies 

Facebook: Facebook presented inequality and gender discrimination among the workforces. Only 35 
percent of women were hired by this company, with 19 percent working in the technical department and 
28 percent in the management department, while 5 percent of the workforce is Hispanic, and 3 percent 
is Black. 

Google: Google is a very popular company that has been capturing global customers and users all over 
the world. However, it is practising gender and racial discrimination during the hiring and selection 
process of diverse employees. Company selected 69 percent American males, including 2 percent 
black and 4 percent Latino. 

Amazon: Amazon managers almost 67 percent are American white and overall workforce is 75 percent 
males. In the USA, 21 percent are black workers, and only 5 percent are black managers. The data has 
shown gender and racial discrimination by Amazon. 

LinkedIn: LinkedIn comprises 42 per cent women employees, of which 21 per cent are in technical-level 
positions and 38 percent in top management-level positions. In the USA, 61 percent of employees are 
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white, 31 percent are Asian, 4 percent are Latino, and only 1 percent are black. Statistics indicate that 
LinkedIn discriminates based on gender and ethnicity. 

Microsoft: Microsoft is a well-known and globally established company. However, it is currently facing 
a significant challenge: gender and racial discrimination in its workforce. Women make up only 25.9% 
of the company’s overall employees, just 19% of technical mid-level positions, and 19.1% of managerial 
roles. In the United States, the racial composition of Microsoft's workforce is 56.2% White, 31.3% Asian, 
5.9% Latino, and 4% Black. 

Discussion 

Rather than merely affirming the positive sway of organizational behaviour (OB) practices, this study 
critically interrogates the extent to which such practices individually shape corporate culture and 
employee performance. While the findings echo prior subsidy linking OB to favourable organizational 
outcomes – including psychological safety, effective performance management, conflict tenacity, and 
the strategic management of workplace diversity (Jerab & Mabrouk, 2023) – they also highlight the 
complexities involved in rendering communicative frameworks into sustained established change. The 
nuanced back-and-forth between emotional intelligence (EI) and organizational configuration, in 
particular, stresses the necessity of moving beyond prescriptive simulations of behaviour management 
toward more adaptive, contextually receptive approaches. 

Workplace Diversity and Organisational Behaviour 

Diversity management has been shown to significantly affect Organisational behaviour. Programs that 
focus on promoting diversity and inclusion enhance productivity, encourage innovation, and improve 
employee morale (Yadav & Singh, 2024). This aligns with Cox and Blake’s (1991) argument that 
diversity is a source of competitive advantage, driving creativity and problem-solving capabilities. 
However, the study also highlights potential challenges, such as increased conflict, which corroborates 
Tajfel and Turner’s (1979) social identity theory and suggests that diverse groups may face friction 
unless inclusivity is prioritised. 

Psychological Safety and Innovation 

The role of psychological safety in fostering innovation and risk-taking is a critical focus of this research. 
Consistent with Edmondson’s (1999) framework on psychological safety, this study demonstrates that 
employees are more willing to share ideas and take risks in an environment where they feel secure and 
supported. This study reinforces the notion that psychological safety is integral to organisational 
learning and innovation because it creates a culture of openness and collaboration (Thompson-Lee, 
2024). 

Performance Reviews and Employee Motivation 

Performance reviews, feedback mechanisms, and employee recognition programs play a vital role in 
influencing motivation and engagement. The findings align with Herzberg’s Two-Factor Theory (1959) 
(Alshmemri, Shahwan-Akl & Maude, 2017), which identifies recognition and feedback as motivators 
that enhance job satisfaction. Siddiqua (2023) further supports this, emphasizing the importance of 
positive reinforcement and supportive environments in maintaining high levels of employee 
engagement. 

Conflict Management and Team Dynamics 

Effective conflict management is essential for maintaining team productivity and morale. The study 
aligns with Thomas and Kilmann’s (1978) conflict management model, which outlines strategies such 
as collaboration and compromise as effective means to resolve workplace disputes. This connection 
underscores the importance of equipping teams with tools to address conflicts constructively (O'Connell 
et al., 2024). 

 

 

107



Int. J. Mgmt. Hum. Sci. 2025; 9(1): 101-115 

 

Emotional Intelligence and Leadership 

Whereas emotional intelligence (EI) is repeatedly positioned as an introductory element of effective 
leadership, this study invites a more critical analysis of its theoretical and practical boundaries. Although 
leaders exposing high EI are often associated with enhanced team management, conflict firmness, and 
cultural interrelation (Frisinger, 2024), such correlations risk oversimplifying the multifaceted nature of 
headship dynamics. Rooted in Goleman’s (1995) framework – which honours self-awareness, empathy, 
and interactive acuity – EI remains a construct that, despite its intuitive appeal, may lack sufficient 
meticulousness to account for circumstantial variability and mechanical influences within organisations. 
Thus, while EI-driven leadership appears to contribute to organizational congruence and productivity, 
its efficacy should be understood as delegation, rather than entirely authoritarian. 

Theoretical Applications in Organisational Effectiveness 

Finally, this research underscores the value of applying OB theories to improve employee performance 
and Organisational outcomes (Khan, 2024). The study’s emphasis on understanding employee 
psychology, motivation, and group dynamics is consistent with McGregor’s Theory X and Theory Y 
(1960), which differentiate between authoritarian and participative management styles. It also aligns 
with Hackman and Oldham's (1976) job characteristics model, which emphasises task significance and 
autonomy in fostering engagement and performance. 

Recommendations for Strengthening Theoretical Foundations 

While the discussion integrates significant findings, incorporating additional theoretical frameworks from 
OB literature could further strengthen the study. For instance: 

Diversity and Inclusion: Leveraging Hofstede’s cultural dimensions’ theory (1980) could deepen the 
understanding of how cultural differences impact team dynamics. 

Psychological Safety: Bandura & Walters’ social learning theory (1977) could explain how modelling 
inclusive behaviours fosters psychological safety. 

Leadership and EI: Drawing on contingency leadership theories, such as Fiedler’s (1967), could provide 
insights into situational factors that moderate the effectiveness of EI in leadership. By bridging these 
theoretical perspectives, the study would provide a stronger foundation for understanding and 
addressing the complexities of organisational behaviour. 

Limitation 

The strategies outlined have several limitations, which organisations must navigate carefully. Monitoring 
competitors may lead to imitation rather than innovation, while promoting diversity for branding 
purposes can risk being perceived as superficial if not genuinely implemented. Tailoring policies for 
cultural sensitivity, though essential, can be resource-intensive and challenging to ensure consistency 
across diverse demographics. Integrating diversity with other strategic objectives risks diluting its focus 
and fostering open communication may inadvertently create tensions if sensitive issues are poorly 
managed. Additionally, adapting strategies to local norms can conflict with global values, leading to 
ethical dilemmas or reduced impact in driving systemic change. Addressing these challenges requires 
a thoughtful, balanced approach that ensures authenticity and alignment with Organisational goals. 

Conclusion 

The examination of worker diversity reveals its significant role in driving innovation and enhancing 
creativity within organisations. Diverse teams can offer unique perspectives that lead to sustainable and 
disruptive innovations, allowing businesses to thrive in both domestic and global markets. However, 
challenges, such as gender and racial discrimination, can hinder the full realisation of these benefits. 
While many organisations have embraced diversity as a strategic priority, their experiences illustrate 
that effective diversity management requires a nuanced approach that accounts for varying 
Organisational contexts and cultural dynamics. Future research on workforce diversity must examine 
more thoroughly the nuanced mechanisms through which diversity fosters innovation, moving beyond 
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fragmented approaches and surface-level analyses. There is a pressing need to explore the 
intersectionality of identity dimensions and the embedded structural barriers – such as systemic bias – 
that influence diversity outcomes across varying organizational and cultural contexts. The evolving 
nature of work, including the rise of remote and hybrid models and the integration of AI in diversity 
management, further necessitates the reassessment of traditional leadership and diversity strategies. 
Scholars should investigate the long-term innovation trajectories of diverse teams across industries 
while also quantifying the return on investment (ROI) of diversity initiatives in alignment with 
sustainability goals. Such comprehensive and empirical research can help reframe diversity not as a 
symbolic gesture but as a transformative structural asset that drives inclusive innovation and 
organizational resilience. 

Recommendation 

Most of the organisations perceive solely a diverse workforce that creates innovation but ignore some 
other factors which could affect this relationship. Such as some contextual factors (technology adoption, 
language barriers, resource availability, supply and demand of skilled labour, nature of work, and 
increased competition) and different situations (capturing new markets and customers, changing 
government rules about hiring, expansion of firms, and core competitors hiring diversity) decide about 
the requirement of a diverse workforce. 

Many moderating variables are influencing the performance of a diverse workforce, which can hinder 
or increase Organisational and individual outcomes. These environmental dimensions, like the stress 
and motivation level of minorities (due to discrimination), knowledge sharing & hiding, control 
harassment activities, racial conflicts, training about ethics, adaptability and adoptability, socio-
technologies, Organisational justices, and leadership styles, are playing a role as coping mechanisms 
on the diversity-innovation link. 

Religion is the most important element that has been frequently ignored by diversity managers. The 
governments and organisations of all nations in the world should take strict action against those who 
insult the founders and prophets of every religion. Currently some western countries hurt the Muslims 
by insulting their beloved prophet; as a result, it will generate terrorists openly. 

If the organisation’s image is positive in the market and these are gaining higher revenues as well as 
facilitating the stakeholders and stockholders, it will attract a diverse workforce. So, firms should be 
focused on their values or image in the eyes of customers, suppliers, employees, and other distributors. 

Conflicts of Interest 

The authors have no conflicts of interest to declare that are relevant to the content of the article. 

Acknowledgments 

This research paper represents an original contribution to the field and has not been submitted 
elsewhere nor published in any journal, book, or online source. The research reflects a collaborative 
effort informed by valuable insights and teamwork. The authors express their gratitude to the institution 
and colleagues for their unwavering support and encouragement throughout the research process. The 
authors collectively assume full responsibility for any claims-related violation issues that may arise at 
any stage in the future. This paper stands as a testament to the dedication and shared expertise 
involved in its development. 

References 

Abbink, K., Masclet, D., & Mirza, D. (2018). Inequality and inter-group conflicts: experimental evidence. Social 
Choice and Welfare, 50, 387-423. https://doi.org/10.1007/s00355-017-1089-x 

Akinteye, S. A., Ochei, D. A., & Itoe, M. M. (2023). Corporate Governance and Employee Retention in Multinational 
Enterprises in Nigeria: Exploring the Role of Board Diversity and Incentive Mechanisms. Corporate 
Governance, 15(11). https://doi.org/10.7176/EJBM/15-11-04 

109

https://doi.org/10.1007/s00355-017-1089-x
https://doi.org/10.7176/EJBM/15-11-04


Int. J. Mgmt. Hum. Sci. 2025; 9(1): 101-115 

 

Alshaabani, A., Hamza, K. A., & Rudnák, I. (2021). Impact of diversity management on employees’ engagement: 
the role of Organisational trust and job insecurity. Sustainability, 14(1), 420. 
https://doi.org/10.3390/su14010420 

Alshmemri, M., Shahwan-Akl, L., & Maude, P. (2017). Herzberg’s two-factor theory. Life Science Journal, 14(5), 
12-16. https://doi.org/10.7537/marslsj140517.03 

Araci, O. (2024). Ethical Values in the Shade of Business Case Approach to Diversity Management: A Review and 
Insights for Further Research. Diversity, Equity, and Inclusion (DEI) Management, 193-211. 
https://doi.org/10.1108/S2514-175920240000006008 

Arant, R., Larsen, M., & Boehnke, K. (2021). Acceptance of diversity as a building block of social cohesion: 
Individual and structural determinants. Frontiers in Psychology, 12. 
https://doi.org/10.3389/fpsyg.2021.612224 

Archer, M., Bhaskar, R., Collier, A., Lawson, T., & Norrie, A. (2013). Critical realism: Essential Readings. Routledge. 
https://doi.org/10.4324/9781315008592 

Argote, N., Bonilla, A., & González-Morales, M. G. (2024). Cultural stress among immigrants in the workforce. 
Cultural Diversity & Ethnic Minority Psychology.  30(4), 740–751. https://doi.org/10.1037/cdp0000692 

Arvanitis, S. E., Varouchas, E. G., & Agiomirgianakis, G. M. (2022). Does board gender diversity really improve 
firm performance? Evidence from Greek listed firms. Journal of Risk and Financial Management, 15(7), 
306. https://doi.org/10.3390/jrfm15070306 

As You Sow. (2023, November 29). Capturing the diversity benefit: Workforce diversity linked to financial 
performance. Retrieved from: https://www.asyousow.org/reports/2023-capturing-the-diversity-benefit, 
Accessed on 10th July, 2023 

Ayoko, O. B., & Fujimoto, Y. (2023). Diversity, Inclusion, and Human Resource Management: A call for more 
belongingness and intersectionality research. Journal of Management & Organisation, 29(6), 983-990. 
https://doi.org/10.1017/jmo.2023.72 

Bandura, A., & Walters, R. H. (1977). Social learning theory (Vol. 1, pp. 141-154). Englewood Cliffs, NJ: Prentice 
Hall. Retrieved from: https://www.asecib.ase.ro/mps/Bandura_SocialLearningTheory.pdf, Accessed on 
22nd July, 2023 

Baumann, F., Czaplicka, A., & Rahwan, I. (2024). Network structure shapes the impact of diversity in collective 
learning. Scientific Reports, 14(1), 2491. https://doi.org/10.1038/s41598-024-52837-3 

Bersin, J. (2015). Why diversity and inclusion will be a top priority for 2016. Forbes. 

Bhaskar, R. (1975). A Realist Theory of Science. Routledge. https://doi.org/10.4324/9780203090732 

Bolatito, A. O. S., & Mohamoud, Y. A. (2024). Reward Management and Employee Performance: A Review of Job 
Satisfaction in Somalia. TWIST, 19(1), 128-137. https://doi.org/10.5281/zenodo.10049652#76 

Brodzik, C., Stephane, J., Dickau, D., & Scoble-Williams, N. (2023). Taking bold action for equitable outcomes: 
The DEI conversation shifts from activities to outcomes. Deloitte Insights. Retrieved from: 
https://www2.deloitte.com/us/en/insights/focus/human-capital-trends/2023/diversity-equity-inclusion-
belonging.html, Accessed on 14th July, 2023 

Burns, D. D., Langenderfer-Magruder, L., Yelick, A., & Wilke, D. J. (2023). What else is there to say? Reflections 
of newly-hired child welfare workers by retention status. Children and Youth Services Review, 144. 
https://doi.org/10.1016/j.childyouth.2022.106731 

Butler, C. L., Paolillo, A., & Scuderi, V. E. (2023). Migrant Inclusion and Wider Workforce Well-being: Understanding 
the MNE Challenges and Solutions through the Diversity Climates Lens. In The Palgrave Handbook of 
Global Migration in International Business (pp. 325-352). Cham: Springer International Publishing. 
https://doi.org/10.1007/978-3-031-38886-6_15 

Chaimowitz, N. S., Smith, M. R., & Forbes Satter, L. R. (2024). JAK/STAT defects and immune dysregulation and 
guiding therapeutic choices. Immunological Reviews, 322(1), 311-328. https://doi.org/10.1111/imr.13312 

Chatman, J. A., Sharps, D., Mishra, S., Kray, L. J., & North, M. S. (2022). Agentic but not warm: Age-gender 
interactions and the consequences of stereotype incongruity perceptions for middle-aged professional 

110

https://doi.org/10.3390/su14010420
https://doi.org/10.7537/marslsj140517.03
https://doi.org/10.1108/S2514-175920240000006008
https://doi.org/10.3389/fpsyg.2021.612224
https://doi.org/10.4324/9781315008592
https://psycnet.apa.org/doi/10.1037/cdp0000692
https://doi.org/10.3390/jrfm15070306
https://www.asyousow.org/reports/2023-capturing-the-diversity-benefit
https://doi.org/10.1017/jmo.2023.72
https://www.asecib.ase.ro/mps/Bandura_SocialLearningTheory.pdf
https://doi.org/10.1038/s41598-024-52837-3
https://doi.org/10.4324/9780203090732
https://doi.org/10.5281/zenodo.10049652#76
https://www2.deloitte.com/us/en/insights/focus/human-capital-trends/2023/diversity-equity-inclusion-belonging.html
https://www2.deloitte.com/us/en/insights/focus/human-capital-trends/2023/diversity-equity-inclusion-belonging.html
https://doi.org/10.1016/j.childyouth.2022.106731
https://doi.org/10.1007/978-3-031-38886-6_15
https://doi.org/10.1111/imr.13312


Int. J. Mgmt. Hum. Sci. 2025; 9(1): 101-115 

 
 

women. Organisational Behavior and Human Decision Processes, 173, 1-20. 
https://doi.org/10.1016/j.obhdp.2022.104190 

Coffman, J., Rosenblum, E., D'Arcy, A., & Love, L. T. (2021, August 11). The wage imperative in diversity, equity, 
and inclusion efforts: Companies cannot reduce racial and gender inequities without offering family-
sustaining wages and benefits. Bain & Company. Retrieved from: 
https://www.ourperspectives.com/article/7938-its-time-to-reimagine-diversity-equity-and-inclusion, 
Accessed on 8th September, 2023 

Cox, T. H., & Blake, S. (1991). Managing cultural diversity: Implications for Organisational competitiveness. 
Academy of Management Perspectives, 5(3), 45-56. https://doi.org/10.5465/ame.1991.4274465 

Creswell, J. W., & Poth, C. N. (2018). Qualitative Inquiry and Research Design: Choosing Among Five Approaches 
(4th ed.). SAGE Publications. Retrieved from: https://revistapsicologia.org/public/formato/cuali2.pdf, 
Accessed on 18th October, 2023 

Curado, C., Tai, S. H., Oliveira, M., & Sarmento, J. M. (2022). Levels and dimensions of diversity in small 
businesses: contributions for performance. International Journal of Productivity and Performance 
Management, 71(8), 3138-3159. https://doi.org/10.1108/IJPPM-12-2020-0628 

Dean, T., Zhang, H., & Xiao, Y. (2023). Use big data to leverage customer need diversity for radical innovation. 
Journal of Marketing Management, 39(15-16), 1620-1644. 
https://doi.org/10.1080/0267257X.2023.2273277 

Dobbin, F., & Kalev, A. (2022). Getting to diversity: What works and what doesn’t. Harvard University Press. 

Dockx, E., Verhoest, K., Langbroek, T., & Wynen, J. (2023). Bringing together unlikely innovators: do connective 
and learning capacities impact collaboration for innovation and diversity of actors?. Public Management 
Review, 25(6), 1104-1127. https://doi.org/10.1080/14719037.2021.2005328 

Edmondson, A. (1999). Psychological safety and learning behavior in work teams. Administrative science quarterly, 
44(2), 350-383. https://doi.org/10.2307/2666999 

Elshaer, I. A., Azazz, A. M., Kooli, C., & Fayyad, S. (2023). Green human resource management and brand 
citizenship behavior in the hotel industry: Mediation of Organisational pride and individual green values 
as a moderator. Administrative Sciences, 13(4), 109. https://doi.org/10.3390/admsci13040109 

Erbguth, J., Schörling, M., Birt, N., Bongers, S., Sulzberger, P., & Morin, J. H. (2022). Co-creating innovation for 
sustainability. Gruppe. Interaktion. Organisation. Zeitschrift für Angewandte Organisationspsychologie 
(GIO), 53(1), 83-97. https://doi.org/10.1007/s11612-022-00619-8 

Farisi, S., Hasibuan, J. S., & Gunawan, A. (2024). Factors affecting Organisational citizenship behavior of budget 
hotel employees in Indonesia: Examining the mediating role of work engagement and affective 
commitment. Problems and Perspectives in Management, 22(1), 549. 
http://dx.doi.org/10.21511/ppm.22(1).2024.44 

Fiedler, F.E. (1967) A Theory of Leadership Effectiveness. McGraw-Hill. Retrieved from: 
https://www.scirp.org/reference/referencespapers?referenceid=3899171, Accessed on 16th August, 2023 

Forbes, S. M., Schwartz, N., Fu, S. H., Hobin, E., & Smith, B. T. (2024). The association between off-and on-
premises alcohol outlet density and 100% alcohol-attributable emergency department visits by 
neighbourhood-level socioeconomic status in Ontario, Canada. Health & Place, 89. 
https://doi.org/10.1016/j.healthplace.2024.103345 

Frisinger, T. P. (2024). A Quantitative Study of the Influence of Emotional Intelligence on the Ministerial 
Effectiveness of Executive Pastors as Scored by Their Lead Pastors (Doctoral dissertation, Southeastern 
University). Retrieved from: https://firescholars.seu.edu/org-lead/39/, Accessed on 8th May, 2023 

Gifford, H., Rhodes, J., & Farrer, R. A. (2024). The diverse genomes of Candida auris. The Lancet Microbe, 
5(9),100903.  https://doi.org/10.1016/s2666-5247(24)00135-6 

Goleman, D. (1995). Emotional intelligence bantam books. New York. Retrieved from: 
https://psycnet.apa.org/record/1995-98387-000, Accessed on 19th September, 2023 

Green, J., & Hand, J. R. (2024). McKinsey's Diversity Matters/Delivers/Wins Results Revisited. Econ Journal 
Watch, 21(1). Retrieved from: https://dailysceptic.org/wp-content/uploads/2024/04/McKinseys-Diversity-
Results-Revisited-by-Jeremiah-Green-and-John-R.-M.-Hand.pdf, Accessed on 15th October, 2023 

111

https://doi.org/10.1016/j.obhdp.2022.104190
https://www.ourperspectives.com/article/7938-its-time-to-reimagine-diversity-equity-and-inclusion
https://revistapsicologia.org/public/formato/cuali2.pdf
https://doi.org/10.1108/IJPPM-12-2020-0628
https://doi.org/10.1080/0267257X.2023.2273277
https://doi.org/10.1080/14719037.2021.2005328
https://doi.org/10.2307/2666999
https://doi.org/10.3390/admsci13040109
https://doi.org/10.1007/s11612-022-00619-8
http://dx.doi.org/10.21511/ppm.22(1).2024.44
https://www.scirp.org/reference/referencespapers?referenceid=3899171
https://doi.org/10.1016/j.healthplace.2024.103345
https://firescholars.seu.edu/org-lead/39/
https://doi.org/10.1016/s2666-5247(24)00135-6
https://psycnet.apa.org/record/1995-98387-000
https://dailysceptic.org/wp-content/uploads/2024/04/McKinseys-Diversity-Results-Revisited-by-Jeremiah-Green-and-John-R.-M.-Hand.pdf
https://dailysceptic.org/wp-content/uploads/2024/04/McKinseys-Diversity-Results-Revisited-by-Jeremiah-Green-and-John-R.-M.-Hand.pdf


Int. J. Mgmt. Hum. Sci. 2025; 9(1): 101-115 

 

Groeneveld, M. G., Linting, M., & Vermeer, H. J. (2024). Children’s involvement in home-based childcare: are boys 
more susceptible to caregiver sensitivity than girls?. Early Years, 1-15. 
https://doi.org/10.1080/09575146.2024.2358204 

Groenewald, E., Groenewald, C. A., Kilag, O. K., Andrin, G., Pernites, M. J., & Macapaz, M. K. (2024). Talent 
Management in the 21st Century: A Comprehensive Review and Prospects for Innovation. International 
Multidisciplinary Journal of Research for Innovation, Sustainability, and Excellence (IMJRISE), 1(3), 93-
99. https://doi.org/10.5281/zenodo.11045743 

Guest, G., Bunce, A., & Johnson, L. (2006). How many interviews are enough? An experiment with data saturation 
and variability. Field Methods, 18(1), 59-82. https://doi.org/10.1177/1525822X05279903 

Hackman, J. R., & Oldham, G. R. (1976). Motivation through the design of work: Test of a theory. Organisational 
behavior and human performance, 16(2), 250-279. https://doi.org/10.1016/0030-5073(76)90016-7 

Holmes IV, O., Jiang, K., Avery, D. R., McKay, P. F., Oh, I. S., & Tillman, C. J. (2021). A meta-analysis integrating 
25 years of diversity climate research. Journal of Management, 47(6), 1357-1382. 
https://doi.org/10.1177/0149206320934547 

Hunt, V., Layton, D., & Prince, S. (2015). Why diversity matters| McKinsey. Online McKinsey. Com. Retrieved from: 
https://www.mckinsey.com/capabilities/people-and-Organisational-performance/our-insights/why-
diversity-matters, Accessed on 17th May, 2024 

Janes, S. (2023, June 20). PwC Canada promoting inclusive work environment with three new employee resource 
groups. Benefits Canada. Retrieved from: https://www.benefitscanada.com/news/bencan/pwc-canada-
promoting-inclusive-work-environment-with-three-new-employee-resource-groups/, Accessed on 10th 

August, 2023 

Januszkiewicz, K., & Wiktorowicz, J. (2021). Management in a Multicultural Environment. In Facets of Managing 
in Cross-Cultural Diversity; Wydawnictwo Uniwersytetu Łódzkiego. http://hdl.handle.net/11089/39799 

Jerab, D., & Mabrouk, T. (2023). The role of leadership in changing Organisational culture. 
https://dx.doi.org/10.2139/ssrn.4574324 

Kasih, E., & Ruslaini, R. (2024). The impact of diversity and inclusion initiatives on Organisational performance. 
https://dx.doi.org/10.2139/ssrn.4745689 

Kele, J. E., & Cassell, C. M. (2023). The face of the firm: the impact of employer branding on diversity. British 
Journal of Management, 34(2), 692-708. https://doi.org/10.1111/1467-8551.12608 

Khan, A. A., & Khan, N. A. (2023). Exploring diversity, equity, and inclusion (dei) in the context of human resource 
management. ANVESHAK-International Journal of Management, 53(2). 

Khan, D. S. (2024). Organisational Behaviour insights: Examining dynamics of Workplace Culture and Employee 
Interaction in Modern Organisations. International Journal for Multidimensional Research Perspectives, 
2(5), 37-53. https://doi.org/10.61877/ijmrp.v2i5.145 

Kim, D. S., & Sul, H. K. (2021). Diversity Matters: A Study on the Relationship between Board Career Diversity and 
Firm Performance. Sustainability, 13(17), 9674. https://doi.org/10.3390/su13179674 

Kingshott, R. P., & Sharma, P. (2024). Navigating inter-cultural experiences [NICE] in B2B relationships: New 
insights and future research directions. Industrial Marketing Management. 
https://doi.org/10.1016/j.indmarman.2024.07.007 

Krause, G. A., & Park, J. (2024). Improving Social Equity Within Public Organisations: Authority Differentials as 
Reference Points for Fostering Diversity and Inclusion Within US Federal Agencies. Review of Public 
Personnel Administration. https://doi.org/10.1177/0734371X241286176 

Krippendorff, K. (2018). Content Analysis: An Introduction to Its Methodology. Sage publications. 
https://doi.org/10.4135/9781071878781 

Kvale, S., & Brinkmann, S. (2015). Interviews: Learning the Craft of Qualitative Research Interviewing (3rd ed.). 
SAGE Publications. California 

Mahn, D., Wang, C., Kent, D., & Heaton, C. (2024). The optimism effects on country productivity and innovation 
activities. Journal of Innovation & Knowledge, 9(4). https://doi.org/10.1016/j.jik.2024.100565 

112

https://doi.org/10.1080/09575146.2024.2358204
https://doi.org/10.5281/zenodo.11045743
https://doi.org/10.1177/1525822X05279903
https://doi.org/10.1016/0030-5073(76)90016-7
https://doi.org/10.1177/0149206320934547
https://www.mckinsey.com/capabilities/people-and-organizational-performance/our-insights/why-diversity-matters
https://www.mckinsey.com/capabilities/people-and-organizational-performance/our-insights/why-diversity-matters
https://www.benefitscanada.com/news/bencan/pwc-canada-promoting-inclusive-work-environment-with-three-new-employee-resource-groups/
https://www.benefitscanada.com/news/bencan/pwc-canada-promoting-inclusive-work-environment-with-three-new-employee-resource-groups/
http://hdl.handle.net/11089/39799
https://dx.doi.org/10.2139/ssrn.4574324
https://dx.doi.org/10.2139/ssrn.4745689
https://doi.org/10.1111/1467-8551.12608
https://www.researchgate.net/journal/ANVESHAK-International-Journal-of-Management-2278-8913?_tp=eyJjb250ZXh0Ijp7ImZpcnN0UGFnZSI6InB1YmxpY2F0aW9uIiwicGFnZSI6InB1YmxpY2F0aW9uIn19
https://doi.org/10.61877/ijmrp.v2i5.145
https://doi.org/10.3390/su13179674
https://doi.org/10.1016/j.indmarman.2024.07.007
https://doi.org/10.1177/0734371X241286176
https://doi.org/10.4135/9781071878781
https://doi.org/10.1016/j.jik.2024.100565


Int. J. Mgmt. Hum. Sci. 2025; 9(1): 101-115 

 
 

Mathuki, E., & Zhang, J. (2024). Cognitive diversity, creativity and team effectiveness: the mediations of inclusion 
and knowledge sharing. VINE Journal of Information and Knowledge Management Systems, 54(6), 1379-
1403. https://doi.org/10.1108/VJIKMS-06-2022-0190 

McCausland, T. (2021). Why innovation needs more diversity. Research-Technology Management, 64(2), 59-63. 
https://doi.org/10.1080/08956308.2021.1868003 

McGregor, D. (1960). Theory X and theory Y. Organisation theory, 358(374), 5. Retrieved from: 
https://static1.squarespace.com/static/60bddec1a93337235ecfdbcf/t/6205165bca24ea4adc4943df/1644
500572175/McGregor_Thinker.pdf, Accessed on 8th December, 2023 

Meade, J., (2021). Are you prepared to lead a diverse team? Harvard Business Review. Retrieved from: 
https://hbr.org/2021/12/are-you-prepared-to-lead-a-diverse-team, Accessed on 17th September, 2023 

Medina, A., & Spenader, A. (2024). Introduction to Special Issue on Intercultural Development in Teacher 
Education: Sustaining Momentum for Study Abroad and Virtual Exchange Innovation. Frontiers: The 
Interdisciplinary Journal of Study Abroad, 36(2): I-XIX.  https://doi.org/10.36366/frontiers.v36i2.1028 

Melnichuk, T. (2024, October 22). Four ways to motivate employees. Forbes Human Resources Council. Retrieved 
from: https://www.forbes.com/councils/forbeshumanresourcescouncil/2022/02/09/four-ways-to-motivate-
employees/, Accessed on 18th July, 2023 

Moodie, R., Bennett, E., Kwong, E. J. L., Santos, T. M., Pratiwi, L., Williams, J., & Baker, P. (2021). Ultra-processed 
profits: the political economy of countering the global spread of ultra-processed foods–a synthesis review 
on the market and political practices of transnational food corporations and strategic public health 
responses. International Journal of Health Policy and Management, 10(12), 968. 
https://doi.org/10.34172/ijhpm.2021.45 

Morgan, D. L. (1996). Focus groups. Annual Review of Sociology, 22(1), 129-152.        
https://doi.org/10.1146/annurev.soc.22.1.129 

Nester, K. (2018, July 31). Diversity, innovation and opportunity: Why you need a diverse product engineering 
team. Forbes. Retrieved from: https://www.forbes.com/sites/forbestechcouncil/2018/07/31/diversity-
innovation-and-opportunity-why-you-need-a-diverse-product-engineering-team/, Accessed on 15th July, 
2024 

Novacek, G., Lee, J., & Krentz, M. (2021). It’s time to reimagine diversity, equity, and inclusion. Retrieved from: 
https://web-assets.bcg.com/0b/c4/c45a07e54f48ae0dc784667a66dd/bcg-its-time-to-reimagine-diversity-
equity-and-inclusion-may-2021-r.pdf, Accessed on 10th July, 2023 

Nweiser, M., & Dajnoki, K. (2022). The importance of diversity management in relation to other functions of human 
resource management: A systematic review. Cross-Cultural Management Journal, 24(1) 17-27. Retrieved 
from: https://ideas.repec.org/a/cmj/journl/y2022i1p17-27.html, Accessed on 10th April, 2024 

O’Connell, C. J., Brown, R. S., Peach, T. M., Traubert, O. D., Schwierling, H. C., Notorgiacomo, G. A., & Robson, 
M. J. (2024). Strain in the midbrain: impact of traumatic brain injury on the central serotonin system. Brain 
Sciences, 14(1), 51. https://doi.org/10.3390/brainsci14010051 

O'sullivan, C. A., Bonnett, G. D., McIntyre, C. L., Hochman, Z., & Wasson, A. P. (2019). Strategies to improve the 
productivity, product diversity and profitability of urban agriculture. Agricultural Systems, 174, 133-144. 
https://doi.org/10.1016/j.agsy.2019.05.007 

Owusu, V. K., Gregar, A., & Ntsiful, A. (2021). Organisational diversity and competency-based performance: The 
mediating role of employee commitment and job satisfaction. Management & Marketing, 16(4), 352-369. 
https://doi.org/10.2478/mmcks-2021-0021 

Ozgen, C. (2021). The economics of diversity: Innovation, productivity and the labour market. Journal of Economic 
Surveys, 35(4), 1168-1216. https://doi.org/10.1111/joes.12433 

Page, S., Cantor, N., & Lewis, E. (2019). The diversity bonus: How great teams pay off in the knowledge economy. 

Patton, M. Q. (2002). Qualitative Research and Evaluation Methods (3rd ed.). SAGE Publications. 
https://doi.org/10.1177/1035719X0300300213 

Pillai, N. S., & Arora, P. (2024). Exploring the Landscape of Diversity Climate Research as a Means of Promoting 
Diversity, Equity, Inclusion, and Belongingness for Academic and Organisational Progress. Business 
Perspectives and Research, 22785337241262628. https://doi.org/10.1177/22785337241262628 

113

https://doi.org/10.1108/VJIKMS-06-2022-0190
https://doi.org/10.1080/08956308.2021.1868003
https://static1.squarespace.com/static/60bddec1a93337235ecfdbcf/t/6205165bca24ea4adc4943df/1644500572175/McGregor_Thinker.pdf
https://static1.squarespace.com/static/60bddec1a93337235ecfdbcf/t/6205165bca24ea4adc4943df/1644500572175/McGregor_Thinker.pdf
https://hbr.org/2021/12/are-you-prepared-to-lead-a-diverse-team
https://doi.org/10.36366/frontiers.v36i2.1028
https://www.forbes.com/councils/forbeshumanresourcescouncil/2022/02/09/four-ways-to-motivate-employees/
https://www.forbes.com/councils/forbeshumanresourcescouncil/2022/02/09/four-ways-to-motivate-employees/
https://doi.org/10.34172/ijhpm.2021.45
https://doi.org/10.1146/annurev.soc.22.1.129
https://www.forbes.com/sites/forbestechcouncil/2018/07/31/diversity-innovation-and-opportunity-why-you-need-a-diverse-product-engineering-team/
https://www.forbes.com/sites/forbestechcouncil/2018/07/31/diversity-innovation-and-opportunity-why-you-need-a-diverse-product-engineering-team/
https://web-assets.bcg.com/0b/c4/c45a07e54f48ae0dc784667a66dd/bcg-its-time-to-reimagine-diversity-equity-and-inclusion-may-2021-r.pdf
https://web-assets.bcg.com/0b/c4/c45a07e54f48ae0dc784667a66dd/bcg-its-time-to-reimagine-diversity-equity-and-inclusion-may-2021-r.pdf
https://ideas.repec.org/a/cmj/journl/y2022i1p17-27.html
https://doi.org/10.3390/brainsci14010051
https://doi.org/10.1016/j.agsy.2019.05.007
https://doi.org/10.2478/mmcks-2021-0021
https://doi.org/10.1111/joes.12433
https://doi.org/10.1177/1035719X0300300213
https://doi.org/10.1177/22785337241262628


Int. J. Mgmt. Hum. Sci. 2025; 9(1): 101-115 

 

Porcena, Y. R., Parboteeah, K. P., & Mero, N. P. (2021). Diversity and firm performance: role of corporate ethics. 
Management Decision, 59(11), 2620-2644. https://doi.org/10.1108/MD-01-2019-0142 

Qureshi, A. P., Johnson, S. M., Sylla, P., Pryor, A. D., Telem, D., Jones, D. B., ... & SAGES DLPD Committee. 
(2024). Leaning in and moving forward: a call to action and review of diversity initiatives in SAGES. 
Surgical Endoscopy, 38(8), 4095-4103. https://doi.org/10.1007/s00464-024-10814-x 

Retrieved from: https://joshbersin.com/2015/12/why-diversity-and-inclusion-will-be-a-top-priority-for-2016/ 

Richmond, J. (2023). Diversity In the Workplace: Breaking Barriers and Building Bridges. 
Retrievedfrom:https://www.forbes.com/councils/forbesbusinesscouncil/2023/11/27/diversity-in-the-
workplace-breaking-barriers-and-building-bridges/, Accessed on 18th August, 2023 

Rusu, C.-M., Bilți, R.-S., Barbu, F.-S., & Bălan, L.-S. (2023). The impact of workforce diversity, innovation capacity, 
and corporate social responsibility on the image of the Organisation. Proceedings of the International 
Conference on Business Excellence, 17(1), 1119-1127. https://doi.org/10.2478/picbe-2023-0100 

Saccò, M., Mammola, S., Altermatt, F., Alther, R., Bolpagni, R., Brancelj, A., ... & Reinecke, R. (2024). Groundwater 
is a hidden global keystone ecosystem. Global Change Biology, 30(1), e17066. 
https://doi.org/10.1111/gcb.17066 

Saha, R., Kabir, M. N., Hossain, S. A., & Rabby, S. M. (2024). Impact of Diversity and Inclusion on Firm 
Performance: Moderating Role of Institutional Ownership. Journal of Risk and Financial Management, 
17(8), 344. https://doi.org/10.3390/jrfm17080344 

Sherman, A. D., Allgood, S., Alexander, K. A., Klepper, M., Balthazar, M. S., Hill, M., ... & Campbell, J. (2022). 
Transgender and gender diverse community connection, help-seeking, and mental health among Black 
transgender women who have survived violence: A mixed-methods analysis. Violence against 
women, 28(3-4), 890-921. https://doi.org/10.1177/10778012211013892 

Shipman, J. G., Onyenwoke, R. U., & Sivaraman, V. (2024). Vaping-Dependent Pulmonary Inflammation Is Ca2+ 
Mediated and Potentially Sex Specific. International Journal of Molecular Sciences, 25(3), 1785. 
https://doi.org/10.3390/ijms25031785 

Siddiqua, A. (2023). Exploring Motivation in Organisational Behavior: A Review. South Asian Journal of Social 
Studies and Economics, 20(3), 169-179. https://doi.org/10.9734/sajsse/2023/v20i3721 

Singh, P., & Sharma, R. (2022). Role of Leadership in handling conflicts arising due to Age Diversity in the 
workplace. Management Insight, 18(2), 31-37. https://doi.org/10.21844/mijia.18.2.5 

Spanjer, A., & van Witteloostuijn, A. (2017). The entrepreneur’s experiential diversity and entrepreneurial 
performance. Small Business Economics, 49(1), 141-161. https://doi.org/10.1007/s11187-016-9811-0 

Tajfel, H., & Turner, J. C. (1979). An integrative theory of intergroup conflict. In W. G. Austin, & S. Worchel (Eds.), 
The social psychology of intergroup relations (pp. 33-37). Monterey, CA: Brooks/Cole. Retrieved from: 
https://www.scirp.org/reference/ReferencesPapers?ReferenceID=757561, Accessed on 10th August, 
2023 

Tasheva, S. (2023). Diversity on corporate boards as a multi-dimensional and multi-level phenomenon: from duality 
to unity of theoretical and practical perspectives. Research Handbook on Diversity and Corporate 
Governance, 8-15. https://doi.org/10.4337/9781800377783.00010 

Tasheva, S., & Hillman, A. J. (2019). Integrating diversity at different levels: Multilevel human capital, social capital, 
and demographic diversity and their implications for team effectiveness. Academy of Management 
Review, 44(4), 746-765. https://doi.org/10.5465/amr.2015.0396 

Tasheva, Z., & Karpovich, V. (2024). Supercharge Human Potential Through Ai to Increase Productivity the 
Workforce in The Companies. American Journal of Applied Science and Technology, 4(02), 24-29. 
https://doi.org/10.37547/ajast/Volume04Issue02-05 

Tessema, M. T., Hulback, T., Jones, J., Santos-Leslie, R., Ninham, K., Sterbin, A., & Swanson, N. (2023). Diversity, 
Equity, and Inclusion: History, Climate, Benefits, Challenges, and Creative Strategies. Journal of Human 
Resource and Sustainability Studies, 11(4), 780-794. https://doi.org/10.4236/jhrss.2023.114044 

Thomas, K. W., & Kilmann, R. H. (1978). Comparison of four instruments measuring conflict behavior. 
Psychological reports, 42(3_suppl), 1139-1145. https://doi.org/10.2466/pr0.1978.42.3c.1139 

114

https://doi.org/10.1108/MD-01-2019-0142
https://doi.org/10.1007/s00464-024-10814-x
https://joshbersin.com/2015/12/why-diversity-and-inclusion-will-be-a-top-priority-for-2016/
https://www.forbes.com/councils/forbesbusinesscouncil/2023/11/27/diversity-in-the-workplace-breaking-barriers-and-building-bridges/
https://www.forbes.com/councils/forbesbusinesscouncil/2023/11/27/diversity-in-the-workplace-breaking-barriers-and-building-bridges/
https://doi.org/10.2478/picbe-2023-0100
https://doi.org/10.1111/gcb.17066
https://doi.org/10.3390/jrfm17080344
https://doi.org/10.1177/10778012211013892
https://doi.org/10.3390/ijms25031785
https://doi.org/10.9734/sajsse/2023/v20i3721
https://doi.org/10.21844/mijia.18.2.5
https://doi.org/10.1007/s11187-016-9811-0
https://www.scirp.org/reference/ReferencesPapers?ReferenceID=757561
https://doi.org/10.4337/9781800377783.00010
https://doi.org/10.5465/amr.2015.0396
https://doi.org/10.37547/ajast/Volume04Issue02-05
https://doi.org/10.4236/jhrss.2023.114044
https://doi.org/10.2466/pr0.1978.42.3c.1139


Int. J. Mgmt. Hum. Sci. 2025; 9(1): 101-115 

Thompson-Lee, F. (2024). Ameliorating School Experience with Restorative Practices (Doctoral dissertation, St. 
John's University (New York). Retrieved from: 
https://scholar.stjohns.edu/cgi/viewcontent.cgi?article=1773&context=theses_dissertations, Accessed on 
17th September, 2023 

Toguri, T. (2024). How a diverse workplace can drive innovation (Research-Backed). MentorcliQ. Retrieved from: 
https://www.mentorcliq.com/blog/how-a-diverse-workplace-can-drive-innovation, Accessed on 8th 
August, 2023 

Triana, M. D. C., Gu, P., Chapa, O., Richard, O., & Colella, A. (2021). Sixty years of discrimination and diversity 
research in human resource management: A review with suggestions for future research directions. 
Human Resource Management, 60(1), 145-204. https://doi.org/10.1002/hrm.22052 

Van Bakel, M., Noesgaard, M. S., & Michailova, S. (2024). “Willing to go the extra mile”: an exploration of 
antecedents of assigned expatriates' work engagement. Journal of Global Mobility: The Home of 
Expatriate Management Research, 12(3), 369-393. https://doi.org/10.1108/JGM-11-2023-0075 

Van Knippenberg, D. (2024). Team diversity and team performance: Paths to synergetic and disruptive effects. 
Current Opinion in Psychology, 59, 101877. https://doi.org/10.1016/j.copsyc.2024.101877 

Wallrich, L., Opara, V., Wesołowska, M., Barnoth, D., & Yousefi, S. (2024). The relationship between team diversity 
and team performance: reconciling promise and reality through a comprehensive meta-analysis registered 
report. Journal of Business and Psychology, 39(6), 1303-1354. https://doi.org/10.1007/s10869-024-
09977-0 

Yadav, N., & Singh, C. B. (2024). An Empirical Investigation of Employees Behaviour and Customer Satisfaction 
Towards Artificial Intelligence Implementation in the Private Sector Banks. Humanities and Social 
Sciences, 84(2), 219-228 

Yin, R. K. (2018). Case Study Research and Applications: Design and Methods (6th ed.). SAGE Publications. 

Zhang-Zhang, Y., & Rohlfer, S. (2024). Culture and international innovation: a theoretical approach. Management 
Decision. 62 (10), 3286-3314. https://doi.org/10.1108/MD-06-2023-0984 

115

https://scholar.stjohns.edu/cgi/viewcontent.cgi?article=1773&context=theses_dissertations
https://www.mentorcliq.com/blog/how-a-diverse-workplace-can-drive-innovation
https://doi.org/10.1002/hrm.22052
https://doi.org/10.1108/JGM-11-2023-0075
https://doi.org/10.1016/j.copsyc.2024.101877
https://doi.org/10.1007/s10869-024-09977-0
https://doi.org/10.1007/s10869-024-09977-0
https://doi.org/10.1108/MD-06-2023-0984



