



































































































































2.8.5. PROBLEM SOLVING ARGUMENT

Creating a culture where the different backgrounds of people and their different styles of interaction
are embraced, adds value to problem-solving and requires fundamental behavioural changes
(Robbins, 1993). Employees from different cultural groups bring different strengths and
perspectives to the organisation that can enhance its effectiveness. Varying perspectives in a
culturally diverse workforce should enable problem-solving groups to produce high quality
solutions and decisions. Notwithstanding these views espoused, Greenhaus and Callanan (1994, p.
295) assert "culturally diverse organisations are susceptible to potential conflicts between different
cultural groups. Language difficulties, stereotyping, mutual misunderstanding and resentments of
perceived preferential treatment can also exacerbate intergroup conflict”. However, proactive
conflict management strategies will preclude the possibility of arousing dysfunctional conflict

(Dodds, 1995).

2.8.6. SYSTEM FLEXIBILITY ARGUMENT

Rather than ignore differences between employees, wise visionary employers are learning to
embrace them and to utilise diversity to create competitive advantage. Introducing more flexibility
into the workplace has been found to result in higher morale, less absenteeism, improved
productivity and reduced turnover (Hall & Parker, 1994). Organisations that manage diversity
effectively become more fluid and flexible, which enables them to respond to environmental

changes more quickly and effectively (Feldman, Doerpinghaus & Turnley, 1994).
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Workplace flexibility and investigations into creative ways of enhancing the fit between people and
their work roles, is a key to corporate competitiveness. More specifically, it is a critical
organisational ability that enables employers to assist employees express rather than suppress their
identities and roles they have outside work. Flexibility can encourage higher levels of engagement
in the activities and relationships that make up a job, and as a result, can produce better work

performance (Hall & Parker, 1994).

2.9. FAIRNESS IN ORGANISATIONS

From the perspectives of employees, issues of fairness are not constrained to sex, cultural
background, age or other legally protected attributes. Many other aspects of personal orientation are
deemed worthy of tolerance and respect as well, including political views, sexual orientation, family
situations, and various personal idiosyncrasies. Employers who appear to favour some personal
orientations and stifle others risk paying the price of low productivity due to a restricted pool of
applicants, employee dissatisfaction, lack of commitment and turnover (Beardwell & Holden,

1994).

2.9.1. CAREER ADVANCEMENT

Although the number of Blacks and women in the workforce continues to increase, their

representation in managerial positions is much less than for White males. The small proportion of

women and Blacks at senior management levels suggests that their careers are stalled or slowed
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down at lower and middle levels of management, a situation referred to as the invisible glass ceiling

(Greenhaus & Callanan,1994).

Differential treatment represents lost opportunities for women and minorities to develop job-related
talents, which can detract from job performance and ultimately dampen career advancement
prospects. Moreover, an imbalance in women and minorities in senior positions indicates a need for
special career development programmes for women and Blacks (Moshikaro, 1988). Thus, structural
integration is achieved, that is, representation of cultural groups at all levels and functions within an

organisation (French,1990; Russell,1991).

In conjunction with this, Oakley-Smith and Braxton (1993, p. 22) maintain  "the process of valuing
and managing a diverse work force must be an empowering process for all employees. One which
creates an organisational climate which is motivating for all employees and where advancement is

synonomous with personal potential in a self-actualising environment".

2.9.2. JOB PERFORMANCE ASSESSMENTS

Ray and Eison (1984, pp. 179-180) maintain "it is important to make clear the purpose and
performance measurements for each job ... The key to achieving greater and consequently higher
productivity is the explicit definition of the purpose of each job and the measures of quality and
quantity that show how well it is succeeding". It is evident from research that employers have a
propensity to evaluate the performance of same-race and same-sex employees more highly than

those of minority groups and women, which has a profound impact on the career advancement of
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these groups (Landy & Farr,1980). In conjunction with this, performance appraisal is increasingly

coming under scrutiny.

Jackets (1988) maintains that performance appraisal, if properly implemented, is an effective tool in
the management of people. However, "if cases of favouritism or victimisation become apparent, the
whole system loses its value as a motivator, and if not seen to be justifiably consistent, personal
antagonism between employees and their supervisors can cause potentially damaging confrontations

(Kinnie & Lowe, 1990, p. 47).

Huysamen (1995, p. 31) maintains ~ "creating high performance in the face of relentless
environmental change requires an organisation to redesign itself so that it is capable of sustaining
efficient, high quality performance through time. The propensity and capability to adapt as
performance requirements change must be integrated in the fibre of the organisation”. Such
pressures have culminated in organisations instituting changes in their performance evaluation
systems, and in the adoption of performance management which is "a systematic approach to the
management of people, using performance, goals, measurement, feedback and recognition as a
means of motivating them (employees) to realise their maximum potential. It embraces all formal
and informal methods adopted by the organisation and its managers to increase commitment and
individual and corporate effectiveness. It is thus broader than performance appraisal and
performance related pay, which are elements in a performance management system" (Armstrong,

1995, p.37; Bussin,1992, p. 24).
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2.9.3. LOST OPPORTUNITIES

In comparison with White male employees, it is postulated that women and minorities receive fewer
opportunities to exert authority on their jobs, develop supportive relationships within the
organisation, and become enmeshed in the informal network of friendship, power and influence.
The lack of social ties between people who frequently work together could be a sign of exclusion in

the organisation (Stephenson & Krebs, 1993).

Many researchers conclude that a contributing factor which has resulted in lost opportunities for
qualified individuals is the cycle of discrimination plaguing minorities, women and older workers.
As a result of lost opportunities, increased litigation has focused on organisational decisions
involving training opportunities and their lack of availability to members of minority groups,

women, older workers and more recently handicapped workers (Goldstein, 1993).

2.10. A MODEL OF ORGANISATIONAL FAIRNESS

Organisations are increasingly feeling the impact of globalisation and there has hence been a
substantial proliferation in the number of multinational organisations (Rhinesmith, 1991). In
response, today's manager must not only be capable of functioning within this turbulent
environment and pursuing multiple and diverse goals, it may also be necessary to understand and

work within the boundaries of other cultures (Cascio, 1992).
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Within this new environment, cultural dissimilarities between groups in organisations may produce
stereotypes, feelings of psychological distance, and cultural misunderstandings. Hamilton (cited in
Kreitner & Kinicki,1992, p. 136) posits the view, "stereotyping is said to occur when a perceiver

makes inferences about a person because of the person's membership in some group”.

Research reveals perceptions of stereotypes associated with (White) men on the one hand and
women and Blacks on the other, strongly influences the assessment of merit. These stereotypes
include what women and men and Blacks are thought to be capable of and what kinds of work are

suitable for them to do (Albertyn & White, 1994).

When people with different habits and world views come together in the workplace,
misunderstandings and conflicts inevitably occur as a result of dissimilar languages, expectations
and norms (Neale & Mindel, 1992). Waorkforce diversity hence calls for managerial sensitivity and
commitment in addressing the needs of all employees and ensuring corporate environments are free
of prejudice. This, however, requires organisational programmes and policies to reflect this

commitment (Motshabi, 1993).

2.11. CHALLENGES OF DIVERSITY

According to Kalimashe (2010, p. 16) if organisations do not manage diversity effectively it will
result in conflict and chaos. Due to apartheid, the majority of the present managers within South

African organisations grew up in segregated communities and therefore attended segregated
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schools. As a result of this, they have conceptualized stereotypes about race and gender, and
therefore are ineffectively prepared to deal with the diverse workforce which exists in
organisations today. This may lead to increased tension in the workplace therefore resulting in

numerous conflicts.

By ignoring diversity issues, it may result in costs such as time, money and efficiency. It may
further lead to unhealthy tension, loss of productivity because if increased conflict, increased

labour turnover (Kalimashe, 2010, p.16).

It is imperative that organisations implement strategic diversity plan and process to aid
employment equity and affirmative action plans and strategies. By doing so, it will result in
effective dealing of the diverse workforce within the organisation. However, there are various
barriers which may influence the effectiveness of diversity programmes or initiatives. These are,
failure of senior leadership involvement, complexity of diversity that is not fully understood by
employees, the business imperative may not be fully understood, the organisation may have
insufficient resources to implement such an initiative, there may be failure to understand the
need for training initiatives and the organisational culture may operate using assimilation rather
than trying to accommodate all cultures and different social groups. Organisations could also
lack evaluation and feedback of changes in attitudes and behaviour after a diversity management
initiative may lead to ineffective management. Training programmes are expensive and time
consuming for organisations to formulate; therefore management should ensure that they

measure the transfer of learning after a training session or workshop (Smith, 2008, p. 35).
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Diversity factors such as ethnicity, religion, race and gender may influence South African society
challenging organisations to merge different ideologies into their organisational culture (Cilliers,
2007, p. 35). According to Mfene (2010, p. 145), the major challenge of management is to create

an environment in which family needs, various lifestyles and work styles are accommodated.

Mfene (2010, p.145) identifies three diversity challenges. These are-

e Lower group cohesiveness- diverse groups find it difficult to form a bond and be
cohesive unlike similar groups who have things in common such as language, culture,
background etc. in which they can relate to. The lack of group cohesiveness can result in
a negative impact on teamwork and work performance in the organisation.

e Communication problems- these occur when individuals assume that the other party
understands the message they are conveying when in fact they do not. This leads to
misunderstandings, communication problems, inaccuracies, and inefficiencies.

e Mistrust and tension- individuals tend to trust and associate with other individuals who
are similar to them in terms of values and beliefs. Because of this misunderstandings and

mistrust may occur between individuals who do not share the same values and beliefs.

2.12 KEY ISSUES AFFECTING DIVERSITY MANAGEMENT

Key issues affecting the management of diversity according to Murrell and James (2001) include
the “glass ceiling”, discrimination, sexual harassment, affirmative action, mentoring, job
interruptions, career mobility, part-time work and leaves of absence. Other issues include

stereotyping and ethnocentrism (Newell, 2002). DuPont (1997) concurs and labels the barriers to
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sound diversity management as prejudice, stereotyping and discrimination. Factors that have
been shown to influence the work-related outcomes for women and people of colour include
overall corporate climate, gender discrimination, sexual harassment, occupational segregation
and exclusion from mentoring opportunities (Murrell & James, 2001). These factors hinder
performance and have a marked impact on perceptions. Prejudice against people comes from a
belief that one’s own culture, race, class or group is superior. It evolves from the belief that one’s
own group is right, while all other are wrong (DuPont, 1997). This concept is better known as
ethnocentrism, which incorporates both positive feelings towards one’s own group and negative
feelings towards others (Segall, Dasen, Berry & Poortinga, 1999). Stereotypes have been
responsible for much discrimination in the workplace, which has led to the origin of vast labour
legislation. Organisations that discriminate are not only being unethical but may even face

lawsuits.

Discrimination is the act of treating people differently, unequally and usually negatively because
they are members of a particular group (DuPont, 1997). Two of the approaches that are used to
tackle the problems of unfair discrimination in employment, are offering equal opportunities and
managing diversity. Equal opportunity suggests the solution is to treat everyone the same,
regardless of gender, ethnicity, age, etc (Newell, 2002). It is the organisation’s responsibility to
offer equal opportunities to a diverse range of employees. According to Goss (cited in Price,
1997) two fundamental reasons for this are to develop human capital and to ensure that social
justice takes place. Artificially blocking the progress of any one group, will result in less than
optimal use of an organisation’s human capital. It can be concluded that unfair discrimination is

irrational, as it limits the resource value of employees. Goss continues by stating that
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organisations should have moral or ethical interest in social equality, wherein the economic
benefits are secondary to this social duty. On the other hand, managing diversity emphasises
treating everyone differently, in accordance with different circumstances and needs (Newell,

2002).

When equal employment opportunities are not offered, some of the above elements including
prejudice, discrimination and stereotyping may form part of organisational life. These diversity
barriers take place in the form of racist or sexist jokes, rude remarks or the refusal to hire or
promote based on age or gender (DuPont, 1997). These are but a few of the symptoms of

diversity-related problems that are visible in organisations today

2.13. THE INFLUENCE OF BIOGRAPHICAL FACTORS

2.13.1 Work place diversity and Age

In previous research conducted by Feldman (2001), it was also found that there is no significant
difference between the age of employees and their perception of diversity policy implementation.
Further investigation of this topic found research carried out by Walbrugh and Roodt (2003),
reported that younger groups (<35 years) felt progressively more optimistic about Employment
Equity and diversity initiatives that was implemented within their organisations than the older
groups aged 36-50 years. The 50 and over age group also felt more positive towards
Employment Equity and diversity initiatives that were implemented within organisations (Janse

van Rensburg & Roodt, 2005). Several studies suggest that there is a significant difference
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between the age of employees and work place diversity policy implementation within
organisations (Beaty et al., 2007, Duweke, 2004; Feldman, 2001, Harris et al., 2007 & Mahlase,

2005).

2.13.2 Work place diversity and Gender

Feldman (2001) found no significant differences between males and females perceive diversity
policies in terms of its implementation within organisations. Further research conducted by
Beaty, Adonisi and Taylor (2007) on employees’ perceptions of organisational politics in South
Africa in terms of gender diversity revealed that both sexes relate similarly to issues of diversity,
especially their perceptions towards the organisational politics that is created because of
workplace diversity. In conclusion to their study they found that both males and females were
equally tolerant of political behaviour because of the increasing awareness of the importance of

equity and affirmative action legislation in the workplace (Beaty et al., 2007).

On the contrary, research performed by Duweke (2004) found that males were more negatively
inclined towards the implementation of diversity policies within organisations compared to

females.

2.13.3 Work place diversity and Race

Duweke (2004) reported that Black employees generally felt more negatively towards diversity

policies and initiatives such as Black Economic empowerment, Affirmative Action and
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Employment Equity for example. Similarly it is reported in Janse van Rensburg and Roodt
(2005) that Blacks viewed diversity negatively and that it created more issues around racism and
discrimination. In a study conducted by Vallabh and Donald (2001) it was found that White
people were generally more committed to their work and were therefore more likely to project

positive attitudes and be more accepting of diversity initiatives and diversity policies.

A qualitative study done by Prince (2006) a focus group and interviews were used to determine
the perceptions of managers regarding the barriers to implementing Employment Equity policies
in the City of Cape Town, it was found that the majority of white females felt unfairly treated
and were not in favour of such policies because they felt that as defined by the Employment
Equity Act 55 of 1998, they were still not considered part of the designated group within their
organisation. Black females felt that it was unfair that white females were part of the designated

group and white females also felt that they were discriminated against in the past.

Most research generally supports the theory that employees from different race groups will
experience, feel and perceive diversity and diversity issues, policies and initiatives differently

(Duweke, 2004; Janse van Rensburg & Roodt, 2005; Prince, 2006).

2.13.4 Work place diversity and Job Status

Research conducted by Duweke (2004) on the role of Employment Equity in diversity found that
managers felt more positive towards relationships between race groups and diversity policy

initiatives and training. Similarly in research results as described by Feldman (2001) and Harris,
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Rousseau and Venter (2007) found significant differences between employees from different job
levels or those that have a different job status and the way the view and perceive diversity. They
found that management in general had a more positive outlook about these types of diversity

policies.

Harris et al. (2007), maintain that the reason managers felt positive and optimistic is because
they believe that their policies and procedures are diversity-friendly. They also speculated that
management portrayed a positive attitude towards diversity because they could have felt
obligated to advocate diversity policies and diversity initiatives to set an example to their

subordinates.

2.14. CONCLUSION

In South Africa, society is rapidly changing and therefore organisations need to deal with the
problems associated by this. Diversity is one of the issues which arise. This literature has
indicated that diversity needs to be managed effectively. It has reviewed the concept of diversity
and given a brief background on how the South African society has impacted diversity. The
literature further goes on in highlighting regulatory practices and laws which organisations need
to follow in order to abide by the South African government. The review highlights the benefits
of diversity and examines the challenges which face diversity. Managing diversity is the ultimate

step of organisations to be successful, and is the final section of this literature.
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Diversity management can easily turn into a losing situation for all involved if handled
improperly. If inappropriately managed, it could lead to devaluation of employees who are
perceived as culturally different, reverse discrimination against members of the majority group,
demoralization and reinforcement of stereotypes, and increased exposure to legal risks. When
diversity is managed effectively, it facilitates better working relationships among employees,

reduces costs, and increases productivity.
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CHAPTER 3

RESEARCH METHODOLOGY

3.1. INTRODUCTION

Sekaran and Bougie (2010) define research as a systematic and organised effort to investigate a
specific problem that needs a solution. In doing research a series of steps are designed and
followed. Research involves a series of well thought-out and carefully executed activities that
will enable one to know how organisational problems can be solved or at least minimized
(Brijball, 2011). Research thus incorporates the process of inquiry, investigation, examination
and experimentation. These processes have to be carried out systemically, diligently, critically,

objectively and logically (Brijball, 2011).

3.2. RESEARCH OBJECTIVES

The objectives of the current research are:
e To determine whether there is a statistically significant difference in perceptions towards
diversity management based on age, race, religious group, and gender in terms of the

implementation of diversity policies and procedures within an organisation.
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3.3 HYPOTHESES

A hypothesis can be defined as a logically conjectured relationship between two or more
variables expressed in the form of a testable statement. Relationships are conjectured on the basis
of the network of associations established in the theoretical framework formulated for the
research study. By testing the hypotheses and confirming the conjectured relationships, it is
expected that solutions can be found to correct the problem encountered. The hypotheses for this

study are as follows:

Hypothesis 1: There is a statistically significant difference in perceptions towards diversity

management based on age.

Hypothesis 2: There is a statistically significant difference in perceptions towards diversity

management based on gender.

Hypothesis 3: There is a statistically significant difference in perceptions towards diversity

management based on race.

Hypothesis 4: There is a statistically significant difference in perceptions towards diversity

management based on job status.

60



3.4  SAMPLING DESIGN

Sekaran (2003) defines a population as the entire group of people, events, or things of interest
that the researcher would like to investigate. The sample size for this research includes 80
employees from a glass manufacturing organisation within the Western Cape. A sample is a
subset of the population and it consists of some members selected from the population (Sekaran,
2003). In other words not all the members of the population would form part of the sample.
Sekaran (2003) states that a sample size of thirty is appropriate for most research, the current
sample size will therefore consist of thirty employees from various organisations within the
Western Cape; the employees derive from various cooperate organisations within the Western

Cape.

3.5 SAMPLING PROCEDURE

A non-probability sampling design was used, based on the method of convenience. “In non-
probability sampling designs, the elements in the population have no probabilities attached to
their being chosen as sample subjects. This means that the findings from the study of the sample
cannot be confidently generalized to the population,” (Sekaran, 2003, p. 277). The advantages of
making use of convenience sampling would be that it is quick, convenient and less expensive.

However, convenience sampling is not generalisable at all and is seen as a disadvantage.
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3.6. METHOD OF DATA COLLECTION

Sekaran (2003, p. 233) defines a questionnaire as follows: “a questionnaire is a pre-formulated
written set of questions to which respondents record their answers, usually within rather closely
defined alternatives”. Sekaran (2003) goes on to say that questionnaires are an efficient data
collection mechanism when the researcher knows exactly what is required and how to measure

the dependent and independent variables of interest.

A biographical information section was included that consisted of questions that are related to
the respondents age; gender; race; number of years worked in the questionnaire, number of other
organisations worked for before joining this organisation; and job status. Respondents were also

requested to complete the Workplace Diversity Survey (WDS).

3.6.1 DESCRIPTION OF THE WORKPLACE DIVERSITY SURVEY

The Workplace Diversity Survey was used. The questionnaire consists of 17 questions.
Questions are answered using a rating scale of 1-5 (1= disagree, 2= disagree somewhat, 3=

neither agree nor disagree, 4= agree somewhat, 5=agree).

3.6.2. RELIABILITY OF THE WORKPLACE DIVERSITY SURVEY

According to Sekaran (2003, p. 204) “the reliability of a measure indicates the extent to which
the measure is without bias (error) and offers consistent measurement across time and across the

various items in the instrument. In other words, the reliability of a measure indicates the stability
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and consistency with which the instrument measures the concept and helps to assess the

goodness of a measure.” According to Foxcroft and Roodt (2005), there are four common types

of reliability coefficients:

e Test-Retest- same measure administered twice to the same group of people over a period of
time.

e Alternate Form- administration of two equivalent forms of the same measure to the same
group on two different occasions.

o Split-Half- coefficient is obtained by splitting the measure into two equivalent halves and
then commuting the correlation coefficient between the sets of scores.

e Coefficient Alpha- or otherwise known as the coefficient if internal consistency which is
based on the consistency of responses to all items in the measure using Kuder-Richardson

formula.

A reliability analysis was performed to determine whether the items on the workplace diversity
survey (WDS) measured the five dimensions consistently (De Meuse, Hostager and O’Neill,
2007). According to De Meuse et al., (2007), Cronbach’s Coefficient Alpha Score was
computed for each dimension using the SPSS Version 12. If the set of four WDS items
measured a single uni-dimensional construct, one would expect a high coefficient alpha score
i.e. exceeding 0.7. Reliability scores ranged from 0.89 to 0.76. These results suggest that the
WDS assesses the five dimensions of diversity in an internally consistent manner (De Meuse et

al., 2007).
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3.6.3. VALIDITY OF THE WORKPLACE DIVERSITY SURVEY

According to Sekaran (2003, p .207) “Validity ensures the ability of a scale to measure the
intended concept.” In addition to this, there were similar findings that indicated that the items
are measuring a single common underlying construct, which signifies validity. There are three
common types of validity:

e Content validity- the extent to which the instrument provides a reasonably representative
sample of behaviours or responses considered to comprise the domain the test is suppose to
cover (McCormick & llgen, 1980).

e Criterion related validity- determined by comparing test scores with one or more
independent criteria (McCormick & Ilgen, 1980).

e Construct validity- measure the extent to which it measures the theoretical construct or trait

it is supposed to measure (Foxcroft & Roodt, 2005).

The WDS has been found to have good face value (a desirable characteristic for a measure)
which refers to how well an instrument appears to measure what it is supposed to measure
(Foxcroft & Roodt, 2005). The questionnaire that was used was shown to be reliable and valid
in other past studies as it has been adapted to the South African context and can be used in other
studies. Therefore, it is deduced that the work satisfaction and motivation questionnaire is

reliable and valid.
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3.7. DATA ANALYSIS TECHNIQUES

This research used both descriptive and inferential statistics to analyse the data obtained from the
study. The statistical Package for Social Sciences (SPSS) version 20 was used to analyse and

present the findings of this research by examining the formulated hypotheses of the study.

3.7.1 Descriptive Statistics

Descriptive statistics aims to represent or to describe the scores or observations obtained on
single variables in a summarized manner (Durrheim, 1999b). This includes a frequency
distribution which is a graphical representation of the number of subjects who obtained a
particular score on a variable (Sekaran, 2001). Researchers can also look at measures of central
tendency such as the mean (the average score), median (central score) and the mode (the most
frequently occurring score) to describe how data was dispersed (Sekaran, 2001). One could also
look at the range of extreme values of scores or the varience, which is the average distance each

score is away from the mean (Durrheim, 1999b).

3.7.2 Inferential Statistics

Inferential statistics on the other hand is used to draw conclusions about populations on the basis
of information obtained from samples. Inferential statistics are used for two purposes namely: to
estimate population parameters (a value that is a property of the population, e.g. the mean) and to

test hypotheses. Some examples of inferential statistics include: correlations (r) which are used
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to test for the strength of the relationship between two variables, a t-test which is used to test for
differences between the means of two groups, a chi-square test which is used for the association
between two nominal variables and analysis of variance (ANOVA) which can be used to test for

differences between the means of more than two groups (Durrheim, 1999).

3.7.2.1 T-Test

This type of analysis compares two groups with the aim of examining whether any significant
mean differences exist between the two groups on a variable (Sekaran, 2001). The advantage of a
t-test, according to Sekaran (2001) is that it considers the means and standard deviations of the
two groups on the variable and looks at whether the numerical difference in the means are
significantly from 0. The t-test was used in this study to examine whether there were any
significant differences between employee and employer perceptions in terms of the
implementation of diversity policies in their organisations. The results from a t-test are indicated

by the t statistic (Sekaran, 2001).

The t-test is done to see if there are any significant mean differences between two groups on a
variable of interest. The t-test can also be used to examine the differences in the same group
before and after a treatment. It indicates whether two groups comprising of nominal variables,
are significantly different from each other with regard to a particular variable (Sekaran &

Bougie, 2010).
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3.7.2.2. ANOVA

As mentioned before, ANOVA is a type of analysis that compares groups and in this research
study it was specifically used to analyse and compare biographical data and hypotheses to
determine whether there was any significance between the different age, race, or directorate
groups in terms of the employees and employer perceptions towards diversity. Roberts (2005)
contends that the advantage of this type of analysis is that all groups are weighed against each
other in tandem with the appropriate variables (in Adams, 2006). The results from ANOVA are

indicated by the F statistic (Sekaran, 2001).

“Whereas the t-test indicates whether or not there is a significant mean difference in a dependent
variable between two groups, an analysis of variance [ANOVA] helps to examine the significant
mean differences among more than two groups on an interval or ratio-scale dependent variable.
The results of ANOVA show whether or not the means of the various groups are significantly

different from one another, as indicated by the F-statistic” (Sekaran & Bougie, 2010, pp. 346-7).

In this study, ANOVA was used to access whether employees varying in biographical profiles

(age, length of service and job status) significantly differ in their perceptions of diversity

management within a glass manufacturing company in the Western Cape.
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3.8. CONCLUSION

This chapter explored the research methodology and statistical methods used to analyse the data
obtained from the questionnaire. The hypotheses, sample techniques and description, and the
data collection method were discussed to provide the methodology that this research proposal
will take. Thereafter, data analysis was discussed which involved an elaboration on descriptive
and inferential statistics. After reviewing the above literature, the research methodology that this

proposal sets out to embark on is evident, clear and precise.
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CHAPTER 4

PRESENTATION OF RESULTS

4.1 INTRODUCTION

After the data was collected by means of questionnaires, it was coded and quantitatively
analysed using the Statistical Programme for the Social Sciences (SPSS), version 20. The current
chapter outlines the results obtained in the study and provides a discussion of these results. The
descriptive statistics computed for the study are presented first in an outline of the characteristics
of the sample with regards to the variables included in the study. Thereafter, the analyses of the
responses to the Workplace Diversity Survey (WDS), are presented with the aid of inferential
statistical procedures. The information provided and discussed in the previous chapters will serve

as a background against which the contents of this chapter will be presented and interpreted.

4.2 DESCRIPTIVE STATISTICS

The descriptive statistics calculated for the sample are provided in the sections that follow. That

is, the data pertaining to the variables included in the study, as collected by the measuring

instrument employed, is summarised. In this manner, the properties of the observed data clearly

emerge and an overall picture thereof is obtained.
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Table 4.1: Descriptive Statistics for the Workplace Diversity Survey

Scale Mean Sd

Emotional Reactions 131 2.18
Judgement 11.2 4.32
Behavioural Reactions 9.6 3.97
Personal Consequences 14.3 251
Organisational Outcomes 115 5.94
Total 73.2 17.4

The results of the survey suggest that respondents primarily felt that they would experience
personal consequences due to managing diversity (Mean = 14.3, s = 2.51). They were also
inclined to react emotionally to managing diversity (Mean = 13.1, s = 2.18). However, their
behavioural reactions were not as high (Mean = 9.6, s = 3.97). The total perception is relatively

negative (Mean = 73.2, s = 17.4).

4.2.1 Results of the biographical questionnaire

This section outlines the descriptive statistics calculated on the basis of the variables included in

the biographical questionnaire. The demographic variables that received attention are as follows:

e Age distribution of the respondents
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e Gender distribution of the respondents
e Race of the respondents

e Job level of the respondents

Descriptive statistics, in the form of frequencies and percentages, are subsequently presented

graphically for each of the above-mentioned variables.

4.2.1.1 Age distribution of respondents

The subjects’ responses as regards their age are presented graphically in Figure 4.1.

71



Figure 4.1: Age of respondents
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From the frequency distribution presented in Figure 4.1 it may be deduced that 37.5% of the
respondents were in the age group 30-39 (n=30), with a further 30% being in the age group 40-

49 (n=24). While those in the age group 18-29 comprised 20% of the respondents (n=16), only

12% were over 50 years of age (n=10).
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4.2.1.2 Gender distribution of the respondents

Figure 4.2: Gender of respondents
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Figure 4.2 presents a graphical representation of the gender distribution of the selected sample.
As can be seen from Figure 4.2, the majority of the respondents are female. More specifically,

60% (n=48) of the subjects are women, while only 40% (n=32) are male.
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4.2.1.3 Race of the respondents

The distribution of the sample with regards to race is presented graphically in Figure 4.3.
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Figure 4.3 indicates that 52.5% (n=42) of the sample were Coloured, 27.5% were African

(n=22), and 20% of the participants were White (n=16).

4.2.1.4 Job level of the respondents

The job level of the respondents is presented graphically in Figure 4.4.
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Figure 4.4: Job level
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From Figure 4.4 the following may be deduced: The majority of the sample, 67.5% (n=54), were

employees, with those in management constituting 32.5% of the respondents (n=26).
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4.3 INFERENTIAL STATISTICS

In the sections that follow the results of the inferential statistics employed in the study are
presented. For the purposes of testing the stated research hypotheses, the t-test and Analysis of
Variance (ANOVA) were utilized. With the aid of these statistical techniques conclusion are
drawn with regards to the population from which the sample was taken and decisions are made

with respect to the research hypotheses.

Hypothesis 1: There is a statistically significant difference in perceptions towards diversity

management based on gender.

Table 4.2: Gender differences in perceptions of managing diversity

Male Female
Mean Mean t P
Managing diversity 76.5 59.2 -3.295 | 0.000**

* p <0.05

**  p<0.01

Table 4.2 depicts the t-test with respect to perceptions towards managing diversity based on the

gender of respondents. The results indicate that there are statistically significant differences (t = -
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3.295, p < 0.01). The results furthermore indicate that females are more positive towards

managing diversity (Mean = 59.2) as compared to their male counterparts (Mean = 76.5).

Hypothesis 2: There is a statistically significant difference in perceptions towards diversity

management based on age.

Table 4.3: ANOVA: Perceptions towards managing diversity by age

Sum of squares | df Mean square | F P
Between groups 12048 2 411.474 0.456 0.001**
Within groups 1931.645 2 471.142
Total 3577.543 4

**  p<0.01

Table 4.3 depicts the ANOVA with respect to perceptions towards managing diversity based on

the ages of respondents. The results indicate that there are statistically significant differences (F=

0.456; p < 0.01) in perceptions towards managing diversity based on age.

Hypothesis 3: There is a statistically significant difference in perceptions towards diversity

management based on race.
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Table 4.4 ANOVA:

Perceptions towards managing diversity by age race

Sum of squares | df Mean square F P
Between groups | 1965.864 1 491.466 1.273 0.001**
Within groups 34363.757 2 386.110
Total 36239.621 3
** p<0.01

The results with respect to perceptions towards managing diversity based on race are shown in
Table 4.4. The results indicate that there is a statistically significant difference in perceptions

towards managing diversity based on race (F=1.273, p < 0.01).

Hypothesis 4: There is a statistically significant difference in perceptions towards diversity
management based on job status.

Table 4.5: ANOVA: Perceptions towards managing diversity by job status

Sum of squares | Df Mean square F P
Between groups | 1546.924 2 386.731 0.810 0.615
Within groups 42501.552 2 477.546
Total 44048.476 4
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Table 4.5 shows the ANOVA with respect to perceptions towards managing diversity based on
job level of respondents. The results indicate that there is no statistically significant difference (F

= 0.810, p > 0.05).

44. RELIABILITY OF THE WORKPLACE DIVERSITY SURVEY

Table 4.6 Reliability of the Workplace Diversity Survey

Workplace Diversity Survey Number  of | N Cronbach
items
WLCQ 20 80 0.809

The reliability of all the variables within the study is shown in the above table. This reliability is
determined using Cronbach’s alpha coefficient. The reliability for the questionnaire was
calculated to be 0.809, which exceeds the accepted level of 0.7 according to Sekaran and Bougie

(2010).

45 CONCLUSION

This chapter presented the most salient findings which emerged from the study investigating
perceptions of 80 employees within a glass manufacturing company towards managing diversity.
The results were graphically presented and descriptive and inferential statistical analyses were
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tabulated and discussed. The next chapter provides a discussion of the results, and presents the
findings in relation to previous research. Conclusions which can be drawn are presented and

recommendations to individuals and organisations are highlighted.
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CHAPTER 5

DISCUSSION OF RESULTS, CONCLUSIONS AND RECOMMENDATIONS

5.1. INTRODUCTION

The primary objective of this study was to whether there were differences in employee
perceptions of diversity management based on selected biographical characteristics within a
glass manufacturing company in the Western Cape. As workplace diversity increases in
organisations so will the possibility of problems among different cultures. Leaders who
understand this upfront can help temper the adverse effects on the staff and on the organisation
as a whole. An examination of the reasons for diversity management indicates that, since
diversity is a fact of life, the negative results of not managing diversity and the possible
advantages that could be derived from it if managed effectively, make the management of

diversity inevitable.

This chapter presents an overview of the most important findings of the research performed. In
order to contextualize the research, comparisons are drawn with available literature in various
settings. The remainder of the chapter provides the conclusions that can be drawn from the

research as well as recommendations for future research.
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5.2. DESCRIPTIVE RESULTS

The results of the survey suggest that respondents primarily felt that they would experience
personal consequences due to managing diversity (Mean = 14.3, s = 2.51). They were also
inclined to react emotionally to managing diversity (Mean = 13.1, s = 2.18). However, their
behavioural reactions were not as high (Mean = 9.6, s = 3.97). The total perception is relatively

negative (Mean = 73.2, s = 17.4).

The sample comprised primarily of respondents who were in the age group 30-39 (n=30), with a
further 30% being in the age group 40-49 (n=24). The majority of the respondents were female
(n=48), with Coloured respondents comprising 52.5% of the sample. The majority of the sample,

that is 67.5%, were lower level employees.

5.3. INFERENTIAL RESULTS

Hypothesis 1: There is a statistically significant difference in perceptions towards diversity

management based on age.

According to the statistical results of the current study, there was a statistically significant
difference in perceptions towards diversity based on age. Hence, the null hypothesis would be

rejected.
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In previous research conducted by Feldman (2001), it was also found that there is no significant
difference between the age of employees and their perception of diversity policy implementation.
Further investigation of this topic found research carried out by Walbrugh and Roodt (2003),
reported that younger groups (< 35 years) felt progressively more optimistic about Employment
Equity and diversity initiatives that was implemented within their organisations than the older
groups aged 36-50 years. The 50 and over age group also felt more positive towards
Employment Equity and diversity initiatives that were implemented within organisations (Janse

van Rensburg & Roodt, 2005).

Most of the available research corroborates the findings in the current research findings in which
it is reported that there was a significant difference between the age of employees and work place
diversity policy implementation within organisations (Beaty et al.,, 2007, Duweke, 2004;

Feldman, 2001, Harris et al., 2007; Mahlase, 2005).

Hypothesis 2: There is a statistically significant difference in perceptions towards diversity

management based on gender.

From the results attained of the current study it was found that there is a significant difference in

perceptions towards diversity management based on gender. Hence, the null hypothesis would be

rejected.
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Research undertaken by Feldman (2001) reports no significant differences between males and
females perceive diversity policies in terms of its implementation within organisations. Further
research conducted by Beaty, Adonisi and Taylor (2007) on employees’ perceptions of
organisational politics in South Africa in terms of gender diversity revealed that both sexes relate
similarly to issues of diversity, especially their perceptions towards the organisational politics
that is created because of workplace diversity. In conclusion to their study they found that both
males and females were equally tolerant of political behaviour because of the increasing
awareness of the importance of equity and affirmative action legislation in the workplace (Beaty
et al., 2007).

On the contrary, research performed by Duweke (2004) found that males were more negatively
inclined towards the implementation of diversity policies within organisations compared to

females.

As diversity increases in organisations, it is important to know the effects of changes in the
gender demographics within organisations on diversity acceptance. Traditional research
considers women in the workforce as they relate to or affect male-dominated areas such as
leadership (Eagly & Carli, 2007). However, women are now participating in the workforce in
greater numbers than ever before and are beginning to obtain upper-level management positions

within organisations (Eagly & Carli, 2007).

These changes may have an impact on diversity programs because prior research has shown that
women tend to be more empathic toward different ethnicities and cultures than men do;

therefore, they may be more accepting of diversity initiatives (Cundiff & Komarraju, 2008;
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Wang et al., 2003). Men and women have been found to be different on topics such as
acceptance of women in authority positions (Rudman & Kilianski, 2000), prejudice based on
sexual orientation (Kite & Whitley, 1998), and cultural/ethnic perceptions (Wang et al., 2003). In
all of these areas, women are more accepting of disadvantaged groups. Similarities between
genders have also been found for rating men on managerial characteristics (Schein, 2001), rating
women with dependent characteristics (Banaji, Hardin, & Rothman, 1993), and on levels of

ethnic-based prejudice (Snellman & Ekehammer, 2005).

Furthermore, past research on empathy toward different ethnic/cultural groups found that no
differences existed between women and men on one dimension of cultural empathy, specifically
empathic perspective taking (Cundiff & Komarraju, 2008; Wang et al., 2003). Because of
conflicting sources of information between the sexes in relation to diversity topics, more research
IS necessary to get a better understanding of how gender relates to attitudes toward diversity

programs.

Gender has been found to have an influence on intentions to attend diversity training and
perceptions of the need for such programs. However, additional research that would address
gender differences in more specific learning constructs, such as knowledge gain, attitude change,
and skill enhancement, is warranted. Furthermore, it would be of interest for researchers to
examine the association between increases in female leaders and effectiveness of various

diversity programs.
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Results reveal an interesting difference between attitudes toward diversity groups such as gender,
ethnicity, religion, and socioeconomic status and attitudes toward various sexual orientations
(bisexual, lesbian, and gay men). The attitudes toward diverse sexual orientations were rated as a
separate factor than all the other attitudes toward diversity groups examined in this study.
Although an expansion of this component was not a priority in this article, additional research
should consider the differences between attitudes toward these types of diversity groups to
examine how and why these might differ. Furthermore, we did not examine attitudes toward
heterosexuality, and such information would allow for the examination of whether attitudes
toward socially normed sexual orientation status would be included with attitudes toward

homosexuality.

Contrary to similar gender and ethnicity research, Soni (2000), reports no significant difference
was found between female and male employees in their receptivity to diversity. However,
gender did mediate the impact of ethnicity on receptivity to diversity in that male Asian
Americans reported significantly greater receptivity to diversity than Caucasians, while female

Asian Americans did not.
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Hypothesis 3: There is a statistically significant difference in perceptions towards diversity

management based on race.

The results emanating from this research study found that there was a statistically significant
difference in perceptions towards diversity management between the different race groups.

Hence, the null hypothesis would be rejected.

Duweke (2004) reported that Black employees generally felt more negatively towards diversity
policies and initiatives such as Black Economic empowerment, Affirmative Action and
Employment Equity for example. Similarly it is reported in Janse van Rensburg and Roodt
(2005) that Blacks viewed diversity negatively and that it created more issues around racism and

discrimination.

In a study conducted by Vallabh and Donald (2001) it was found that White people were
generally more committed to their work and were therefore more likely to project positive
attitudes and be more accepting of diversity initiatives and diversity policies. A qualitative study
done by Prince (2006) a focus group and interviews were used to determine the perceptions of
managers regarding the barriers to implementing Employment Equity policies in the City of
Cape Town, it was found that the majority of white females felt unfairly treated and were not in
favour of such policies because they felt that as defined by the Employment Equity Act 55 of
1998, they were still not considered part of the designated group within their organisation. Black
females felt that it was unfair that white females were part of the designated group and white

females also felt that they were discriminated against in the past.
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Most research found generally supports the theory that employees from different race groups will
experience, feel and perceive diversity and diversity issues, policies and initiatives differently

(Duweke, 2004; Janse van Rensburg & Roodt, 2005; Prince, 2006).

Hypothesis 4: There is a statistically significant difference in perceptions towards diversity

management based on job status.

The findings of this research study found that there is no statistically significant difference in
perceptions towards managing diversity based on job level. Hence, the null hypothesis is

accepted.

Duweke (2004) reports that managers felt more positive towards relationships between race
groups and diversity policy initiatives and training. Similarly in research results as described by
Feldman (2001) and Harris, Rousseau and Venter (2007) found significant differences between
employees from different job levels or those that have a different job status and the way the view
and perceive diversity. They found that management in general had a more positive outlook

about these types of diversity policies.

It is noted by Harris et al., that the reason managers felt positive and optimistic is because they
believe that their policies and procedures are diversity-friendly. They also speculated that

management portrayed a positive attitude towards diversity because they could have felt
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obligated to advocate diversity policies and diversity initiatives to set an example to their

subordinates.

5.4. IMPLICATIONS FOR INDIVIDUALS AND ORGANISATIONS

Diversity is beneficial to both employees and the organisation as a whole. Although the
organisation and its employees are interdependent, respecting individual differences can increase
productivity. Diversity in the workplace can reduce lawsuits and increase marketing
opportunities, recruitment, creativity, and business image (Esty, Griffin, & Schorr-Hirsh, 1995).
In an era when flexibility and creativity are keys to competitiveness, diversity is critical for an
organisation's success. Also, the consequences (loss of time and money) should not be
overlooked. Organisations need to evaluate and identify areas where diversity training and
policies can be implemented to achieve a greater awareness and understanding in the workplace.
The organisational culture is influenced by the growing diverse workforce in terms of gender,
race, age, culture, religion, language, sexual orientation and so forth. Regulatory practices and
laws are forcing organisations to implement Employment Equity, Affirmative Action, Black
Economic Empowerment and Broad Based Black Economic Empowerment plans and policies to

regulate past injustices in the workplace (Basset-Jones et al., 2007).

Managers must understand discrimination and its consequences. Managers should also recognize
their own cultural biases and prejudices (Koonce, 2001). Diversity is not about differences
among groups, but rather about differences among individuals. Each individual is unique and

does not represent or speak for a particular group. Managers must be willing to change the

89



organisation if necessary (Koonce, 2001). Organisations need to learn how to manage diversity
in the workplace to be successful in the future (Flagg, 2002). This can be done if mangers within
organisations implement diversity policies into every aspect of the organisations functions and
purpose. The success of these policies depend on top management how they respond. The more
positive management is the more positive employees are likely to be towards the implementation

of diversity policies and initiatives.

Politically, morally and economically, there is an obligation on business to examine their
character and identity, and in turn, their strategies, policies and practices, in order to
accommodate a diverse, all inclusive workforce. Diversity, as a business imperative, challenges
today’s leaders to incorporate a diversity strategy with the overall strategic intent of the business.
Richard and Johnson (1999) posit that diversity’s beneficial effects are more likely to be realised

when firms’ business strategies and organisational cultures are compatible.

5.4.1. ORGANISATIONAL PROGRAMMES AND POLICIES

Managing diversity will increasingly become a strategic business issue for many organisations as
they seek more creative ways of pleasing customers and differentiating themselves from
competitors. Many organisations will have to put into place practices that enable people with
different styles of thinking and relating to work together creatively and productively. In order for
diversity initiatives to deliver, implementation must be based on a comprehensive management of

change strategy (Dodds, 1995).
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These programmes need to be designed to manage diversity in a comprehensive attempt to change
the culture of an organisation so that all employees can contribute to the productivity and
profitability of the organisation (Caudron, 1992). Hence, organisations are increasingly providing
for the use of quality improvement teams to tackle the problem of retaining competent, though
underutilised employees, with the objective of ensuring each employee has the opportunity to

participate fully, to grow professionally and to develop to the highest level (Feldman et al., 1994).

Organisations are faced with additional pressures to ensure that their employees are optimally
utilised. It is against this backdrop, that a commitment to human resource training and development,
management training and development and organisational development becomes necessary
(Armstrong, 1995). Robbins (1998) suggests that diversity management presupposes the

introduction of alternative work schedules, diversity training and mentoring programmes.
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Figure 5.1: Implications for managing diversity
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5.4.1.1. MANAGEMENT TRAINING AND DEVELOPMENT

Since managing diversity is contingent on managerial capability, one of the most pressing issues
facing organisations today involves the process of management training and development.
Management development involves the process of ~ “gradual, systematic improvement in the
knowledge, skills, attitudes and performance of those individuals in an organisation who carry

management responsibilities” (Kirkpatrick, 1978, cited in Viedge & Taffinder, 1986, p. 28).
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The reason for thisis "without conscious management development, managers run the risk of
operating in outmoded ways" (Viedge & Taffinder, 1986, p. 29). Hence, management development
is the logical means for overcoming this kind of obsolescence. Moreover, a commitment on the part

of managerial level personnel to human resources training and development is required.

5.4.1.2. HUMAN RESOURCE TRAINING AND DEVELOPMENT

According to Armstrong (1995), an organisation's training strategy should largely be determined by
its human resource plans, which in turn are derived from its overall strategies. The plans should
indicate the types of skills that may be required in the future and the numbers of people with those
skills who will be needed, that is, skills and manpower inventories need to be developed. These will
allow organisations to determine the need for human resource training and development (Peterson,

1992).

Development training for women and minorities is one of the most effective steps an organisation
can take to remedy the paucity of women and minorities at senior levels, and can help these groups
into non-traditional areas of work (Paddison, 1995). Human resource development is defined as "the
integrated use of training and development, organisational development and career development to

improve individual, group and organisational effectiveness” (McLagan, 1989, p. 52).

Prekel (1987) posits the view that the development of any human resources requires inputs from at
least three sources: the management of the company, the supervisors of the people concerned, and

the individuals themselves. When dealing with a group of people previously overlooked and
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underutilised such as Blacks, women and the handicapped, it is even more essential to ensure that
each member of the development team contributes actively to the growth process. By identifying,
understanding and tackling the challenges facing these groups in their careers, employers can ensure
that valuable skills are developed and optimally utilised in order to create a polyvalent workforce

(Muchinsky, 1990).

5.4.1.3. ORGANISATIONAL DEVELOPMENT

Human resource development and management development initiatives necessitate a process of
organisational development, which is defined as "a method for facilitating change and development
in people (styles, values and skills), in technology (greater simplicity or complexity) and in
organisational processes (relationships and roles)" (Huysamen, 1995, p.31). Along with the pursuit
of human values, organisational development is a set of techniques for improving the effectiveness
of organisations. Several issues pertaining to managing diversity need to be strategically identified
by organisations wishing to manage diversity effectively in order to enhance productivity. These are

outlined below.

55. COMMUNICATION REGARDING THE MEANING AND IMPORTANCE OF

DIVERSITY

Prior to embarking on programmes to manage diversity, it is deemed expedient for an organisation
to understand what constitutes diversity, and signify the importance of managing diversity to its

internal and external environment. In conjunction with this, an analysis of the relevant dimensions
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which need to be managed effectively, needs to be done. Moreover, the inclusion of a statement
regarding diversity in its mission statement would communicate an organisation's commitment in

this area (Greenhaus & Callanan,1994). This is depicted in Figure 5.2.

Figure 5.2: The importance of communication in managing diversity
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Source: Greenhaus and Callanan (1994)

Such a policy may communicate to individuals an organisation's concern with maximising the
potential of all employees regardless of cultural or demographic characteristics, in which everyone
is viewed as a valued contributor to the organisation (Fyock, 1991). The results of prioritising the
dimensions of diversity that are important should be used throughout all phases of planning,

implementing and evaluating programmes for working through diversity.
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5.5.1. UNBIASED HIRING SYSTEMS

In the light of the demands that workforce diversity is placing on modern organisations,
organisations need to guard against discriminatory hiring practices and engage in proactive
recruiting practices to locate the most talented applicants from all groups within society (Kreitner &
Kinicki, 1992). The clearer and more job related hiring systems are, the more they will enhance

employee productivity and perceptions of fairness.

Challenging the trend to label diversity training as ineffective, Kulik and Roberson (2008)
assessed the impact of diversity training across a variety of contexts including: knowledge
obtainment, change in attitudes, and skill enhancement. They found that diversity training has a
positive impact on knowledge in both academia and organisational settings and on individuals’
global attitudes toward diversity. In their literature review, they found that the problem with
diversity training is in changing specific attitudes toward diverse groups, such as changing
attitudes specifically about African Americans; changes in skills were still uncertain at this time.
Interest in various diversity programs logically should be related to attitudes toward diverse
groups. Just assessing attitudes, though, is not enough when it comes to predicting whether
people will want to attend or assist with diversity initiatives because attitudes have been found to

not necessarily predict behaviours (Ajzen, 2001).

However, explicit intentions toward executing certain behaviours are predictive of actually
enacting those behaviours (Ajzen, 1991). The concept of behavioural intentions toward diversity

training in this study is consistent with Ajzen’s (1991) recommendations for constructing
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planned behaviour instruments. Ajzen (2006) postulates that human action is guided by three
kinds of considerations: beliefs about the likely outcomes of the behaviour and the evaluations of
these outcomes (behavioural beliefs), beliefs about the normative expectations of others and
motivation to comply with these expectations (normative beliefs), and beliefs about the presence
of factors that may facilitate or impede performance of the behaviour and the perceived power of
these factors (control beliefs). (p. 1) In other words, an individual’s behavioural intentions
develop from their behavioural, normative, and control beliefs about a certain phenomenon.
Consequently, the theory of planned behaviour depicts a way to conceptualise and measure
behaviours in relation to different contextual areas and norms, such as organisational diversity

related behaviours (Wiethoff, 2004).

Wiethoff (2004) hypothesized that employees’ behavioural intentions toward diversity training
resulted from their training related attitudes and the perceived need for training within their
organisational context. Cox (2001) found that forming appropriate training materials depended
on the target demographic group, their knowledge of basic attitudes, and their acceptance of
diversity topics. Examining past research, differences across diverse groups are evident for
ethnocultural empathy levels (Cundiff & Komarraju, 2008; Wang et al., 2003). For example,
differences in ethnic/cultural empathy were found when comparing ethnic minorities with

majority group members and by gender.

In other words, women and ethnic minority groups report higher levels of ethnic/cultural
empathy. Gender, therefore, is an important factor in these cases because it may relate to

attitudes toward acceptance of diversity training content. Accordingly, leaders and human
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resource personnel need to understand how diversity dimensions affect different outcomes in
regards to diversity training. For instance, training a group of executives, traditionally male, may
need different content and focus than a mixed-gendered or a homogeneous female group of

leaders.

Since effectively working through diversity is a strategic imperative for success in a highly
competitive global environment, short-term and long-term responses to diversity must address three
challenges, namely, availability, fairness and synergy. This involves unleashing and taking full

advantage of the latent potential of groups (Worchel, Wood & Simpson, 1991).

5.5.2. IDENTIFICATION OF CRITICAL DIVERSITY ISSUES

Managing diversity requires organisations to conduct a culture assessment to ensure that their
culture is congruent with strategic objectives of the organisation. Such an assessment could provide
organisations with the impetus to ascertain what elements of the culture need to be altered and to
create opportunities for all employees to develop in their careers and contribute effectively to the

organisation (Cascio,1992; Greenhaus & Callan, 1994).

5.5.3. DIVERSITY TRAINING

There are various types of training programs which organisations can use. However there are two
types of training which are most popular. These are awareness and skill-building. As the name

suggests, awareness introduces the topic of managing diversity and generally includes
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information on workforce demographics, the meaning of diversity and various exercises. This
allows employees to realise relevant issues and raise their own self-awareness. The skill-building
training provides more detailed information on cultural norms of different groups and how they
may affect work behaviour. This aids in creating awareness of various cultures. It is imperative

for some form of training to be introduced in the organisation, as it brings about success.

Many organisations implement training programmes on managing diversity to assist their
organisations to become more sensitive to diversity issues (Stephenson & Krebs,1993). Race and
gender awareness training allows for aspects of corporate culture that inhibit flexibility to be

identified and addressed (Feldman et al., 1994).

Various types of training programmes can be useful components of the diversity management
process. These include programmes aimed at helping employees to develop positive attitudes
towards diversity, as well as bridging cultural gaps (Launer, 1995). External consultants and in-
house trainers can assist by conducting sessions that help employees raise their levels of awareness
about the issues of diversity in their workplace, some of which may be directed at learning about the

cultural norms of different geographical groups (Jackson & Associates, 1992).

5.5.4. SEXUAL HARASSMENT POLICY

As women comprise an increasing proportion of the workforce, cognisance needs to be taken of
special issues pertaining to women's rights in the workplace. This would necessitate employees

interacting with previously underrepresented groups on a broader scale. According to South,
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Bonjean, Markham and Corder (cited in Kreitner & Kinicki, 1992, p. 333), "under many
circumstances including intergender interaction in work groups, frequent contact leads to

cooperative and social relations".

However, inter-gender interactions do not always produce desirable outcomes. Within
contemporary organisations, sexual harassment has become a serious problem, and as such demands
proactive management intervention. The prevalence of sexual harassment within the workplace
necessitates a strong policy statement which defines sexual harassment, indicates its seriousness,

and specifies the consequences for perpetrators, if necessary (Greenhaus & Callanan, 1994).

5.5.5. FULL UTILISATION OF CAREER SYSTEMS

Career growth is enhanced when employees actively manage their careers and when organisations
provide support in the form of performance appraisal and feedback systems, mentoring, training and
development programmes, job redesign, developmental assignments, and promotion planning

(Beach, 1991).

By managing diversity, organisations attempt to create a culture in which all employees can benefit
from such support and grow in their careers, and in which individuals are not disadvantaged because
of their cultural background. Hence, "managing diversity is a comprehensive managerial process

for developing an environment that works for all employees” (Thomas,1991, cited in Greenhaus &
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Callanan, 1994, p. 302). In response, organisations have embarked on numerous strategies to

accommodate for these changes. These are depicted in figure 5.3.

Figure 5.3: Work scheduling options

Compressed Work Week

Flextime

Work
Schedule

. Options
Job Sharing

Telecommuting
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5.5.6. ORGANISATIONAL CULTURE

It is critical of the organisation to value differences and to bring about positive change in the
workplace. It is important that organisational culture must be the basis of any positive change to

occur, otherwise any diversity initiatives or training, will be unsuccessful and an expense to the
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organisation. It is an imperative task of management to relay the organisational culture
effectively to each employee, and to communicate their commitment to a culture that supports

fair and equitable practices (Smith, 2008).

“Organisational culture is a group of ruling ideas that include ways of reasoning, ways of acting,
common shared values, codes of behaviour and ethical standards, which are formed and
developed over a long period of time with the active consensus of their leaders and influenced by

the social environment as the background” (Seymen, 2006, p. 305).

5.5.7 CONFLICT MANAGEMENT

It is important for management to be proactive in managing conflict in the organisation as it is
one of the various aspects of diversity management. Conflict should be dealt with immediately
and appropriately, depending on the severity of the situation. When the organisation do not learn
from conflict and allow conflict experiences to linger negatively, it will result in poor levels of

outcomes (Smith, 2008).

5.5.8 PERFORMANCE MANAGEMENT

For organisations to remain competitive and to have effective planning, human resource

development is essential. Organisations spend a lot of money and time in finding talented
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individuals, then train and develop them therefore it is important for them to retain their
employees. Performance management enables the organisation to develop employees. In order
for performance management to be successful especially in a diverse workforce, it is important
that all employees are treated as unique individuals. By doing so, each employee will have
different strengths, weaknesses, problems and training needs. A problem might occur with
performance management when a manager has to evaluate a subordinate. If the subordinate is
different from them, and there is any degree of racism or sexism throughout the performance

management process, a resistance towards diversity related initiatives is likely (Smith, 2008).

It is important for the organisation to have continual feedback and to conduct audits. Feedback
will help employees to realise their strengths and weaknesses and see where they can improve. It
could assist employers in noticing any areas where they need to train and develop their
employees. Auditing is a method of evaluating the effect of diversity initiatives. The information
gathered by both feedback and the audits will help management in determining whether their
initiatives are doing what they are supposed to, and if they have brought about any change in

employees attitudes, perception and behaviour (Smith, 2008).

5.5.9 POLICY DEVELOPMENT

103



It is a key factor of effective diversity management to ensure that organisational policies should
explicitly forbid prejudice and discriminatory behaviour. It should be included as part of the
employee manuals, organisation’s mission statement, and code of conduct etc. It is also
important for diversity to be included in the strategic business objectives of the organisation

(Smith).

5.5.10. LEADERSHIP AND ACCOUNTABILITY

It is important for leaders to set a good example to employees with regards to handling diversity
as they are ‘role models’. They should exhibit strong commitment and emotional intelligence
when addressing cultural issues and differences, as well as deal with any barriers which restrict
them from managing diversity effectively and efficiently. It is quite valuable for small business
owners who hope to establish a healthy environment for their employees who come from various
cultural backgrounds. By doing so, it allows the owners to exercise significant control over their

business (Smith, 2008).

Martin (1991,cited in Greenhaus & Callanan,1994) observed that a lack of commitment and
responsibility throughout the organisation was a major impediment to the successful management of
organisational diversity. Cox and Blake (1991) maintain top management support and genuine
commitment to cultural diversity is crucial. Leadership at all levels requires an understanding of the
importance of managing diversity to the productivity of the organisation and the appreciation of the

similarities and differences between members of different cultural groups (Caudron, 1992).
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An organisation seeking to manage diversity effectively should ideally develop a vision of multi-
culturalism that is central to the organisation's mission and communicate that vision to all of the
organisation's constituencies; eliminate discrimination in hiring; identify the most salient issues that
interfere with effectiveness in the diverse work environment; provide opportunities for employees to
understand and appreciates differences among people; address significant language conflicts;
develop and implement effective sexual harassment policy; ensure that its career policies and
systems do not give unfair advantage or disadvantage to members of different cultural groups;
develop family-responsive programmes and policies; and exercise consistent leadership and

accountability for diversity throughout the organisation (Greenhaus & Callanan, 1994).

However, "creating and maintaining the enthusiasm necessary to keep alive the vision of a
multicultural team working well requires a great deal of effort from all concerned (Neale & Mindel,
1992, p.38). In the final analysis, Pfeffer (1994, p. 9) argues, "...people and how we manage them
are becoming more important because many other sources of competitive success are less powerful
than they once were. Recognising that the basis for competitive advantage has changed is essential
to develop a different frame of reference for considering issues of management and strategy.
Traditional sources of success-product and process technology, protected or regulated markets,
access to financial resources and economies of scale-can still provide competitive leverage, but to a
lesser degree now than in the past, leaving organisational culture and capabilities, derived from how

people are managed as comparatively more vital".

5.6. CONCLUSION
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The purpose of this research was to determine whether diversity policies were effectively
implemented in organisations within the Western Cape. The literature gained when investigating
this topic identified whether or not these policies were successful. It is further emphasised that
diversity policies should be implemented to make employees aware of differences and if it is
implemented successfully it will be conducive in bringing positive change in employee’s

behaviour within organisations (Basset-Jones, Brown & Cornelius, 2007).

The methodological research design was strictly adhered to. The study produced no significant
findings due the limitations encountered while conducting the research. Some of the limitations
were that the sample size was too small and not representative of the population. Another
possible limitation is that the motivation of the employees could have been low due to the lack of
incentives therefore they are not as willing to answer the questionnaires. Analysing the general
answers of the questionnaire it was noted that many of the responses were varied. According to
Hostager and De Meuse (2002), they found that employees that were exposed to diversity

policies felt more optimistic towards diversity.

Furthermore it could be that the anxiety and ill feelings of apartheid and diversity could still
breed uncertainty amongst employees and their responses (Romney, 2008). Romney (2008),
further states that the word diversity itself still seems to create confusion and uncertainty.
Somehow individuals know the meaning of diversity with regards to producing documents,
research etc. but when it comes to diversity within human relations; individuals are clueless of
what diversity really is. Often individuals do not concern themselves with diversity within their

organisations. This self-doubt could influence the validity of the research findings. Diversity still
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seems to be a sensitive subject for most employees and according to Romney (2008), many
employees prefer to remain neutral when questioned about diversity. Management also seems to
portray a positive outlook when it comes to diversity in order to convey their organisations in a
positive light. The researcher further states that individuals tend to be dishonest about their true

feelings and perceptions of diversity in the workplace to avoid conflict.

The current research could have included more biographical data in the questionnaire such as
educational levels, and income levels in order to gain more information of the participants. The
research could have also included other methods of data gathering such as interviews or focus
groups. This would have aided the research if there were any discrepancies in the questionnaires

and give more meaningful results.

5.7. RECOMMENDATIONS FOR FUTURE RESEARCH

The sample size that was used is too small and not a true reflection of the population. A larger
more representative sample should be used to get a fairer and relatable estimation of results
gathered from the research conducted. Also by getting a larger sample there it would increase
representation and thus might have yielded different results. Another point is that researcher can
have more control of who actually participates in the study. The generalisability of the findings

of the study would increase and improve the probability of the results to the population.

Future research could make use of qualitative research to allow more open ended answers and

could thus reveal new and different results, instead of only using a quantitative research
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approach as in this study where only questionnaires were used to attain responses. Future
research could include research to find out the climate, productivity and culture of the
organisation before diversity policies were implemented and after diversity policies were
implemented if those variables changed within the organisation. Another factor that could be
considered for future research is the relationship of employees at work and how diversity has

influenced it in anyway.

108



