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3.4.2. Sample and Sample Design 

Kumar (2005) refers to a sample is a group of people, objects or items that are taken from the 

larger population for measurement.  The sample should be representative of the population to 

ensure that we can generalise the findings from the research sample to the population as a 

whole in order draw conclusions about the population.  

Sampling, according to Sekaran (2003, p. 266) refers to “the process of selecting a sufficient 

number of elements from the population so that a study of the sample and an understanding 

of the properties or characteristics would make it possible for us to generalise such properties 

or characteristics to the population elements.”  

A sample is, thus, a subset of the population and it consist of some numbers selected from the 

population (Sekaran, 2003).  

Random Sampling is the ideal way to select a study population. However, for the purpose of 

this study convenience sampling was adopted. This is a non-probability sampling design that 

entails taking all cases on hand until the sample is an appropriate size (Sekaran, 2000). 

Sekaran (2001) postulates that convenience sampling refers to the collecting of information 

from the general population who are easily accessible and conveniently available to provide 

the needed information.  

Some of the more important advantages of the convenience sample are: It is less costly and 

also is less time consuming. The population (employees) is readily available; which means 

the researcher could make use of any employee in the organisation to complete the 

questionnaires for the study. The questionnaires were hand delivered to each of the 

employees that was selected to respond, thus the researcher did not find it difficult to find and 

identify the population (employees) to participate in the study. The employees were given 

two weeks to complete the questionnaire. The employees welcomed the personal attention 

and felt special and important in the organisation, as the survey was hand delivered by the 

researcher. The questionnaire was hand delivered and some employees could have felt that 

they were being targeted to complete the survey. Employees might have felt obligated to do 

the survey as the questionnaire was hand delivered (which created the personal touch) by the 

researcher. 
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The disadvantages of the convenience sample could introduce serious bias as a certain group 

of employees in the financial institution may be under-represented and other groups may be 

over-represented. The sample size of the population used to determine the perception towards 

diversity management based on employees‟ age and occupational level in a financial 

institution is not in accordance to the generalized scientific guideline for the sample size 

decisions. The research study was done in one organisation and the outcome and final 

findings of the project cannot be generalised. Convenient sampling could lead to bias 

interpretation and thus the research may not be trustworthy. 

 

3.5 Sampling procedure 

Anthony (2004) describes sampling procedure as the process of selecting from the population 

to conduct the study. The ultimate goal of any sampling is to ensure that a sample is a good 

representation of the population so as to avoid any bias or negative influence in the findings.  

The sample for this study was drawn from a financial institution in the Western Cape. The 

financial institutions retail division has four thousand eight hundred (4800) employees 

employed in the Western Cape. According to the sample size of a given population table 

stipulated in Sekaran (2003), for a sample of five thousand (5000) employees a researcher 

should have three hundred and fifty seven (357) questionnaires completed in order to justify 

the measurement of the research study accurately. Four Hundred (400) questionnaires were 

distributed to the employees. Of the total of four hundred (400) questionnaires distributed, 

only three hundred and nine (309) questionnaires were returned. This is a response rate of 

eighty six percent (86%). Sekaran (2001) hypothesises that a response rate of thirty percent 

(30%) may be regarded as being acceptable. This sample was therefore considered suitable 

for the purpose of the present research investigation.  

 

3.6 Method of data collection  

Questionnaires are the method of data collection used in this study. A questionnaire is a 

preformulated written set of questions to which respondents record the answers, usually 

within rather closely defined alternatives (Sekaran, 2003). According to Sekaran (2001, p. 
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233), “questionnaires are an efficient data collection mechanism when the researcher knows 

exactly what is required and how to measure the variables of interest.” 

For the purpose if this study, a composite questionnaire comprising of a biographical section 

and Workplace Diversity Survey was used to collect data. The biographical questionnaire 

solicited respondents‟ responses with regards to their gender, race, age, job status and 

qualification.  

 

3.6.1 Description of the Workplace Diversity Survey 

The Workplace Diversity Survey that was used consists of 20 questions. Questions are 

answered using a Likert rating scale of 1 to 5 where 1 = disagree, 2 = disagree somewhat, 3 = 

neither agree not disagree, 4 = agree somewhat and 5 = agree.  

 

3.6.2 Reliability of the Workplace Diversity Survey 

Reliability of a measure indicates the extent to which it is without bias and ensures consistent 

measurement across time and across the various items in the measuring instrument (Sekaran, 

2000). Mowday, Porter and Steers (1982) believed that by obtaining reliable data from 

various types of employees in the different working environments prove to be a necessary 

prerequisite for obtaining an adequate universal quantification of commitment. Leedy and 

Ormrod (2010) postulates that reliability is the consistency with which a measurement 

instrument yield a certain result when the entity being measures has not changed. We can 

measure something accurately only when we can also measure its consistency. In other 

words, reliability is a necessity but an insufficient condition for validity. 

According to Swanepoel et al. (2008, p. 281) “reliability can be defined as the consistency of 

a measure. Consistent results must be obtained at various times to ensure that a specific 

predictor (selection instrument) can be confidently applied.”  Four common methods can be 

used to assess the reliability of a measure:  

i. Test-retest method which indicates that the same measure administered twice to the 

same group of people over a period of time.  
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ii. Alternate form method is the administration of two equivalent forms of the same 

measure given to the same group of people on two different occasions.  

iii. Split-half method is divided into two equal parts, with a score being calculated for 

each. The correlation between the two sets of scores serves as an indicator of 

reliability.  

iv. Internal consistency method or coefficient method is “the degree to which the score 

obtained from one item in the test can be generalised to those obtained from other 

items in the same test. The more homogeneous the items in the test, the higher the 

reliability with which one score on a test item may be generalised to scores on the rest 

of the test items. Internal consistency could therefore be regarded as an aspect of 

reliability.”   

De Meuse, Hostager and O‟Neil (2007) indicate that a reliability analysis was performed to 

determine whether the items on the workplace diversity survey measures the five dimensions 

consistently. The Cronbach‟s Coefficient Alpha score was computed for each dimension 

using SPSS Version 12. If the set of four workplace diversity survey items measured a single 

uni-dimensional construct, one would expect a high coefficient alpha score i.e. exceeding 0.7. 

De Meuse et al. (2007) indicate a reliability scores ranging from 0.87 to 0.76 which suggest 

that the workplace diversity survey assesses the five dimensions of diversity in an internally 

consistent manner.  

 

3.6.3 Validity of the Workplace Diversity Survey 

Swanepoel et al. (2008) hypothesise that validity refers to accuracy, thus a valid measure is 

one that yields correct estimates of what is being assessed. Sekaran (2001) indicates that the 

term validity refers to the extent to which an empirical measure adequately reflects the real 

meaning of the concept under consideration. Babbie et al. (2001) discusses three types of 

validity: 

i. Criterion validity which is sometimes also called predictive validity.  This validity is 

based on external criterion. This is established when the measure differentiates 

individuals on a criterion it is expected to predict. This validity is determined by 

comparing test scores with one or more independent criteria.  
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ii. Construct validity is based on the logistical relationship among variables. It ensures 

that the instrument provides a reasonable, adequate and representative sample of 

responses considered to comprise the domain the test is meant to cover.  

iii. Construct validity relates to how well the results obtained from the use of the measure 

fit the theories around which the test is designed. 

According to Foxcroft and Roodt (2005), the workplace diversity survey has been found to 

have good face value which refers to how well an instrument appears to measure what it is 

intended to measure. The questionnaire that was used was shown to be reliable and valid in 

other research studies in the past as it has been adapted to a South African context and can 

also be used in other research studies in the future. Therefore, it can be deduced that the 

workplace diversity survey is valid and reliable. 

 Leedy and Ormrod (2010) indicated that reliability and validity take different forms. It 

depends on the nature of the research problem, the general methodology the researcher uses 

to address the problem as well as the nature of the data that was collected.  The current 

research study questionnaire was previously used in a similar type of study thus making it 

valid and reliable and no additional questions will be added to the questionnaire. 

 

3.7  Data Analysis Techniques 

The statistical package for the Social Science (SPSS) was used to analyse, compute and 

present the findings of the research by examining the formulated hypothesis of the study.   

According to Sekaran (2001, p. 31) “data gathered are statistically analysed to see if the 

hypotheses that were generated have been supported.”   

 

3.7.1 Descriptive Statistics 

According to Durrheim (1999), descriptive statistics aim to describe the scores or 

observations obtained on single variables in a summarized manner.  Descriptive statistics is a 

method for presenting quantitative descriptions in a manageable form by sometime 

describing a single variable or sometimes to describe the associations that connect one 

variable with another (Babbie et al., 2001). Sekaran (2001) states that frequencies refer to the 

number of times different sub-categories of a certain phenomenon occur, from which 

percentage and the cumulative percentage of the occurrence of the subcategories can be 
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calculated easily.  In this study descriptive statistics will be used to present quantitative 

descriptions in a manageable form. 

 

3.7.2 Inferential Statistics 

According to Durrheim (1999), inferential statistics are used to draw conclusions about the 

population on the basis of information obtained from the applicable sample. Sekaran (2003, 

p. 401) indicated that “inferential statistics can be used because the researcher might be 

interested to know or infer from the data through analysis” (i) the relationship between two 

variables, (ii) differences in a variable among different subgroups and (iii) how several 

independent variables might explain the variance in a dependent variable. Examples of 

inferential statistic are: t-Test, Analysis of Variance (ANOVA), Multiple Regression 

Analysis. Below the two inferential statistics used in this study will be discussed in more 

detail. 

 

3.7.2.1 T-test 

A t-Test determines whether an observed difference in the means of two groups is 

significantly larger and can be attributed to a change in some variables or it could have 

occurred by chance (Welman, Kruger & Mitchell, 2005). According to Sekaran (2001) the 

advantage of a t-Test is that it considers the means and standard deviations of the two groups 

on the variable and looks at whether the numerical differences in the mean are significant 

from 0 in the study. The t-Test was used in the study to determine whether employees differ 

significantly based on their gender in their perception of workplace diversity in a financial 

institution in the Western Cape.  

 

3.7.2.2 ANOVA 

Sekaran (2003, p. 405) postulates that ANOVA helps to examine the significant mean 

differences among more than two groups in an interval or ratio scaled dependent variable. 

The result of ANOVA shows whether or not the means of the various groups are significantly 

different from one another, as indicated by the F statistics, the F statistics shows whether two 

samples differ from one another or if they are from the same population. In this study, 

ANOVA was used to determine whether employees with different biographical details such 

as race, age, job grade (job category) and qualification significantly differed in their 

perception of workplace diversity in a financial institution in the Western Cape.  
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Sekaran and Bougie (2010) postulates that “whereas the t-Test indicates whether or not these 

are 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 result of ANOVA show whether 

or not the means of the various groups are significantly different from one another, as 

indicated by the F-statistic.  

 

3.8 Summary of the chapter 

This chapter provided a detailed overview of the research methodology that was employed 

during this study. The areas that were focussed on included a discussion of the population, 

the sample size as well as the measuring instruments used. A qualitative method was used for 

the study. Descriptive statistics are utilised to describe the characteristics of the sample and 

inferential statistics are used to test the research hypotheses.  
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Chapter 4 

 

Data Presentation, Analysis and Interpretation 

 

4.1      Introduction 

The current chapter illustrates the research investigation by outlining the results obtained in 

the study and providing a detailed discussion of these results. The descriptive statistics 

computed for the study are presented in an outline of the characteristics of the sample with 

regards to the variables included in the study. 

The information provided and discussed in the previous chapter, describes research design 

methodology and study design. Sample and population were described. The data collection 

instrument and their reliability and validity were also outlined. Questionnaires were identified 

as the data collection method. This chapter presents the data, analysing it and then 

interpreting the results.  

 

4.2       Descriptive Statistics 

Descriptive statistics in the form of arithmetic means and standard deviations, minimum and 

maximum values for the respondents were computerised for the workforce diversity survey 

and are provided in the section below. This means the data pertaining to the variables 

included in the study, as collected by the measuring instrument used, is summarised below. In 

this manner, the properties of the observed data clearly emerge and an overall picture is 

therefore obtained.  
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Table 4.1: Descriptive Statistics for the Workplace Diversity Survey 

SCALE Mean SD Min Max 

Overall Workplace Diversity (20 items) 75.60 13.004 31 100 

 

Table 4.1 presents the results of the descriptive statistics of the Workplace Diversity Survey. 

The results of the survey suggests that the total perception is relatively neutral (M = 75.60, 

SD = 13.004). The Likert scale used for the questionnaire indicates 1 = disagree and 5 = 

agree. The mean average response for the questions can be calculated as 3.78, therefore 

indicating that respondents, on average, indicated a „neutral‟ to „agree‟ score for the items. 

The standard deviation of 13.004 is however rather larger and could indicate that respondents 

had varying perceptions of workplace diversity.   

 

4.2.1 Results of the biographical questionnaire 

This section will outline the descriptive statistics calculated on the basis of the variables 

included in the biographical questionnaires. The demographical variables that receive 

attention are: 

 Age distribution of respondents 

 Qualification of respondents 

 Gender distribution of respondents 

 Race of the respondents 

 Marital Status of the respondents 

 Language distribution of the respondents 

 Tenure of the respondents 

 Salary distribution of the respondents 

 Status of the respondents 

 Job Category (grade) distribution of the respondents 

The descriptive statistics in the form of frequencies and percentages, are subsequently 

presented graphically for each of the above-mentioned variables.  
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4.2.1.1 Age distribution of respondents 

 

Figure 4.1 Age distribution of the respondents 

 

Figure 4.1 presents a graphical representation of the age distribution of the selected sample. 

From the frequency distribution presented in figure 4.1, it may be deduced that 45.3% (n = 

140) of the respondents were between 20-35 years of age, 41.1% (n=128) of the respondents 

were between 36-50 years of age, 12.9% (n=40) were between 51-65 and 0.3% (n=1) were 

less than 20 years of age.  
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4.2.1.2 Qualification distribution of respondents 

 

Figure 4.2 Qualification of the respondents 

 

Figure 4.2 presents a graphical representation of the gender distribution of the selected 

sample. As can be seen in figure 4.2, in terms of the qualification level, it may be seen that 

the majority of the respondents, that is 43.45% (n = 134) had a qualification level of high 

school, 34.0% (n = 105) of the respondents had a diploma, 13.9% (n = 43) of the respondents 

had a degree and 8.7% (n = 27) of the respondents indicated their qualification level as other.   
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4.2.1.3 Gender distribution of respondents 

 

Figure 4.3 Gender distributions of the respondents 

 

Figure 4.3 presents a graphical representation of the gender distribution of the selected 

sample. As can be seen from Figure 4.3, the majority of the respondents were female. More 

specifically, 66.3% (n = 205) of the respondents were female, while only 33.7% (n = 104) of 

the respondents were male.  
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4.2.1.4  Race of the respondents  

 

Figure 4.4 Race of the respondents 

 

Figures 4.4 present a graphical representation of the race distribution of the selected sample. 

From the racial composition frequency distribution in figure 4.4, it may be seen that the 

majority of the respondents, that is 58.9% (n = 182) of the respondents were Coloured, 31.4% 

(n = 97) of the respondents were White, 9.1% (n = 28) of the respondents were African and 

0.6% (n = 2) of the respondents were Indian.   
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4.2.1.5 Marital status distribution of respondents 

 

Figure 4.5 Marital status distributions of the respondents 

 

Figure 4.5 presents a graphical representative of the marital status distribution of he selected 

sample. As illustrated in figure 4.5, that is 65.4% (n = 202) are married, 27.8% (n = 86) are 

single, 5.8% (n = 18) of the respondents are divorced and 0.6% (n = 2) of the respondents are 

widowed.   
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4.2.1.6 Language distribution of respondents 

 

Figure 4.6 Language distributions of the respondents 

 

Figure 4.6 presents a graphical representation of the language distribution of the selected 

sample. As illustrated in figure 4.6, that is 52.4% (n = 162) of respondents were English 

speaking, 39.2% (n = 121) of respondents were Afrikaans, 7.1% (n = 22) were Xhosa, 1.0% 

(n = 3) of respondents indicated their language composition as other and 0.3% (n = 1) 

indicated the number 6. 
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4.2.1.7 Tenure distribution of respondents 

 

Figure 4.7: Tenure distribution of respondents 

 

As can be seen from the frequency distribution in figure 4.7, in terms of years in the 

organisation, the majority of the respondents 52.4% (n = 162) have served more than 11+ 

years‟, 29.8% (n = 92) of the respondents worked for the organisation between 4-7 years‟, 

10.4% (n = 32) of the respondents have been employed between 0-3 years and 7.4% ( n = 23) 

of the respondents have worked in the organisation 8-10 years‟.   
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4.2.1.8 Salary distribution of respondents 

 

Figure 4.8 Salary distribution of the respondents 

 

From the frequency distribution in figure 4.8, in terms of the salary distribution of the sample, 

the majority of the respondents, that is 42.7% (n = 132) earned between R5000-R9999 per 

month, 30.4% (n = 94) earned between R10000-R14999 per month, 11.7% (n = 36) earned 

more than R20000+ per month, 9.4% (n = 29) earned between R15000-R19999 per month 

and 5.8% (n = 18) earned between R0-R4999 per month.     
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4.2.1.9 Job title of respondents 

  

Figure 4.9 Job title of the respondents 

 

Figure 4.9 presents a graphical representative of the status distribution of the selected sample. 

In terms of the job status composition of the sample, the majority of the respondents, that is 

39.5% (n = 122) indicated their job status as other, 17.2% (n = 53) of the respondents  

implied their job status as consultant, 16.5% (n = 51) of the respondents showed their job 

status as tellers, 12.6% (n = 39) of the respondents revealed their job status as customer 

service clerk, 11.7% (n = 36) of the respondents specified their job status as specialist 

managers and 2.6% (n = 8) of the respondents pointed out that their job status as branch 

managers. 
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4.2.1.10 Job Grade or Job Category distribution of respondents 

 

Figure 4.10 Job Grade or Job Category of the respondents 

 

Figure 4.10 presents a graphical representation of the grade distribution of the selected 

sample. As illustrated in figure 4.10, the majority of the respondents, that is 48.2% (n = 149)  

were in supervisor and technical level posts (CC/TT), 33.0% (n = 102) fell in the junior level 

(BB) grade, 17.8% (n = 55) indicated that they occupy positions at management level 

(MM/PP). Furthermore 3 respondents (1.0%) did not provide (Other) an indication of their 

job level.   
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4.3 Inferential statistics 

In this section the inferential statistics employed in the study are presented. The inferential 

statistics that will be discussed in this section will be t-test and Analysis of Variance 

(ANOVA). The t-test will indicate the mean difference between two groups where ANOVA 

examine the significant mean difference. The statistical technique will draw conclusions with 

regards to the population from which the sample was taken and discussions are made with 

respect to the research to the research hypothesis.  

 

Hypothesis 1: 

There is a statistical significant difference in perceptions of workplace diversity based on age 

amongst employees in a financial institution in the Western Cape. 

Table 4.2: Gender difference in perception of workplace diversity 

 Female Male   

 Mean Mean t P 

Workplace diversity 76.29 74.24 -.977 .527 

 

*p < 0.05, 

**p < 0.01 

Table 4.2 depicts the t-test with respect to the perception towards workplace diversity based 

on the gender of respondents. The results indicate that there is no statistical significant 

difference (t = -0.977, p < 0.05). Hence hypothesis 1 is rejected. The results further indicate 

that males were more positive towards workplace diversity (M = 74.24) as compared to 

females (M = 76.29), although this difference is not statistically significant.   
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Hypotheses 2:  

There is a statistical significant difference in perception towards workplace diversity based on 

race amongst employees in a financial institution in the Western Cape. 

Table 4.3: ANOVA: Perception of workplace diversity based on race 

 Sum of squares df Mean Square F P 

Between groups 2324.809 3 774.936 4.750 .003 

Within groups 49761.230 305 163.152   

Total 52086.038 308    

 

**p < 0.01 

Table 4.3 depicts that ANOVA with respect to perceptions of workplace diversity based on 

the race of respondents. The results indicate that there are a statistically significant difference 

(F (3, 305) = 4.750, p = 0.003) in perception of workplace diversity based on race. In order to 

determine between which race group the differences exists, a post hoc analysis was 

completed.    
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Table 4.4: Scheffe post hoc statistics for race  

Dependent 

Variable 

(I) 

RACE 

(J) 

RACE 

Mean 

Difference 

(I-J) 

Std. 

Error 

Sig. 95% Confidence Interval 

Lower 

Bound 

Upper 

Bound 

TOTAL 

White 

Coloure

d 

-5.635* 1.606 .007 -10.15 -1.12 

Indian -1.371 9.125 .999 -27.02 24.28 

African -7.121 2.740 .082 -14.82 .58 

Coloure

d 

White 5.635* 1.606 .007 1.12 10.15 

Indian 4.264 9.081 .974 -21.27 29.79 

African -1.486 2.593 .955 -8.78 5.80 

Indian 

White 1.371 9.125 .999 -24.28 27.02 

Coloure

d 

-4.264 9.081 .974 -29.79 21.27 

African -5.750 9.349 .945 -32.03 20.53 

African 

White 7.121 2.740 .082 -.58 14.82 

Coloure

d 

1.486 2.593 .955 -5.80 8.78 

Indian 5.750 9.349 .945 -20.53 32.03 

 

Table 4.4 indicates that there are statistically significant differences (p = 0.007) between 

white (M = 71.63) and coloured respondents (M = 77.26) with regards to their perception of 

workplace diversity. The results indicate that white people seem to have a more negative 

view of workplace diversity than the perceptions that is held by coloured people.  

Hence hypothesis 2 is accepted.  
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Hypothesis 3 

There is a statistical significant difference in the perception of workplace diversity based on 

age amongst employees in a financial institution in the Western Cape. 

Table 4.5: ANOVA: Perception towards workplace diversity and age 

 Sum of squares df Mean 

Square 

F P 

Between groups 1331.167 3 443.722 2.666 .048 

Within groups 50754.871 305 166.409   

Total 52086.039 308    

 

*p < 0.05 

Table 4.5 depicts the ANOVA with respect to perceptions of workplace diversity based on 

the ages of respondents. The results indicate that there are statistically significant difference 

(F (3, 305) = 2, 666; p = 0.048) in the perception towards workplace diversity based on age.  

It was not possible to perform a post hoc analysis as one of the age category groups had only 

one respondent.  

Hence hypothesis 3 is accepted. 
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Hypothesis 4 

There is a statistical significant difference in the perception of workplace diversity based on 

job grade or job category amongst employees in a financial institution in the Western Cape.  

Table 4.6: ANOVA: Perceptions of workplace diversity based on job grade or job 

category 

 Sum of squares df Mean 

Square 

F P 

Between groups 5249.690 3 1749.897 11.395 0.000** 

Within groups 46836.349 305 153.562   

Total 52086.039 308    

 

**p < 0.01 

Table 4.6 shows the ANOVA with respect to perceptions of workplace diversity based on job 

grade or job category of the respondents. The results indicated that there is a statistically 

significant difference (F (3, 305) = 11.395; p = 0.00) in the perception of workplace diversity. 

The post hoc analyses displayed in Table 4.7 provide further information on the differences 

between the job grades and perception of workplace diversity.  
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Table 4.7 Scheffe post hoc for job grade/job category 

Dependent 

Variable 

(I) 

GRADE 

(J) 

GRADE 

Mean 

Difference 

(I-J) 

Std. 

Error 

Sig. 95% Confidence 

Interval 

Lower 

Bound 

Upper 

Bound 

TOTAL 

BB 

CC/TT .592 1.593 .987 -3.88 5.07 

MM/PP -8.567
*
 2.073 .001 -14.39 -2.74 

Other 22.245
*
 7.259 .026 1.84 42.65 

CC/TT 

BB -.592 1.593 .987 -5.07 3.88 

MM/PP -9.159
*
 1.955 .000 -14.66 -3.66 

Other 21.653
*
 7.226 .031 1.34 41.97 

MM/PP 

BB 8.567
*
 2.073 .001 2.74 14.39 

CC/TT 9.159
*
 1.955 .000 3.66 14.66 

Other 30.812
*
 7.347 .001 10.16 51.47 

Other 

BB -22.245
*
 7.259 .026 -42.65 -1.84 

CC/TT -21.653
*
 7.226 .031 -41.97 -1.34 

MM/PP -30.812
*
 7.347 .001 -51.47 -10.16 

 

Table 4.7 indicates that there are statistically significant differences (p = 0.000) between 

supervisory and technical specialists (CC/TT) (M = 73.99) and management level (MM/PP) 

(M = 83.15) with regards to their perception of workforce diversity. The results indicate that 

supervisory and technical specialists (CC/TT) employees seem to have a more negative view 

of workplace diversity than the perception that is held by management level (MM/PP).  

Hence hypothesis 4 is accepted. 
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Hypothesis 5 

There is a statistical significant difference in the perception of workplace diversity based on 

qualification amongst employees in a financial institution in the Western Cape.  

Table 4.8: ANOVA: Perceptions of workplace diversity based on qualification 

 Sum of squares df Mean 

Square 

F P 

Between groups 1214.134 3 404.711 2.426 .066 

Within groups 50871.905 305 166.793   

Total 52086.039 308    

 

*p < 0.05 

Table 4.8 depicts the ANOVA with respect to perceptions of workplace diversity based on 

the qualification of respondents. The results indicate that there is no statistically significant 

difference (F (3, 305) = 2.426; p = 0.066) in the perception towards workplace diversity 

based on qualification.  

Hence hypothesis 5 is rejected. 
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4.4 Reliability of the workplace diversity survey 

Table 4.9 Reliability of the Workplace Diversity Survey 

Questionnaire Number of items N Cronbach Coefficient 

Workplace diversity survey 20 309 0.539 

 

Table 4.9 indicates the reliability of all the variables in the study. The Cronbach‟s Alpha 

Coefficient is used to determine the reliability. The reliability of the workplace diversity 

questionnaire was calculated as α = 0.539, which is less than the excepted 0.7 level indicated 

by Rosnow and Rosenthal (1999) and Sekaran (2003). This is indicated as a moderate 

Cronbach Alpha Coefficient and could be due to the low number of questions and/or poor 

interrelatedness between the items. The workplace diversity survey consists of 20 items and 

was handed to 309 respondents in the organisation.  

 

4.5 Summary of the chapter 

This chapter has served to present the most salient findings from the research that was 

undertaken. In the next chapter, the results are compared to previous studies and conclusions 

are drawn, and recommendations for future research are highlighted.  
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CHAPTER 5 

 

DISCUSSION, CONCLUSIONS AND RECOMMENDATION 

 

5.1 Introduction  

The primary objective of this study was to determine the employees‟ perception of workplace 

diversity in a financial institution in the Western Cape. This chapter presents an overview of 

the most important findings of the research performed. In order to contextualise the research 

comparisons are drawn with available literature in various settings. The remainder of the 

chapter will provide the conclusion that can be drawn from the research as well as limitations 

and recommendation for future research.  

 

5.2 Descriptive Results  

The results of the descriptive statistics of the Workplace Diversity Survey suggests that the 

total perception is relatively negative (M = 75.60, SD = 13.004). Furthermore, the survey 

results indicate that the respondents primarily felt a high behavioural reaction towards to 

workplace diversity (M = 16.12, SD = 2,953). They also experience a high reaction to 

judgement to diversity management (M = 15.95, SD = 3.292). The respondents were also 

inclined to react emotionally towards workplace diversity (M = 15.45, SD = 3.304). However 

their reaction to personal consequences were not as high (M = 14.00, SD = 2,884).  

The sample size used in this study indicated that the respondents were predominately 

between the age group 20-35 (n = 140) and were closely followed by respondents between 

the age group of 36-50 (n = 128). The bulk of the respondents in this study was female (n = 

205), with respondents with a high school certificate (n = 134). The study indicates the 

majority respondents as Coloured 58.9% (n = 182). Most of the respondents worked for the 

financial institution for 11+ years 52.4% (n = 162) and they held a middle level job grade 

(CC/TT) within the financial institution 48.2% (n = 149).  
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5.3 Inferential results 

H1 Hypotheses 1: There is a statistical significant difference in perceptions of workplace 

diversity based on gender amongst employees in a financial institution in the Western 

Cape. 

  

With reference to the statistical results of the study, there is no statistical significant 

difference in the perception towards workplace diversity based on gender amongst 

employees. Hence the total hypothesis is rejected.  

 

According to Robbins (1993), the research suggests the following conclusions regarding 

gender. The homogeneity between woman and men tend to outweigh the differences. 

Generally, women tend to follow a more transformational leadership style with the emphasis 

on the followers, consensus, and the use of charisma, personal reference and personal contact 

to enhance interpersonal relations and to influence followers. “Men in general, on the other 

hand, tend to follow a more directive style where job performance is seen as a series of 

transactions with subordinates, where rewards are exchanged for services and punishment for 

inadequate performance – that is, more of a transactional approach. Men seem to be more 

inclined to use formal position, power and authority to control people. It is however, 

imperative to emphasise the above generalisations and that many men possess certain 

attributes that are linked mainly to the females and vice versa” (Swanepoel et al., 2008, p. 

357). 

Dombai and Verwey (1999) postulate that gender variance in responses indicates that males 

and females respondents do not differ significantly. Male respondents were consistently more 

positive than female respondents in the five concepts, although this difference was not 

statistically significant. This may be attributed to the fact that organisations lean towards 

paternalistic cultures in which men are still unofficially regarded as first among equals and 

where women may still experience the sting of covert discrimination. This could also explain 

why female respondents did not evaluate affirmative action as positively as their male 

counterparts = they simply do not reap as many benefits from the process. According to 

Beaty, Adonosi and Taylor (2007), both sexes relate similarly to issues of diversity, 

especially their perceptions towards the organisational politics that is created because of 
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workplace diversity. The study concludes that they found both males and females were 

equally tolerant of political behaviour because of the increasing awareness of the importance 

of equity and affirmative action in the workplace.  

 

H2 Hypotheses 2:  There is a statistical significant difference in perceptions of  

workplace diversity based on race amongst employees in a financial institution in the 

Western Cape. 

According to the statistical results of the current study, there was a statistical significant 

difference in the perceptions towards workplace diversity based in race amongst employees. 

Hence the hypothesis is accepted.  

 

In the case of black versus white respondents, a high percentage of statistically significant 

variances were recorded in terms of the affirmative action and transformation constructs. The 

finding that black and white respondents differed significantly with regard to the evaluation 

of the affirmative action construct was consistent with the researchers expectations. Black 

respondents were significantly more positive in their evaluation of this construct. A positive 

explanation for these findings related to the nature of the implementation of affirmative 

action in South African organisations. The implementation of affirmative action in South 

African organisations are mostly target-driven and tends to create the perception that only a 

limited number of highly educated and skilled black people can benefit from it. White 

employees tend to feel threatened by the process, while black employees in the lower 

organisational ranks experience the process as beyond their reach (Dombai et al., 1999).   

Coetzee (2008) indicated that the results of the findings suggest that the African Participant 

seem to have a significant stronger need for managerial positions that exposes them to a 

variety of growth and development opportunities and jobs in which they can express their 

talents and abilities creatively. However, Coetzee and Bergh (2009) reported that the African 

participants also indicated a significant higher need to venture out in search of new career 

opportunities.   
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Motileng, Wagner and Cassimjee (2006) postulate that employment equity and affirmative 

action strategy appears to have enhanced the self-esteem of black or African individuals. This 

is because the policy has given them the opportunity to articulate their competencies, 

potential and abilities. Vallabh and Donald (2001) 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.  

Duweke (2004) indicates that although a South African bank has put into motion the process 

of bringing black people into management positions, very little has been done to dispel white 

fears and white males are still in power. Black females felt alienated, under-utilised and 

hampered by male perceptions of their unsuitability for certain positions. Thus, managing 

diversity enables whites, for example, to understand the meaning of “whiteness” in a world 

that is not predominately white, but one where whites dominate. Multiculturalism addresses 

these power relations, and their implication for the workforce in the third millennium. This is 

done through its two-prong values approach, namely – respect for the Other and a self-critical 

awareness of one‟s power position in the world (Rosado, 2006). 

Many lessons for South African organisations can be drawn from the case study by Johnson-

Bailey and Cervero (2004), a black woman associate professor and a white male professor at 

the University of Georgia in the USA. They offer a personal account of the intricacies, 

complexities and success of their 13-year mentoring relationship. They highlight the 

importance of a number of issues in a cross-cultural mentoring relationship such as 

acknowledged and unacknowledged racism, visibility as well as risk pertinent to a minority 

faculty.  

 

H3 Hypotheses 3: There is a statistical significant difference in the perceptions of  

workplace diversity based on age amongst employees in a financial institution in the 

Western Cape. 

From the results attained of this study it was found that there is a statistically significant 

difference in the perception towards workplace diversity and age amongst employees. Hence 

the hypothesis is accepted.  

According to Dombai et al. (1999), in terms of the different age groups, affirmative action 

and the transformation process again resulted in the largest number of significant variances 
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between groups. An interesting finding is that the younger age group (younger than 30) 

displayed the most variance in their responses. This group of respondents were especially 

positive in their evaluation of the transformation process and performance management, but 

evaluated affirmative action as the most negative. Respondents in the older age group (older 

than 40) were the most negative in their responses, and also the most negative in their 

evaluation of affirmative action and transformation. The middle age group (30-40 years old) 

generated the most neutral responses of the three groups. They were, however, marginally 

more negative in their evaluation of affirmative action and more positive towards 

performance management.  

Cumming et al. (2009) indicates that to address age diversity, organisations develop 

interventions, such as work design and wellness programs. Career planning and development 

as well as reward systems must be adapted to these different age groups and demographic 

cohorts. For example the older employee, work design can reduce the physical component or 

increase the knowledge and experience component of a job. Bogaert and Vloeberghs (2005) 

and Bell (2007) warns that although it is imperative for organisations to develop and execute 

diversity policies, focussing on every individuals diversity will make the concept futile, 

Instead generational diversity should be acknowledge and understood. This implies 

knowledge of employees‟ age profile, understanding of their generational cohorts and how 

they interact, what their shared values are and its effect on work productivity.  

According to Beaty, Adonisi and Taylor (2007), the research corroborate the findings in the 

current study in which it is reported that there is a significant difference between age of 

employees and workplace diversity policy implementation within the organisations. Older 

employees however are likely to experience discrimination in access to training and 

development, and are more likely to be denied promotions, to experience difficulty in being 

gainfully employed and are more likely to be retrenched relative to their younger counterparts 

(van der Walt & du Plessis, 2010).  

 

H4 Hypotheses 4: There is a statistical significant difference in the perception of 

workplace diversity based on job grade/job category amongst employees in a financial 

institution in the Western Cape.  
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According to the statistical results of the current study, there was a statistical significant 

difference in the perceptions towards workplace diversity based on job grade/jog category 

amongst employees. Hence the hypothesis is accepted. 

 Harris et al (2007) indicates that members of management are more positive about the 

current position of diversity management in an organisation. The result is to be expected as 

management tend to perceive their policies and procedures to be diversity friendly. Feldman 

(2001) however found significant differences between employees from different job 

categories to those with different job statuses. These employees view and perceive diversity 

differently. 

 In the following findings a variance in responses for supervisory versus non-supervisory 

levels differ from the other groups of respondents in that no significant differences were 

recorded for any of the affirmative action dimensions. The responses versus non-supervisory 

level employees were the most consistent in their differences (Dombai & Verwey, 1999). 

According to Ferreira and Coetzee (2010), the results suggest that the participation in 

managerial positions appear to have a significantly higher level of normative commitment 

than the participants employed at the staff level or as independent contractors.  

Meyer and Allen (1997) observed having the authority to influence the organisation‟s goal 

seems to have increased participants‟ sense of obligation to continue employment with the 

organisation. It appears that the feeling of responsibility created by having authority also 

increases the understanding of diversity management and the importance thereof. Esterhuizen 

and Martins (2008) indicate in their research findings that managers were generally more 

positive towards employment equity practices than those staff level employees. According to 

Harris et al. (2007), the reason why managers are positive towards diversity is because they 

portray a positive attitude towards it.   

 

H5 Hypotheses 5: There is a statistical significant difference in the perception of 

workplace diversity based on qualification amongst employees in a financial 

institution in the Western Cape. 

The results emanating from this research study found that there was a statistically significant 

difference in the perception towards workplace diversity and qualification amongst 

employees. Hence the hypothesis is rejected.  
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Employees with matric (grade 12) are less positive about the openness of diversity. A 

possible explanation for this result is that employees who have tertiary education have a more 

complete understanding of workplace diversity (Harris et al., 2007). Levinsohn and Petrin 

(2003) estimators, show that educational diversity is beneficial for a firms productivity and 

wages.  

 

5.4 Implications to the organisation and the employee 

According to Esty et al. (1995), diversity is beneficial to both the organisation and the 

employee. Although the two parties are completely separate entities, the respect for 

individual differences can increase productivity. 

A diverse workforce allows a firm to tap into profitable markets. Organisations can utilise 

employees who are attuned to these markets to give the organisation a competitive edge 

(Gomez-Mejia et al., 2008). 

Effective labour relations within an organisation depend largely on positive communication. 

Many organisations rely extensively on top-down communication, with the top echelons 

often seen to be dictating to the lower level in the organisation. This detracts from the 

principles of partnership and co-operation, which form the basis of the new labour laws. 

Fostering a more bottom-up channel of communication where the employee feels 

comfortable in expressing their opinion to top management, actually reduces the propensity 

for conflict and help to forge new working relationships that are based on trust (Venter et al., 

2009).  

Management of organisations must identify the differences in the people they employ, 

manage them in accordance to those differences, which can entail the incorporation of 

diversity management policies into the organisational policies. Organisations must implement 

retention strategies for their employees so that they are able to stay within the organisation 

for several years. Competent employees who have approached the fixed retirement age 

should be handled with care and be relied on for their tactic knowledge, expertise, experience 

and skills (Maicibi, 2008).   
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Niemann (2006) suggests that diversity management must be implemented as a proactive 

measure and strategy to enhance organisational performance. This strategy should form part 

of the organisation‟s employment equity plan in order to create an environment conducive to: 

i. Conducting a diversity needs assessment which should be using a scientific needs 

analysis instrument such as diversity audits and focus group investigation. A  

diversity- needs identification will also contribute to the identification of prevailing 

stereotyping, bias, prejudice and assumptions. All staff members will participate in 

the diversity-needs identification, different perspectives will emerge, and a climate of 

openness and cooperation can be established. 

ii. Management should focus on cultivating team spirit by enhancing participation and 

consensus. Management need to go heavy on guidelines and light on procedures, so 

that as circumstances change, people in the organisation have the flexibility to 

function, while exercising their own initiatives. Through this initiative process, 

management will create a shared vision.  

iii. Throughout the diversity sessions, participants should be encouraged to develop 

action plans. These action plans should be specific in terms of planned activities, and 

how the plan can be maintained, reinforced, monitored and evaluated.  

iv. It is of utmost importance that the diversity strategy is continuously monitored and 

evaluated. The importance of this is to identify successes, shortcomings and areas of 

improvement and modification. Any changes in training should occur only after 

consultation with all stakeholders, and should be communicated to all employees.  

 

5.4.1 Organisational Programs and Policies 

Dodds (1995) postulate that a high influx of diverse employees in many organisations, 

encourage leadership to put into place practices that enable people with different styles of 

thinking to work together creatively and productively. In order for diversity initiatives to 

deliver, implementation must be based on a comprehensive management of change strategy.  

Diversity programmes need to be designed in order to change the culture of the organisation 

so that all employees contribute to the productivity and profitability of the organisation. This 

is why organisations are increasingly providing improved teams to retain competent staff, by 
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giving each employee the opportunity to participate fully, to grow professionally and to 

develop to their highest level (Feldman, Doerpinghaus &Turnley, 1994).  

Many individuals see affirmative action as a form of reverse discrimination and that 

affirmative action appointed employees are less competent because they lack the necessary 

skills required to do the job. These employees are seen to be appointed to fill quotas or to 

window-dress (Thomas 2002). Although affirmative action are developed to ensure justice 

between groups, resistance from individuals frequently arise as individuals see affirmative 

action as inferior and that a certain stigma is associated with it. Lastly, individuals believe 

that affirmative action is based on preferential treatment rather than being based on merit 

(Van Jaarsveld, 2000).  

Swim and Miller (1999) also claim that affirmative action can be seen as retribution against 

White people. Groarke (1990) takes issue with affirmative action because he suggests that it 

penalizes young White men who were not, as individuals, responsible for historical 

discrimination. Numerous studies have revealed that opposition to affirmative action is 

related to people‟s perceptions of fairness (or the lack thereof) in their understanding of 

affirmative action. An important reason for negative attitudes towards affirmative action 

arises from a perception that organisations are not committed to fairness.   

It is imperative for the organisation to ensure that their employees are optimally utilised.  For 

this reason, the identification of human resource training and development, management 

training and development as well as organisational development becomes important to the 

organisational sustainability (Armstrong, 1995). Robbins (1998) suggests that diversity 

management presuppose the introduction of alternate work schedules, diversity training and 

mentoring programmes.  

  

5.4.1.1  Human Resource training and development 

With the exception of deep recessionary periods, the labour shortage in certain skilled areas 

most phases of the economic cycle in South Africa (Barker, 2007). An organisations training 

strategy should largely be determined by the human resource plans, which is derived from the 

overall organisational strategies. This plan will outline the type of skills that may be required 

for the future, and the number of people with those skills that will be needed. The plan will 
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thus allow the organisation to determine the need for human resource training and 

development (Armstrong, 1995; Peterson, 1992). 

Nel et al. (2008) hypothesise that the Human Resource Development (HRD) strategy has as 

its key mission „to maximise the potential of the people in South Africa, through the 

acquisition of knowledge and skills, to work productively and competitively in order to 

achieve a rising quality of life for all, and to set in place an operational plan, together with the 

necessary institutional arrangements. Swanson (2001) emphasises that the outcome of HRD 

programmes are valuable only to the extent that they are connected to specific organisational 

performance. Human resources development programmes must also have integrity and 

quality or they will not deliver the expected benefit. Prekel (1987) postulate that the 

development of any human resources require input from at least three sources, namely, the 

management of the organisation, the supervisor of employees within the organisation and the 

employees themselves.  

 

5.4.1.2 Management training and development 

Managing across cultures require managers to build culturally appropriate relationships 

across the culture divide. This may be done by way of the manager examining their own 

cultural values and traditions, and the exploring this of others. In this way the manager can 

gauge how they perceive those outside their own cultural group. Having the necessary 

knowledge and understanding of cultures will no doubt empower managers to create trust and 

confidence and to appreciate the values and norms of his/her life (Penceliah, 2008).  

Management development involves the process of “gradual, systematic improvement in the 

knowledge, skill, attitude and performance of those individuals in an organisation who carry 

management responsibilities” (Kirkpatrick, 1978 cited in Viedge & Taffinder, 1986, p. 28). 

The reason for this is “without conscious management development, managers run the risk of 

operating in outmoded ways” (Viedge & Taffinder, 1986, p. 29).   

 

5.4.1.3 Organisational development 

Human resource development and management development initiatives necessitate a process 

of organisational development, which is defined as a “system-wide process of data collection, 
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diagnosis, action planning, interventions, and evaluation aimed at (i) enhancing congruence 

among organisational structure, process, strategy, people and culture; (ii) developing new and 

creative organisational solutions; and (iii) developing the organisation‟s self-renewing 

capacity. It occurs through the collaboration of organisational members working with a 

change agent using behavioural science theory, research and technology” (Cummings et al., 

2008). 

In 2007, South African companies identified workforce diversity synonymous with 

organisational integrity or even legitimacy. No organisation dares to avoid workforce 

diversity if it is to survive. Hence old and new companies proactively renew themselves by 

introducing diversity with its entire attendant cultural implications. If organisations fail to 

change when change is required, it may lead to their demise. Diversity and change are also 

central to today‟s companies and both require management (Nel et al., 2008).  

 

5.5 Communication regarding the meaning of diversity  

Before an organisation embarks on programmes to manage diversity, it is deemed 

advantageous for an organisation to understand what constitutes diversity, and convey the 

importance of managing diversity to its internal and external environment. Simultaneously, 

an analysis of the relevant dimensions which need to be effectively managed needs to be 

done. Furthermore, the inclusion of a statement regarding diversity in its mission statement 

would communicate an organisation's commitment in this area (Greenhaus & Callan, 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. 

 

5.5.1 The value of diversity 

Although considerable attention has been paid to managing diversity within the corporate 

world, very little empirical evidence exist on the potential benefits or the advantages that 

might accrue to the organisation that adopts such a programme (Williams & Bauer,1994). 

However, (Galagan,1993, p. 43) notes “diversity matters to organisations because new 

competitive standards are changing the way work is done. These changes will be more 
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important than demographics in the long run because success will depend more and more on 

the ability of people to work in teams and communicate with people who are different”.  

 

Moreover, (Greenhaus & Callan, 1994, p. 292) posits the view “many individuals believe that 

there is richness in diversity that you can't get from a homogeneous workforce. This may be 

true, but it‟s not necessary to support managing diversity. Whether there is a richness or not, 

managers will have employees with significant differences and similarities. The compelling 

case for managing diversity lies in the fact that diversity is a reality-or soon will be. By 

focusing on the richness, you risk suggesting that the manager has a choice”. However, 

Dodds (1995, p. 40) maintains “in order to add value from diversity, people must behave and 

relate to each other in new ways”. Organisations will thus be under increasing pressure to 

make use of affirmative action programmes that are technically and morally sound and can be 

shown to be so. This is of particular importance if one considers the fact that employees will 

be more inclined to challenge procedures that they regard as unfair (Cooper & Robertson, 

1995). 

 

5.5.2 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 the more job related hiring systems are, the more 

they will enhance employee productivity and perceptions of fairness.  

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). 

Cox (2001) found that forming appropriate training material is depended on the target 

demographic group, their knowledge of basic attitudes, and their acceptance of diversity 

topics. The problem with diversity training is in changing specific attitudes towards diverse 

groups and the changes in skills were still uncertain at this time  
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5.5.3 Identification of critical diversity issues 

Diversity Management is a strategy to promote the perception, acknowledgement and 

implementation of diversity in organisations. Diversity management is based on the idea that 

diversity opens up alternative ways of perceiving, thinking and acting and this enriches the 

life of employees. Organisations that manage workforce diversity issues gain an insight into 

markets consisting of minority groups and women. Groups of people from diverse 

backgrounds can be more creative than groups with homogeneous backgrounds (Deshwal & 

Choudhary, 2012).  

 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 (Greenhaus & Callan, 1994). 

 

5.5.4 Diversity training 

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. 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 (Robbins et al. 2009). 

 

5.5.5 Leadership and accountability 

Greenhaus & Callan (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 that top management support and 

genuine commitment to cultural diversity is crucial. Leadership at all levels require an 

understanding of the importance of managing diversity to the productivity of the organisation 
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and the appreciation of the similarities and differences between members of different cultural 

groups (Caudron,1992). 

 

An organisation seeking to manage diversity effectively should 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 appreciate 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 & Callan,1994). 

 

5.6 Summary of the chapter 

This chapter provided an overview to determine whether the workplace diversity policies 

were effectively implemented in the financial institution in the Western Cape. Furthermore it 

is of utmost importance that the employees of the financial institution be made aware of the 

organisational commitment to diversity management. The successful implementation of 

diversity management will bring about positive employee attitude and well as a competitive 

organisation.   

 

5.7 Limitations of the Research Study 

Although the present study has made a contribution to the body of knowledge on workplace 

diversity, a number of limitations are worth noting.  

The research study was done in one financial institution in the Western Cape, thus the finding 

cannot be generalised to various other financial institutions in the industry. Although the 

financial institution has many strategic business units, the study was done in the retail and 

business bank section of the financial institution only.  

The study utilises a non-probability sample method in the form of convenient sampling. As a 

result of this, certain groups are under-represented, thus selection bias has been introduced. 
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This however will reduce the extent to which the results of the study may be generalised to 

the entire population to which the selected research hypothesis may apply.  

Only questionnaires were used in the study, however the research study could also have 

consisted of surveys or interviews or a combination of the two. The questionnaires were hand 

delivered to the participants, and this could have easily been lost or misplaced. If the 

questionnaires were emailed and hand delivered, the participants would have a soft copy just 

in case they misplace the first copy.  

The sample size of the research study was deemed large enough to be representative of the 

population; a large sample would have increased the generalizability of the research. 

Although the sample size of three hundred and nine (309) respondents was deemed large 

enough to be representative of the approximately four thousand eight hundred (4800) 

population under study, a larger sample would, nevertheless, have increased the 

generalizability of the research findings. The short coming thus threatens the external validity 

of the study.  

 

5.8 Recommendation for future research  

On the basis of the present study, a number of suggestions may also be made with regards to 

further research that may prove fruitful.  

The findings of the research study were done at only one financial institution in the Western 

Cape. In order the make this finding more generalizable the study should not be limited to the 

one financial institution, but should be done in other financial institutions in the Western 

Cape and also in South Africa. 

Only questions were used in the research study. The research study could have been 

determined through questionnaires, surveys and interview as a combination or individually. 

The research study used a sample (n = 309) and the data was collected in only one financial 

institution, thus the findings cannot be generalised to various financial institutions in the 

industry.  

The sample sized used in the study (n = 309) was too small to indicate a true reflection of the 

population within the financial institution. For a more fair and reliable result of the research 

study, a larger more representative sample should be used.   

 

 

 

 



91 
 

The majority of the research was done on individuals between the age of 20-35 (n = 140) and 

a lesser number was research between the ages of 51-65 (n = 40). The latter age group would 

be more predisposed to diversity issues than the younger group and this might have yielded a 

different outcome.  In the research study more females (n = 205) completed the 

questionnaires than males (n = 104). In future an equal number of males and females should 

be tested in order to get an accurate and more representative sample, this may have yielded a 

different result. 

In terms of the racial composition, out of the 309 individuals that completed the 

questionnaire, 182 were Coloured, 2 Indian, 28 African and 97 White. The racial composition 

mostly affected by diversity is Africans, Whites and this is why a larger sample size should 

be tested to credit a balanced diversity view.   

The research that was done in this study was quantitative as only questionnaires were used to 

determine the result of the study. In future researchers could make use of a more qualitative 

research study. This could possibly yield different results.  
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         Appendix 1 

       The University of the Western Cape 

       Department of Industrial Psychology 

       Modderdam Road 

       Bellville, 7535 

       Date: 18 June 2011 

 

Dear Participant 

The attached questionnaire is  designed to study the perception of Diversity Management in a 

financial institution based on age and occupational  levels of its employees. The information 

you provide will help us better understand the perception of diversity management. Because you are 

the one who can give use a correct picture of how you experience Diversity Management in the 

organisation, I request that you respond to the questions frankly and honestly.  

 

Your response will be kept strictly confidential. Only members of the research team will have access 

to the information given. In order to ensure the utmost privacy, we have provided an identity number 

to each participant. This number will be used by us only for follow-up procedures. The numbers, 

names or the completed questionnaires will not be made available to anyone other than the research 

team A summary of the results will be mailed to you after the data are analysed.  

 

Thank you very much for your time and cooperation. I greatly appreciate your organisation‟s and your 

help in furthering this research endeavour.   

 

I would like to take this opportunity to thank you in advance for your co-operation. .  

 

Sincerely 

 

________________      ____________________ 

Kareemah Carelse      Karl Heslop 

Student        Lecturer 

 

 

 

 

 

 

 



107 
 

          Appendix 2 

BIOGRAPHICAL INFORMATION 

In order to assist with the research study, complete the following details by marking the appropriate box clearly 

with and X e.g.  

1. Your age (years) 

 Under 20 

 20 – 35 

 36 – 50 

 51 – 65 

 Over 65 

 

2. Your highest completed level of Education 

 Primary School 

 High School 

 Diploma 

 Degree 

 Other (Specify) 

 

3. Your Gender 

 Female 

 Male 

 

4. Your Race 

 White 

 Coloured 

 Indian 

 African 

 

5. Your Marital Status 

 Married 

 Single 

 Widower 

 Divorced or Separated 

 Other (Specify) 

 

 

 

X 
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6. First Language 

 English 

 Afrikaans 

 Xhosa 

 Other 

 

7. Number of  years with the organisation 

 0 – 3 

 4 – 7 

 8 – 10 

 11+ 

 

8. Salary (Nett per month) 

 R0 – R4 999 

 R5 000 – R9 999 

 R10 000 – R14 999 

 R15 000 – R19 999 

 R20 000+ 

 

9. Job Status 

 Teller 

 Customer Service Clerk 

 Consultant 

 Specialist Manager 

 Branch Manager 

 Other 

 

10. Job Grade 

 BB 

 CC/TT 

 MM/PP 

 Other 
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  Appendix 3 

 WORKPLACE DIVERSITY SURVEY 

Directions: Please circle the number that best reflects your view of diversity in the workplace for 

each of the following 20 items. 

 1 
Disagree 

2 
Disagree 

Somewhat 

3 
Neither 
Agree 

nor 
Disagree 

4 
Agree 

Somewhat 

5 
Agree  

1. I believe that diversity is fair. 1 2 3 4 5 

2. Diversity is stressful for me. 1 2 3 4 5 

3. I feel enthusiastic about diversity. 1 2 3 4 5 

4. Diversity is expensive for organisations. 1 2 3 4 5 

5. Diversity leads to harmony in organisations. 1 2 3 4 5 

6. I feel frustrated with diversity. 1 2 3 4 5 

7. I feel hopeful about diversity. 1 2 3 4 5 

8. I believe that diversity is hopeless. 1 2 3 4 5 

9. I support diversity efforts in organisations. 1 2 3 4 5 

10. I withdraw from organisational diversity 

efforts. 

1 2 3 4 5 

11. Diversity is rewarding for me. 1 2 3 4 5 

12. I feel resentful about diversity. 1 2 3 4 5 

13. Diversity is an asset for organisations. 1 2 3 4 5 

14. Diversity leads me to make personal 

sacrifices. 

1 2 3 4 5 

15. I participate in organisational diversity 

efforts. 

1 2 3 4 5 

16. I resist organisational diversity efforts. 1 2 3 4 5 

17. I believe that diversity is good. 1 2 3 4 5 

18. Diversity is unprofitable for organizations 1 2 3 4 5 

19. Diversity is enriching for me. 1 2 3 4 5 

20. I believe that diversity is unjustified 1 2 3 4 5 

 

 

 

 

 

 


