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ABSTRACT 

 

This bachelor thesis was written in the context of the degree in Economics and was 

submitted to the University of Macedonia, supervised by professor Anastasia Katou. It 

refers to the impact of diversity on organizational performance. In particular, after a 

review in the existing literature, a statistical analysis was conducted, examining this 

topic in organizations based in Greece, with data collected through questionnaire. 

Specifically, the research focused on examining the relationship between ten key 

characteristics of diversity and the level of individual job satisfaction, as well as the 

relationship between 11 aspects of diversity and organizational performance, as 

perceived by the employees themselves. One of the key findings of the paper is the low 

level of diversity in greek businesses in terms of race, ethnicity, disabilities, sexual 

orientation and religion. On the other hand, the research indicated higher levels of 

diversity in terms of age, gender, marital status, work experience, functional expertise 

and educational background. It was also found that there is no causal effect between 

the ten key characteristics of diversity and the level of job satisfaction. What is more, 

it was found that ethnicity and work experience diversity have a positive statistically 

significant contribution on performance, with coefficients 0,126 and 0,210 

correspondingly.  

Keywords: Diversity, Organizational performance, Impact 

 

 

 

  



4 
 

TABLE OF CONTENTS 

 

Table of Contents 4 

List of Figures 6 

List of Tables 

 

7 

CHAPTER 1: INTRODUCTION 

 

8 

    1.1 Justification of the Subject 8 

    1.2 Purpose of the Thesis 8 

    1.3 Methodology 8 

    1.4 Structure of the Thesis 

 

9 

CHAPTER 2: LITERATURE REVIEW  

 

10 

    2.1 The Concept of Diversity 10 

    2.2 The Concept of Workforce Diversity 10 

    2.3 Individual Attributes 11 

    2.4 The Levels of Diversity and Stereotypes in the Workplace 12 

    2.5 Stereotype Threat 13 

        2.5.1 The Concept of Stereotype Threat 13 

        2.5.2 The Effects of Stereotype Threat 14 

    2.6 Discrimination in the Workplace 15 

    2.7 Theories on the Diversity-Performance Relationship 15 

    2.8 Aspects/Variables of Workforce Diversity and their Relationship to       

          Performance 

16 

        2.8.1 Age 16 

        2.8.2 Gender 19 

        2.8.3 Race/Ethnicity 21 

        2.8.4 Disabilities  23 

        2.8.5 Sexual Orientation and Gender Identity 24 

        2.8.6 Marital Status 26 

        2.8.7 Religion 27 

        2.8.8 Work Experience 27 

        2.8.9 Functional Expertise 29 

        2.8.10 Educational Background 29 

    2.9 Demographic – Job-related Diversity; another Diversity Distinction 30 

    2.10 Deep-level Diversity and Performance 30 

    2.11 Conclusions on Literature Review 

 

31 

CHAPTER 3: THE THEORETICAL FRAMEWORK 

 

33 



5 
 

    3.1 The Framework 33 

    3.2 Goal Setting 33 

    3.3 Research Model Formation 

 

34 

CHAPTER 4: THE RESEARCH METHOD 

 

36 

    4.1 The Questionnaire 36 

    4.2 Sampling 36 

    4.3 Data Checking 

 

36 

CHAPTER 5: RESULTS 

 

37 

    5.1 Description of the Sample 37 

    5.2 Correlations 48 

    5.3 Regression analyses 51 

    5.4 Assumptions of Regression 54 

        5.4.1 Normality of Residuals 54 

        5.4.2 Multicollinearity 55 

        5.4.3 Heteroscedasticity 55 

    5.5 Findings 

 

56 

CHAPTER 6: DISCUSSION 

 

57 

    6.1 Main Findings 57 

    6.2 Research Limitations 57 

    6.3 The Contribution to the Research 58 

    6.4 Implications for Future Research 

 

58 

CHAPTER 7: REFERENCES 59 

  

QUESTIONNAIRE APPENDIX 74 

  



6 
 

LIST OF FIGURES 

 

Figure 1: Research Models 34 

Figure 2: Bar Chart of Organizations per Business Size 37 

Figure 3: Pie Chart of Ownership Status 38 

Figure 4: Pie Chart of Field of Operation 38 

Figure 5: Pie Chart of Gender 38 

Figure 6: Pie Chart of Race 38 

Figure 7: Pie Chart of Ethnicity  39 

Figure 8: Pie Chart of Disabilities 39 

Figure 9: Pie Chart of Sexual Orientation 39 

Figure 10: Pie Chart of Marital Status 39 

Figure 11: Pie Chart of Religion 39 

Figure 12: Pie Chart of Education 39 

Figure 13: Bar Chart of Age 40 

Figure 14: Bar Chart of Work Experience 40 

Figure 15: Histogram of Age Diversity 41 

Figure 16: Histogram of Gender Diversity 41 

Figure 17: Histogram of Race Diversity 42 

Figure 18: Histogram of Ethnicity Diversity 42 

Figure 19: Histogram of Disabilities Diversity 42 

Figure 20: Histogram of Sexuality Diversity 42 

Figure 21: Histogram of Marital Status Diversity 43 

Figure 22: Histogram of Religion Diversity 43 

Figure 23: Histogram of Experience Diversity 43 

Figure 24: Histogram of Functional Expertise Diversity 44 

Figure 25: Histogram of Educational Diversity 44 

Figure 26: Histogram of Job Satisfaction 44 

Figure 27: Histogram of Organizational Performance 44 

Figure 28: Boxplot of Job Satisfaction 45 

Figure 29: Boxplot of Organizational Performance 45 

Figure 30: QQ Plot of Unstandardized Residuals 54 

Figure 31: Scatterplot of Predicted / Residuals 55 

 



7 
 

LIST OF TABLES 

 

Table 1: Percentage of Greek Population according to Age Groups 17 

Table 2: Business Classification according to the number of Employees 37 

Table 3: Descriptive Statistics / Age 40 

Table 4: Descriptive Statistics / Work Experience 41 

Table 5: Descriptive Statistics / Age-Gender-Sexuality Diversity 45 

Table 6: Descriptive Statistics / Ethnicity-Disabilities-Sexuality Diversity 46 

Table 7: Descriptive Statistics / Marital Status-Religion-Experience Diversity 46 

Table 8: Descriptive Statistics / Functional Experience-Education Diversity-

Job Satisfaction-Organizational Performance 

47 

Table 9: Correlation Employees Number / Religion Diversity 48 

Table 10: Correlation Ownership / Work Experience 48 

Table 11: Correlation Ownership / Ethnicity Diversity 49 

Table 12: Correlation Ownership / Organizational Performance 49 

Table 13: Correlation Ownership / Age 49 

Table 14: Correlation of significant variables to Job Satisfaction 50 

Table 15: Correlation of significant variables to Organizational Performance 51 

Table 16: 10th model of Backward Regression Coefficients Table / Research 

Model 1 

52 

Table 17: 10th model of Backward Regression Coefficients Table / Research 

Model 2 

53 

Table 18: Model Summary / Research Model 2 54 

Table 19: Testing for Residuals’ Normality 54 

Table 20: Testing for Multicollinearity 55 

Table 21: Correlation Unstandardized Predicted Value / Absolute value of 

Unstandardized Residuals 

56 

 

  



8 
 

CHAPTER 1: INTRODUCTION 

 

1.1 Justification of the Subject 

In recent years, much awareness has been raised over the concept of workforce 

diversity, with more and more HR strategies investing on inclusion as well as on a 

diverse manpower. Human rights are at the forefront and this philosophy has been 

introduced in the business industry as well.  

A great part of the literature has dealt with the new reality of diversity in the workplace 

as well as with its potential impact on performance (S. T. Bell et al., 2011; Jehn & 

Bezrukova, 2004; Saxena, 2014). Inclusion is an up to date topic for Human Resources 

Management, in which I am particularly interested, that is why I chose to study it in 

this thesis.  

 

1.2 Purpose of the Thesis 

The main purpose of the thesis is to investigate whether workforce diversity affects 

organizational performance. In particular, the objectives can also be set in the form of 

research questions: 

“Is there a relationship between 10 key elements of diversity (i.e. age, gender, ethnicity 

etc.) to the level of individual job satisfaction?” 

“Is there a direct relationship between 11 key aspects of diversity (i.e. age diversity, 

gender diversity etc.) to organizational performance? 

 

1.3 Methodology  

In order to achieve the purpose of the thesis, in addition to the literature review that was 

elaborated, a statistical analysis based on data collected from questionnaires was also 

conducted. The responses were collected by the author themselves, and the analysis 

researches workforce diversity and its contribution to performance in companies based 

in Greece. 
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1.4 Structure of the Thesis 

Initially, a review is conducted in the already existing literature that has studied the 

specific subject. The conceptual framework is laid out as well as many references to 

research and statistical analyses around the thesis’ purposes.  

Then there is the setting of the framework of the research, where the area of the analysis 

is prescribed as well as the objectives and the research models are formed. 

Τhe next chapter describes the method followed in the statistical analysis. Specifically, 

the questionnaire is drawn up, from which data were collected, then the data collection 

protocol is presented and justified and finally the collected data are checked for quality. 

The following chapter revolves around the results of the statistical analysis. First, the 

sample is described through descriptive statistics and figures, afterwards, an initial 

picture of the correlation coefficients is presented, relationships are also explored 

through regression analyses and finally the main findings are noted. 

Then the findings and the conclusions drawn from them are presented, the main 

limitations of the research are noted, its contribution is also presented and eventually, 

suggestions for further research are made. In the end, references are cited. 
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CHAPTER 2: LITERATURE REVIEW 

 

2.1 The concept of Diversity 

One will most definitely come across, at least once, the widely discussed term 

“Diversity”, which is a rather subtle concept that has been defined in many ways. While 

all approaches are accepted, cited below is the following example to aid an empirical 

understanding. 

Person X and Person Y are coworkers of the same team in a large company based in a 

vast urban center. Person X is an over 50 years old black man with an excellent 

education (Post-Doc in his field). On the other hand, Person Y is a white woman, under 

30, with basic education in her field (Bachelor). These employees differ in their 

background and do not share the same mother tongue either. Person X is an English 

speaker and person Y is a Spanish speaker. 

What the example shows is that the two individuals differ from one another in terms of 

certain characteristics, called individual attributes. These characteristics can be either 

inherent in a person or attributed to them (Katou, 2017). Accordingly, “diversity is the 

concept that refers to the traits that make people differ from each other” (Katou, 2017, 

p. 76).   

 

2.2 The concept of Workforce Diversity 

When it comes to the case of an organization, the term “Workforce Diversity” is 

introduced. “Workforce diversity refers to a mix of people within a workforce that are 

considered to be different from those in the prevailing constituency” (Schermerhorn et 

al., 2011). It is considered to be a great challenge for managers, and if utilized properly, 

there can be an important competitive advantage in terms of excellence, performance 

and a healthy workplace. 

Diversity is all about accepting every human being as a special individual and in the 

case of human resources management, it is all about understanding the potentiality of 

each employee and managing their behavior for a bigger purpose. It might be taken for 

granted that this process is executed concerning these characteristics that make 
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employees unique. However, it should be noted to avoid confusion that diversity is not 

a synonym for equal employment opportunity (henceforth EEO), laws namely that 

prohibit specific types of job discrimination in workplaces (Ivancevich et al., 2014; 

U.S. Department of Labor, n.d.).   

 

2.3 Individual Attributes 

For a more thorough analysis, a more extensive reference to the levels of diversity needs 

to be made. As it has already been mentioned, diversity is based on individual attributes 

which fall into the following categories (Katou, 2017): 

1. Demographic or Biographic characteristics.  

Age, gender, race and ethnicity, disabilities, sexual/affectional orientation, 

religion, marital status, and work experience are included in this wide category.  

Some of them are hereditary (race) and thus not easily changed while others are 

just current (marital status). 

It should be taken into account that these traits have a life–long impact on 

employee behavior and attitudes mainly occurring because their life structure is 

based on them (Ivancevich et al., 2014). 

2. Competency characteristics 

Competence is an underlying characteristic of an individual which is causally 

related to a more effective or/and higher performance of them in a task 

(Boyatzis, 1982; L. M. J. Spencer & Spencer, 1993). In essence, competency 

characteristics cover inclinations and potentialities. 

Spencer and Spencer (1993) distinguish five main competency characteristics: 

skills, knowledge, motives, traits, and self-concept. 

3. Personality characteristics 

Although personality is a quite difficult term to access, it is of particular 

importance for Organizational Behavior and Human Resources Management. 

Personality is a set of a person’s characteristics that uniquely influences their 

cognitions, motivations, and behaviors in various situations (Ryckman, 2012).  

The most important personality traits are summarized in the “Big Five” 

taxonomy, a development of psychological trait theory. In particular, the five 
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dimensions of personality are extroversion, emotionality, agreeableness, 

conscientiousness and intellect.    

4. Values, attitudes, behaviors, and perception 

These specific traits help the person explain their surrounding phenomena. 

 

2.4 The Levels of Diversity & Stereotypes in the Workplace 

It must be highlighted at this point that demographic characteristics reflect only the 

surface–level diversity. In other words, they reflect only the basic differences of people 

in easily observable characteristics (such as race, nationality, gender, age etc.) that can 

lead to stereotypes (Robbins & Judge, 2018). People do not stand by how others may 

think or feel and stick to these characteristics, making assumptions about them and 

finally being led to stereotyping and prejudices. Stereotypes are excessive or 

oversimplified generalizations made to describe or distinguish a group of individuals 

(Katou, 2017). 

However, experts on diversity management now place more emphasis on deep-level 

diversity (Robbins & Judge, 2018). The noticeable difference compared to the previous 

one is that this category is readily transparent and includes primarily each person’s 

personality characteristics, their values and their attitudes. Between individuals, if there 

is convergence in these traits, significant homogeneity will be achieved, contributing to 

a more efficient interaction and eventually, to a better cooperation. And that is because 

these traits play by far a very important role in creating cohesion within a group 

(Robbins & Judge, 2018). 

Taking a second look at the introductory example of Person X and Person Y working 

in the same company, it is possible that these two coworkers may initially dwell on their 

surface-level differences in terms of their education, gender, age, race and nationality. 

If they are capable and willing not to fall into stereotyping and give a chance to finally 

get to know each other, they may find some similarities. They may find out that they 

have a similar way of thinking in terms of working, that they both have strong family 

ties, that they share and abide by certain common values or that they act the same on 

various occasions. These deep–level similarities can render the aforementioned 

superficial and easily perceptible differences insignificant for both of them and 
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eventually these coworkers can have an excellent collaboration, increasing their group 

performance and leading their team to thrive. 

 

2.5 Stereotype Threat 

2.5.1 The Concept of Stereotype Threat 

Nevertheless, the above sound way of interacting is not always a reality in a diverse 

workplace as stereotyping is deeply rooted in society. As has been mentioned already, 

stereotypes are generalizations that distinguish a group of people. What is rather 

surprising is the fact that these generalizations are not always made by third parties but 

also by individuals themselves who belong to specific social groups. 

The above phenomenon is called Stereotype Threat and it mainly refers to the degree 

that one internally agrees with the negative stereotypes associated with the groups they 

belong to (Robbins & Judge, 2018). It should be made clear that each individual is 

vulnerable to stereotype threat, as they possess no less than one social identity - and 

probably even more - that can be judged adversely in any given situation (Spencer et 

al., 2016). And its effects become even more pronounced when the person is considered 

to be a minority in the given situation. 

Looking at the introductory example of persons X and Y through the spectrum of 

Stereotype Threat, other different parameters can be included. Supposing they are 

employed by a large company consisting mainly of relatively old employees with great 

experience in their work field, Person Y may have been recently hired. Apart from the 

fact that they are quite young, they have little work experience as well. It is possible for 

the newly hired person to assume that the other colleagues will not believe in their 

potential or skills due to their young age. What poses the Stereotype Threat is not 

whether Person Y can actually excel at their job, but whether they internally agree that 

young employees (the group they identify with) are not as capable as the older ones 

(stereotype).   
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2.5.2 The Effects of Stereotype Threat 

Therefore, special attention should be paid to Stereotype Threat by managers as its 

effects can be particularly detrimental, both to the employees who shoulder it, as well 

as to the organization’s performance. What is more, a big part of the literature has 

addressed this issue and a more extensive reference to its effects is considered essential.  

Contrary to the above example of the young employee, Stereotype Threat is also 

observed in older employees in workplaces with younger ones. Many researchers 

support that this kind of age-based stereotype threat results in underperformance on 

various tasks, either cognitive or physical (Thomas & Dubois, 2011). Walton & Cohen 

(2007) also showed that any sort of stereotype threat can undermine the sense of 

belonging of the targets, having a negative effect on their motivation and finally making 

them prone to withdrawing. 

The ironic point of this case is that people try really hard to belie negative biases about 

their groups and this whole process can eventually lead to underperformance (Spencer 

et al., 2016). People tend to work harder, yet not better (Roberson & Kulik, 2007).  

It is also worth noting that Stereotype Threat is directly related to thought suppression. 

In situations with high threat, people go to great lengths to suppress their emotions and 

thoughts, resulting in self-doubt  (Steele & Aronson, 1995), negative expectancies and 

thoughts (Stangor et al., 1998), worries that are task-related (Beilock et al., 2007) as 

well as feelings of despondency (J. Keller & Dauenheimer, 2003). 

Finally, it can also threaten targets’ well-being and health. Research suggests that this 

phenomenon is associated with increased blood pressure (Roberson & Kulik, 2007) and 

in long-term, if prolonged, with hypertension (Blascovich et al., 2001). A research 

conducted by Guendelman et al. (2011) argues that immigrants were led to adopt an 

unhealthy way of eating and therefore gained weight because of Stereotype Threat they 

experienced so as to fit in. 

 

2.6 Discrimination in the Workplace 

In short, Stereotype Threat must be given full attention because, as mentioned, it can 

significantly undermine the quality of life of targets (people or employees) as well as 
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their firm performance. Is it possible to avoid? For sure, if discrimination steal. Keep 

in mind however that plenty of unfair discrimination against several social groups still 

exist in modern society affecting the way of thinking, demeaning and working.  

Either way, a great part of diversity management aims at the prevention of unfair 

discrimination in the working environment (Robbins & Judge, 2018). The word unfair 

should be pointed out though, as discrimination is not always necessarily bad or ill-

intentioned. For instance, indicating which of the two candidates is more qualified in 

terms of hard skills and thus more suitable for recruitment is a sort of discrimination. 

Or indicating which of the two employees displays a greater performance in a specific 

task is another example too.  

More often than not, any instance of discrimination in the workplace involves 

stereotyping and it has to be hindered as well as prohibited. Whether discrimination are 

overt or covert, intentional or unintentional, it constitutes one of the primary factors 

restricting workforce diversity (Robbins & Judge, 2018).   

 

2.7 Theories on the Diversity-Performance Relationship 

There are two prevailing theories regarding this specific linkage; i) the “Similarity – 

Attraction Paradigm” (Tziner, 1985) and ii) the “Cognitive Resource Diversity Theory” 

(Cox & Blake, 1991). According to the first theory, groups with homogeneity in their 

demographic characteristics are likely to be more efficient than heterogeneous groups, 

mainly due to the mutual attraction of individuals who share the same characteristics 

(Horwitz, 2005). On the contrary, the second theory argues that diversity is positively 

related to performance and this is because each individual offers unique cognitive 

resources to the group, providing multiple perspectives and different ways of thinking 

(Cox & Blake, 1991; Horwitz, 2005). In particular, for the second theory, there is a lot 

of scientific evidence to support it (Kanter, 1984; Nemeth, 1986; Simons et al., 1999). 

The theoretical conviction that diversity composes more well-performing groups due 

to cognitive resources prevails, however the more diverse a workplace is, more conflicts 

may be produced (Horwitz, 2005). So the literature findings examining this linkage 

reflect precisely this conflicting relationship between the two theories and hence, are 

mixed (Horwitz, 2005).  
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The following part of the thesis is a report of the most important aspects/variables of 

surface-level workforce diversity as well as their relationship to individual and 

organizational performance.   

 

2.8 Aspects/Variables of Workforce Diversity and their Relationship to 

Performance 

2.8.1 Age 

The aging population and the demographic transition are a new reality, especially of 

the last 50 years, faced by many countries around the world, including Greece. 

Demographic transition includes low birth rates and low death rates (higher life 

expectancy), resulting in an aging population and a transformation of the population 

pyramid.  

Due to several advances in health care, nutrition, safety, technologies, workplaces and 

lifestyle in general, the global life expectancy has grown from 48 years (on average) in 

1950 to 68 years in 2010 (Roberts, 2011), while it is estimated to reach 76 years in 2050 

and maybe 81 in 2100 (Bloom, 2011). The global population is aging at a very high 

rate. 

Greece is ranked in the top six of aging countries worldwide. Data collected from the 

ELSTAT population censuses is presented below to demonstrate gradual decrease in 

the percentage of the young population (0 – 14) and an increase in the percentage of the 

aging one (65+).  

Table 1: Percentage of Greek Population according to Age Groups 

Age group 1991 2001 2011 

0 - 14 19.24% 15.17% 14.5% 

15 - 64 67.06% 68.11% 65.92% 

65 + 13.68% 16.7% 19.48% 

 

As shown in Table 1, the greek population is getting older and older within the years. 

Just to consider the decrease in the percentage of the first age group, from 19,24% in 
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1991 to 14,5% in 2011, and the increase to the percentage of the final group of the elder, 

from 13,68% in 1991 to 19,48% in 2011.  

This is exactly what the demographic transition is all about, bringing about a great 

burden on the insurance system as well as workforce reduction, with immigration not 

likely to counteract population aging to any significant degree (Bengtsson & Scott, 

2010).  

As the population ages, so does the workforce. Many biases and stereotypes about 

employees’ age exist even in modern workplaces. It is widely held that the younger 

employees are commonly more active, more ambitious, more open-minded, more 

receptive to various changes and less risk averse. While on the other hand, it is believed 

that the older ones are outdated, cantankerous, more conservative and less resilient.  

Even though these stereotypes have gradually started to be eradicated, the truth about 

workforce’s age is much more complex. The main concern though of Human Resources 

Management is whether there is an actual correlation between employee’s age or age 

diversity and organizational performance. A suitable definition of age diversity refers 

to the extent to which a group or an organization is heterogeneous when it comes to the 

age of its members (Li et al., 2011).  

Usually, the analysis of the impact of age on firm performance is made through proxy 

variables (or HR metrics) such as absence rate, labor turnover, satisfaction rate and 

productivity. Literature suggests that age and absence rate or labor turnover are 

negatively correlated (Katou, 2017). In other words, the younger the employees are, the 

greater their tendency is for leaving the organization voluntarily (labor turnover) or the 

more they are absent from work, correspondingly. The exact opposite applies to older 

employees.  

As for job satisfaction, a review of 800 studies has indicated that older employees are 

generally more satisfied with their jobs, have better relationships with their colleagues 

and share a greater commitment to their organization too (Ng & Feldman, 2010). 

Finally, in terms of productivity, as a person ages, it is almost inevitable for them not 

to have the same mental and physical capacities as before. For example, problem 

solving, processing of compound stimuli, velocity, muscle mass or counteraction are 

age sensitive. However, these reduced due-to-age capacities do not necessarily lead to 
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underperformance or reduced productivity (Silverstein, 2008). To put it simply, this 

mitigation of older employees’ physical capacities may be offset by their work 

experience in the organization (Johnson & Zimmermann, 1993). 

As far as age heterogeneity is concerned, more and more companies invest in an age 

diverse manpower, as its effects can be notably beneficial. For instance, a decent and 

reasonable level of age diversity can lead to improved creativity and capabilities within 

a firm’s members (Avery et al., 2007), may increase overall profitability of the 

organization (Li et al., 2011) and can also upgrade marketing and financial performance 

(Jayne & Dipboye, 2004). As a consequence, the company will be able to better 

understand the needs and preferences of its customers regardless of their age which can 

also boost overall performance. 

What is more, Beaver & Hutchings (2005) suggested that an age heterogeneous 

organization can attract more talented workers and thus can attain its competitive 

advantage which can finally lead to greater performance too.  

Closing up, it is not about the age of the employee, it is about what they bring and what 

their offer is to the organization. Indeed, the younger employees may be more flexible, 

creative or physically more capable (Beaver & Hutchings, 2005) but the older ones may 

have greater work experience as well as more social connection within the industry (Li 

et al., 2011). Employees’ abilities and skills should not be judged based on their age, 

but an inclusive workplace should be able to understand the benefits of the interaction 

between younger and older people within, support it and make the most out of it. 

 

2.8.2 Gender 

According to Eurostat, in 2021 in Greece, the labor force participation rate for males 

(20-64 years old) reached 72.5% while for females (same age group) was around 

52.7%, the European Union’s lowest rate. This 19.8 points deviation between males’ 

and females’ labor force participation is quite high if the corresponding deviation from 

the EU average is taken into account. More precisely, this sex gap in employment in 

European Union (27 countries) was 10.8%, almost half of Greece. 

Greece has all along been at the bottom of the rankings for women’s labor force 

participation as compared to northern and western European countries, where 
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significant steps have been taken to bridge the gender gap. Nevertheless, it is still a 

worldwide phenomenon. 

But why is women’s participation in work significantly lower than men’s? There are of 

course some cases of voluntary abstinence, such as for motherhood or/and household 

supervision reasons. Besides, one might notice the existence of stereotypes about 

women being less productive than men. 

A gender diverse workplace relies on the equal participation of both men and women. 

It should be noted here, that this part of the thesis refers only to males and females as 

such. The rest of the genders or gender identities (a total of 72) and their impact on 

organizational performance will be quoted later in a different section.   

In general, no systematic differences have been observed between men and women in 

terms of analytical skills, learning ability, sociability, motivation or problems solving 

(Chitiris, 2017; Hyde et al., 1990). What is more, there are no differences in 

professional interests, leadership skills, cooperation and competition (Chitiris, 2017). 

Lastly, men and women do not differ in terms of job satisfaction when considering 

personal expectations, job characteristics and family responsibilities (Hodson, 1989) or 

voluntary turnover (Griffeth et al., 2000).  

Nevertheless, in comparison to men, women have a higher absence rate from work, 

which might depend on age, country and professional group (Becker et al., 2009). On 

the other hand, women tend to have better social skills, can multitask well, have greater 

memory (for emotions-related recollections) and excel in verbal communication too 

(Chitiris, 2017). In spite of this, men tend to have a slightly greater mathematics 

performance (Hyde et al., 1990) as well as better spatial perception  (Lawton & Morrin, 

1999).  

Despite these minor differences, women can be as productive as men in their job. Zell 

et al. (2015), for example, evaluated gender similarities and differences and their 

findings provided compelling support for the gender similarities hypothesis. They also 

indicated several minor distinctions that could affect individual performance. 

Moreover, Paustian-Underdahl et al. (2014), argued that men and women are rated as 

equally effective leaders.  
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As it has already been mentioned above, a gender diverse workplace consists of both 

men and women but it is much more than that. It also implies that men and women are 

hired comparably, paid equally and also given the same opportunities or/and 

promotions.  

A big part of the literature has researched the correlation of workforce gender diversity 

and firm performance (Carter et al., 2003; Kılıç & Kuzey, 2016; Lückerath-Rovers, 

2013). Hunt et al. (2015), for example, used financial data as well as leadership 

demographics from many organizations and executives in the United States, Latin 

America, Canada and the United Kingdom, to draw conclusions that the top quartile 

gender diverse companies were 15% more possible to experience financial returns that 

were higher than the domestic industry media.   

Another study of FTSE 100 companies in the UK, indicated a positive and significant 

relationship between female boardroom representation and firm performance (Brahma 

et al., 2021). In the same vein, Duppati et al. (2020), collected data from Singapore and 

India and argued that corporate boards with female participation performed better 

financially in comparison to the ones without. By using Tobin’s Q as a performance 

proxy, they also found out that the market had a favorable perception of the gender 

diverse firms.  

What is more, female presence in business may be associated with greater team 

performance (Hoogendoorn et al., 2013), greater economic results (Reguera-Alvarado 

et al., 2017), employees being more productive (Ali et al., 2009) and bigger firm value 

(Campbell & Mínguez-Vera, 2008).  

However, Zhang (2020) used data from 1,069 major public organizations around the 

globe and found that the relationship between a gender diverse workplace and 

organizational performance may vary across different countries and industries mainly 

due to institutional context differences. When diversity is not respected as a value but 

is perceived as a regulatory requirement, people may perceive it in a negative way. In 

other words, when diversity is not accepted by societal norms, but only by regulators, 

it may not benefit at all firm performance in the least (Zhang, 2020). Although diversity 

is now legislated with many laws that promote it, an important factor in its consolidation 

is its institutional acceptance.  
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2.8.3 Race and Ethnicity 

Race and ethnicity are highly controversial issues at both societal and corporate level. 

There is often confusion around them, especially in terms of their interpretation and 

content but both of the terms are related to human ancestry. Race refers to a humankind 

group that shares some certain distinguishing physical traits which are inherent in its 

biology and DNA (i.e. skin color). There are five races: White, Black, American Indian, 

Asian and Native Hawaiian. Ethnicity, on the other hand, is a much broader term that 

classifies people of many backgrounds, such as their national, racial, tribal, linguistic, 

cultural or religious ones.  

Greece has always been a White-dominated country with a minor percentage of other 

races, which may have increased over the last decades due to globalization and 

immigration. As for ethnic groups, it is estimated that around 98% of the population of 

Greece is Greek, while minority groups are made up of Albanian, North Macedonian, 

Turks, Bulgarian, Armenian and Jews (WorldAtlas, 2022).   

In most countries, there are policies and laws enshrined in the constitution (including 

the greek constitution) that secure and promote protection, equality and freedom of all 

people regardless of their race or/and ethnicity. This does not imply institutional 

acceptance or racism eradication though as there are still many stereotypes and biases 

around race and ethnicity. For example, black people are supposed to be less intelligent 

than white people and have lower IQ or Jews are seen as cunning. Accordingly, each 

and every society has shaped its own prejudices against racial or/and ethnic minorities.   

But societies have become more receptive to this type of diversity and hence, 

companies have become too. A race-ethnic diverse workplace consists of employees 

from different racial or/and ethnic backgrounds. But which is the relationship between 

a race-ethnic diverse workplace and organizational performance? 

By collecting data from thousand executives from 4 different territories (United States, 

Latin America, Canada and United Kingdom), Hunt et al. (2015) found out that the 

companies of the research that were in the top quartile of a more mixed racial/ethnical 

composition, were 35% more likely to experience higher financial returns than their 

domestic industry median. An interesting point of this research is that the diversity-

performance relationship is not a causal link, but a correlation, implying a two-way 

relationship between them. As for racial diversity intensity, Richard et al. (2004) 
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indicated that both low and high levels of racial heterogeneity may be associated with 

greater productivity in comparison to moderate.  

However, this relationship between diversity and performance is not always positive. 

Bell et al. (2011) conducted a meta-analysis showing that race diversity was negatively 

related to team performance (but not to a large extent). What is more, Pitts (2005) 

collected data from public school districts and stated that racial/ethnic diversity and 

representation have no consistent relationship with performance. Similar to this, in the 

analysis of Mellor et al. (2001), there were few direct effects of racial diversity on 

performance that were either positive or negative. Moreover, high competitiveness 

among teams seemed to cause an exacerbation of racial diversity’s negative impact, but 

under some certain circumstances, diversity could possibly enhance performance 

(Mellor et al., 2001). 

In another study, Pelled et al. (1999) examined the linkages among performance, work 

group diversity and conflict. They found out that race diversity, especially in new no-

routine groups, may increase emotional conflict that has the least favorable effect on 

performance.  

Considering all the above literature findings, it can be understood how complex the 

racial/ethnic diversity-performance relationship is, as it is not necessarily a one-way 

one, namely greater racial/ethnic diversity equals greater/poorer performance. Race and 

ethnicity heterogeneity in the workplace can be a challenge for leaders and for the 

human resources department and their management requires good control and planning 

so as to eliminate the negative effects and enhance the positive ones. 

 

2.8.4 Disabilities  

According to Eurostat, in 2019, 24.0% of the EU-27 population aged 16+ reported 

moderate or severe long-standing limitations in their daily life caused by health 

problems. In Greece, 13.6% of total population reported moderate long-standing 

limitations, while 9.5% reported severe ones, among EU-27’s highest percentage 

(Eurostat, 2020).     

In addition, for the same year, 28.4% of the EU-27 population living with an activity 

limitation, was in peril of penury or social exclusion as opposed to 18.4% of the 
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population with no activity limitation, (Greece: 33.2% - 29% respectively) (Eurostat, 

2021). As for their financial situation, in 2019, 26.1% of the EU-27 population, aged 

16+, living with an activity limitation (disability), found hard making ends meet, in 

comparison to 16.0% of the population without limitations (Eurostat, 2021). Greece 

scored 76.5% for people with disabilities, Europe’s highest.      

In Europe, Greece included, there is equal treatment in the workplace of people with 

disabilities in both the public and private sectors (article 4 of law 3304/2005). Common 

disabilities include physical disabilities, vision impairment, deafness or difficulty in 

hearing, mental health conditions (such as depression, schizophrenia etc.), intellectual 

disabilities (such as ADHD, autism spectrum disorder etc.) and acquired brain injury 

among others. 

People with disabilities in the workplace have been studied extensively in the literature. 

There is skepticism around hiring people with disabilities and they are usually treated 

with expectations of lower performance while ultimately lowering the chances of 

getting hired (Ren et al., 2008). One of the main obstacles are the attitudes and 

stereotypes of coworkers and supervisors (Colella & Bruyère, 2011) which can possibly 

lead to social distance towards these employees (Angermeyer & Dietrich, 2006).  

Another big part of the literature has attempted to find the linkage between disability 

and job employment, performance, productivity and work desire, but the findings were 

mixed (Ali et al., 2011; Heath & Babu, 2017; Kaye et al., 2011). There is a prevalent 

tendency among stakeholders and consumers to reward disability inclusive companies 

which can result, as such, in higher earnings (Saperstein et al., 2006). Another study 

conducted using data from the Indian stock market indicated that, combined with 

technology innovation, employee disability may boost financial performance (Oware 

& Mallikarjunappa, 2020).   

Simultaneously, people with disabilities may be distinguished by superior personal 

characteristics, such as solvency (Bell & Klein, 2001), and skills, such as better 

memorization, perfectionism, numerical skills and higher IQ (Khan et al., 2019). They 

may also score higher on performance evaluations (Robbins & Judge, 2018) but this 

might occur though due to the “norm to be kind” (Hastorf et al., 1979). According to 

this norm, someone is in favor of a person with a disability and tries not to be unpleasant 

towards them.  
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On the contrary though, employees with disabilities have a higher absenteeism rate than 

employees with no disabilities while the severity of the disability has a significant 

impact on that too (García-Serrano & Malo, 2014). This thesis is also supported by the 

research of Almond & Healey (2003), with the only difference being that they focused 

on mental health problems (anxiety, depression etc.) and stated that they could increase 

the absenteeism rate much more than the physical disabilities.  

What is more, physical and motor competence can be a hindrance to specific tasks, but 

their significance differs from job to job and is left to the manager’s discretion for 

proper division of labor (Chitiris, 2017). Finally, the employment of people with 

disabilities requires specific structures, workplace configuration and good planning by 

the human resources department to ensure equal treatment.  

 

2.8.5 Sexual Orientation & Gender Identity 

According to HRC Foundation (n.d.), “sexual orientation is an inherent or immutable 

enduring emotional, romantic or sexual attraction to other people”. On the other hand, 

“gender identity is one’s innermost concept of self as male, female, a blend of both or 

neither – how individuals perceive themselves and what they call themselves. One’s 

gender identity can be the same or different from their sex assigned at birth” (HRC 

Foundation, n.d.). Sexual orientation and gender identity should never be confused with 

each other, as they are autonomous and fluid concepts, thus unique for each individual.    

Sexual and gender identities that deviated from the heterosexual and heteronormative 

social norms have been – and still are – the target of stereotypes, prejudice, stigma, 

social and work exclusion, rejection, legal sanctions, assaults and even death penalties. 

However, in the late 1960s, on the occasion of the Stonewall-In riots, the gay liberation 

movement emerged and began to give visibility to the LGBTQIA+ community and 

evolved into a people-centered social and political movement. 

More and more countries are providing the legal framework for combating 

discrimination, hate speech and inequality as regards LGBTQIA+ rights, Greece 

included (law 3304/2005 prohibits work discrimination based on sexual orientation, 

law 3896/2010 prohibits work discrimination based on gender and gender identities and 

law 4443/2016 includes sex characteristics as well). Therefore, the workplace has 
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become more inclusive and more LGBTQIA+ diverse with this inclusivity being legally 

guaranteed. However, managers are mainly concerned about whether there is an actual 

correlation between LGBTQIA+ employee representation and organizational 

performance.  

The biggest part of the literature has studied how nondiscrimination work policies have 

influenced employees as individuals and company performance as such. First of all, 

these policies as regards sexual orientation and gender identity could decrease 

discrimination (Button, 2001) and also increase openness and eventually decrease 

concealment about being LGBTQIA+ (Rostosky & Riggle, 2002) which is a factor 

linked to phycological distress (Pachankis, 2007) and underperforming immune system 

(Cole et al., 1996).  

The aforementioned results of an inclusive and legally protected LGBTQIA+ 

workplace may be associated with improved health or generally employee well-being 

(Driscoll et al., 1996; Waldo, 1999), higher job satisfaction rate (Button, 2001; Waldo, 

1999), improved work relationships, higher levels of organizational citizenship 

behaviors (Brenner et al., 2014) as well as greater commitment (Ragins & Cornwell, 

2001). 

As for the effects on organizational outcomes, LGBTQIA+ policies and practices may 

result in higher firm value, profitability and productivity (Lourenço et al., 2021; Pichler 

et al., 2018). Shan et al. (2017) used data from US public companies, observing that the 

more sexually equal a company is, the higher stock returns and market evaluation it 

has. Another study, stated the possible linkage between nondiscrimination laws and 

innovation, which eventually can lead to improved performance (Hossain et al., 2020). 

Finally, consumers, mostly members of the community, might be more in favor of 

socially responsible companies that support LGBTQIA+ diversity as compared to other 

companies that do not invest in a diverse workplace (Tuten, 2005).  

 

2.8.6 Marital Status 

At first glance, it seems inconceivable for a manager to be interested in the marital 

status of their employees. However, there might be a relationship between marital status 
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and employee performance. A big part of the literature has addressed this issue, but the 

findings are divided. 

First of all, as for job satisfaction, according to the research of Olatunji & Mokuolu 

(2014) married employees report a higher level of job satisfaction, which is mainly due 

to the lower stress levels. The exact opposite is stated by Adeoye et al. (2014), namely 

that married employees may be less satisfied with their jobs, because their home 

assignments might be hindered from their home and family demands. Apart from these, 

many studies suggest that there is not an actual correlation between them (Azim et al., 

2013; Bilgiç, 1998; Koustelios, 2001). 

As for the linkage of marital status with the absence rate from work, most researchers 

conclude that married employees have a tendency of being absent more often than 

unmarried ones (Akgeyik, 2014; Ferreira et al., 2012; Pines et al., 1985) which may be 

due to sickness (Pines et al., 1985) or generally due to unexpected family obligations.  

As regards turnover rate or turnover intention, married employees tend to have a lower 

turnover intention as compared to unmarried ones (Carbery et al., 2003; Emiroğlu et 

al., 2015; Waite & Gallagher, 2001), which mainly stems from the sense of 

responsibility towards family financial obligations (Carbery et al., 2003). Nevertheless, 

Lambert et al. (2012) indicated that marital status among others is unrelated to 

employee turnover intention and has an insignificant effect on it. 

Finally, regarding the direct effects of marital status on individual employee 

performance, no conclusion can be extracted that will lean for or against a clear positive 

or negative relationship between them. According to Petersen et al. (2007), married 

employees might perform better contrary to unmarried ones while Padmanabhan & 

Magesh (2016) supported that unmarried employees are overperforming since they are 

less committed to their family and to other possible responsibilities. Either way, further 

research on this topic is needed to draw a more concrete conclusion. 

 

2.8.7 Religion 

In Greece, there is not much breadth of diversity in terms of religion. This is because 

about 90% of the Greek inhabitants identify themselves as Christian Orthodox, while 

the remaining percentage includes Islam, Catholicism, Atheism, Evangelicalism, 
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Hinduism, Hellenic Paganism and other religious minorities (Pew Research Center, 

2017). The Greek constitution, among others worldwide, has guaranteed religious 

freedom as a fundamental right and has criminalized discrimination in the workplace 

based on religious beliefs (4443/2016).   

Religion is among the most important institutions, which is inextricably linked to the 

way life is organized as well as the way each individual thinks and acts. Therefore, what 

is the managers’ main concern is how to properly manage religious workforce diversity, 

as different religions may come with different value systems, ethical principles and 

practices (Katou, 2017). Subsequently, an inclusive religious workplace should pay 

respect to different dress codes, to religious observance time offs, to conscientious 

objections to various work tasks, to promotion of religion/belief in the workplace and 

to other religious expressions  (Hicks, 2002; Vickers, 2015).  

Religion in the workplace has been and continues to be the target of unfounded 

prejudice and discrimination (Robbins & Judge, 2018). Discrimination within an 

organization as regards religious beliefs may lower the commitment and engagement 

levels of the employees affected (Messarra, 2014). On the other hand, religious 

diversity and religiosity might have a positive relationship with job satisfaction 

(Ekpendu et al., 2019; King & Williamson, 2005), might help with equality 

maintenance and even boost economic performance (Cintas et al., 2013). Nevertheless, 

due to its challenging management nature, it may peril group cohesion as well as social 

ties within the organization (Cintas et al., 2013), so managers should pay much of 

attention to this demographic characteristic, since its role is catalytic to HRM.   

 

2.8.8 Work Experience 

It is obvious that the more experienced a person is on a job or a specific task, the more 

productive they will be, a fact that has been proven and embraced by a big part of the 

literature (McDaniel et al., 1988; Palumbo et al., 2005; Quińones et al., 1995). It is no 

secret that an experienced employee makes fewer mistakes and is more adaptable and 

solution-oriented to potential problems that arise (Chitiris, 2017).  

Tenure, meaning work experience, is also positively related to job satisfaction (Bedeian 

et al., 1992; Bowen et al., 1994; Muntazeri & Indrayanto, 2018). Less experienced 
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employees might still decide on their career and thus be less satisfied with their current 

jobs (Bowen et al., 1994). However, Bilgiç (1998) on their research found a negative 

relationship between tenure and job satisfaction, predominantly because of the fact that 

employees who stay long enough in a job can change their perspective on what they 

consider to be decent rewards for their many years of experience.  

What is more, it is suggested that the more experienced an employee is, the less they 

are going to be absent from work (Griffeth et al., 2000; Nicholson et al., 1977; Palumbo 

et al., 2005) which is not consistent though with the findings of Hoque & Islam (2003) 

and Leigh (1986) who found a positive relationship between them. Finally, employees 

with greater experience might be more committed and more motivated to do their job 

(Griffeth et al., 2000; Nicholson et al., 1977).   

For the proper evaluation of work experience as a demographic characteristic, managers 

should distinguish it between experience and seniority (Chitiris, 2017). Experience in 

different employers and workplaces in the same field of work, might have an effect on 

individual behavior, which will consequently be more difficult to predict and control.  

In conclusion, do more experienced employees perform better than less experienced 

ones? Possibly, yes. Does this indispensably mean that the human resources department 

should only hire people with extensive previous work experience? Not necessarily. 

Experience comes with age and a workplace consisting of relatively old employees 

might miss the benefits of age workforce diversity, as described in a previous section 

of this thesis.      

 

2.8.9 Functional Expertise 

According to Bunderson (2003), functional expertise refers to an employee’s 

specialization in a particular business/functional area (i.e. marketing, human resources, 

accounting) and to all the knowledge this specialization and experience implies. 

Consequently, functional diversity refers to the extent a group consists of employees 

that have different functional backgrounds of interest and therefore different in-depth 

knowledge (Horwitz, 2005).    

Functional expertise of an individual is positively related to performance mainly due to 

their extent of personal deepening (Bantel, 1994). Literature has argued that functional 
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heterogeneous teams may experience some positive effects, such as better strategic 

reorientation (Lant et al., 1992), business strategies success (Govindarajan, 1989), 

better budget and schedule performance (R. T. Keller, 2001) and even faster time-to-

market for specific products (Eisenhardt & Tabrizi, 1995). However, an expertise 

diverse group may face more conflicts as well as difficulties in communication, 

coordination (Jehn & Bezrukova, 2004) and various tasks understanding (Dougherty, 

1992). Furthermore, Gray & Nowland (2017) examined corporate boards in Australia 

and showed that within a specific business-expertise subset, shareholders benefit from 

expertise diversity, but beyond this subset, lower performance and firm value may be 

experienced.  

 

2.8.10 Educational Background 

Another important aspect/variable of workforce diversity is educational background, 

from which one’s knowledge, skills, capabilities, cognitive strengths and even 

personality can be indicated (Horwitz, 2005). A heterogeneous group in terms of 

educational background, as in functional expertise, may experience greater 

performance in comparison to a homogenous one, mainly due to the members’ wider 

range of cognitive skills and capacities (Cohen & Bailey, 1997; Jehn et al., 1999). 

Educational diversity might also be linked to higher innovation performance (Bolli et 

al., 2018; Schubert & Tavassoli, 2020) 

Simultaneously though, many and major differences in educational level and thus great 

educational heterogeneity can be detrimental for organizations, as it may has a negative 

impact on team performance and team social integration (Cohen & Bailey, 1997). What 

is more, it might have a positive relationship with turnover intention or turnover rate 

(Jackson et al., 1995; Wiersema & Bird, 1993) and a negative one with consensus in 

decision-making (Knight et al., 1999). Therefore, the findings, as regards the impact of 

educational diversity on performance, are mixed. 

 

2.9 Demographic - Job-related Diversity; another Diversity Distinction 

It must be addressed at this point, that the first seven aforementioned variables/aspects 

of workforce diversity (age, gender, race/ethnicity, disabilities, sexual orientation and 
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gender identity, marital status and religion) are part of the general context of 

demographic characteristics, hence demographic diversity. On the other hand, the 

following three variables/aspects (work experience, functional expertise, educational 

background) are referred in the literature as job-related characteristics, hence job-

related diversity.  

Workforce diversity has many different compositional effects on organizational 

performance, in which job-related diversity has a stronger positive impact on 

performance and efficiency in comparison to demographic diversity (Horwitz, 2005; 

Joshi & Roh, 2009).  

 

2.10 Deep-level Diversity and Performance 

Literature review conducted so far in this thesis, has focused on surface-level diversity, 

namely in easily observable characteristics and traits. However, there has been some 

research that has examined how deep-level diversity, a readily transparent diversity 

which refers to personality, attitude and values of the employees, is related to 

performance. Managers should try to converge on the deep-level diversity 

characteristics, as if they succeed, on the one hand the demographic differences among 

employees will be mitigated and controlled (Robbins & Judge, 2018), on the other hand 

the organization may experience many positive effects. Besides, deep-level diversity 

has the most long-lasting effects on groups (Harrison et al., 2002). 

First of all, homogenous teams, as regards values, attitudes and personality 

characteristics, are more likely to experience more positive emergent states, such as 

cohesion, job and team satisfaction, team identification, team trust and potency (Elron, 

1997; Harrison et al., 1998; Triana et al., 2021; Tröster et al., 2014). What is more, low 

levels of deep-level diversity may be associated with more effective team processes and 

fewer conflicts (Harrison et al., 1998; Triana et al., 2021; van Knippenberg & 

Schippers, 2007). On the other hand, greater deep-level heterogeneity may incommode 

social interactions, open communication, coordination, knowledge transfer and helping 

among group’s members (Martins et al., 2003; Puck et al., 2007; Triana et al., 2021). 

Therefore, it is essential for managers to pay the necessary attention to deep-level 

diversity and to indulge in creating a workplace with as much homogeneity in values, 

attitudes and personality characteristics, as possible. 
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2.11 Conclusions on Literature Review 

Diversity falls into two broad categories: surface-level and deep-level diversity. 

Surface-level consists of demographic characteristics (demographic diversity) and job-

related traits (job-related diversity), while deep-level diversity refers to personality, 

values and attitudes. 

The relationship between diversity and performance is complex and many studies have 

been conducted as regards this specific topic. Based on the literature review of this 

thesis, the scientific findings on the diversity-performance relationship are mixed, 

however it can be suggested that in general, under certain circumstances and to a certain 

degree, surface-level diversity is positively related to performance, with job-related 

diversity’s impact being greater (Horwitz, 2005; Joshi & Roh, 2009). Contradictorily, 

deep-level diversity is negatively related to performance (Triana et al., 2021), so 

managers’ main concern should be to build a homogenous workplace in terms of deep-

level characteristics, which will lead to a better performing organization and to a 

healthier workplace.   
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CHAPTER 3: THE THEORETICAL FRAMEWORK 

  

3.1 The Framework 

Within the framework of this thesis, a survey was conducted based on data collected 

from questionnaires, which were created and promoted by the author themselves.  

The survey was conducted online, through a digital questionnaire created with Google 

Forms, on employees residing in Greece. It was not limited to the ownership status of 

the organization in which the respondent was employed, as both public and private 

ownership status were accepted. However, there was a limitation in the total number of 

employees of the organization, in particular, it had to be more than one people (2 and 

more), so as the survey to be meaningful. 

 

3.2 Goal Setting  

The main objective of the thesis is to investigate whether workforce diversity affects 

organizational performance. Specifically, the research is limited to surface-level 

diversity, as described in the previous chapter.  

As for diversity, the two main areas of focus are the ten key characteristics of surface-

level diversity (age, gender, race/ethnicity, disabilities, sexual orientation, marital 

status, religion, work experience, functional expertise, educational background) as well 

as the level of diversity, for each of the ten above characteristics, as perceived by each 

individual respondent regarding their organization. As for organizational performance, 

the two main areas of focus are the individual level of job satisfaction, a proxy variable 

of performance (Katou, 2017), as well as the level of the overall performance of the 

organization, as perceived by the respondents themselves.  

According to the literature, the relationship between deep-level diversity and 

performance is clearer in comparison to the surface-level one (Elron, 1997; Triana et 

al., 2021; Tröster et al., 2014). For this reason, this thesis emphasizes on surface-level 

diversity, setting as goal to shed light and further investigate this ambiguous 

relationship.  
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3.3 Research Model Formation 

The first research model concerns the investigation of the relationship of individual job 

satisfaction with the ten key aspects/characteristics of surface-level diversity. 

 

 

 

       Research Model 1:                 Job Satisfaction       = a0 +        

 

 

a1 *                age              + a2   *           gender          + a3   *             race              + 

 

 

a4 *           ethnicity         + a5   *       disabilities         + a6   *         sexuality         + 

 

 

a7 *      marital status      + a8   *          religion          + a9   *       experience         +  

 

 

a10 *        education         + et                                                              

                                                                                                             

 

         Research Model 2:                 Performance          = b0 +        

 

 

b1 *               age               + b2   *          gender           + b3   *             race             + 

                 diversity                              diversity                               diversity 

 

b4 *          ethnicity          + b5   *       disabilities        + b6   *         sexuality         + 

                 diversity                              diversity                               diversity 
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b7 *      marital status     + b8   *          religion          + b9   *        experience        +  

                 diversity                              diversity                               diversity 

 

b10 *         expertise         + b11  *        education          + et 

                 diversity                              diversity 

 

Figure 1: Research Models 

  

The second research model concerns the investigation of the relationship of 

organizational performance, as perceived by the respondents themselves, with the 

levels of diversity for each of the eleven key aspects/characteristics of surface-level 

diversity.  

Both of the above models are based on the aforementioned ambiguous relationship of 

surface-level diversity to firm and individual performance, as measured by proxy 

variables such as level of job satisfaction. 
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CHAPTER 4: THE RESEARCH METHOD 

 

4.1 The Questionnaire 

Taking into account the objectives of the thesis as well as the research models 

mentioned above, a digital questionnaire was created through Google Forms, so as an 

analysis to be conducted. The link for the questionnaire is cited in the link down below. 

https://forms.gle/KD8edXSDzhLRwaAs8 

 

4.2 Sampling 

The sampling frame of the study is the population of people working in the territory of 

Greece, in organizations, either of public or private ownership status, that employ two 

or more people, so as the investigation of the concept of workforce diversity to make 

sense.  

Greece is traditionally considered to be a country with low levels of diversity; hence 

the research is limited at this point, in order to examine whether and to what extent 

workforce diversity is a reality in greek firms.  

At first, a pilot sample was carried out for possible improvements or fixes of the 

questionnaire and then the field sampling followed. The final survey sample consists of 

106 valid responses. 

 

4.3 Data checking 

All survey items were complete and valid except for two items. The first one did not 

have all the survey fields answered (N/A data) and the other one was about an 

organization, consisted of only one person. Therefore, they were deleted in order to 

maintain the validity of the statistical analysis and integrity of the research. 

 

 

 

https://forms.gle/KD8edXSDzhLRwaAs8
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CHAPTER 5: RESULTS 

 

5.1 Description of the Sample 

The survey sample consists of 106 responses. The responses were firstly classified into 

groups, according to the total number of employees of their organization. 

 

Table 2: Business Classification according to the number of Employees 

 Frequency Percent 

Micro (0 - 6) 26 24,5 

Small (7 - 250) 73 68,9 

Medium (251 - 500) 5 4,7 

Large (501 - 1000) 2 1,9 

Total 106 100,0 

 

The largest percentage of companies (68,9%) in the research falls into the Small 

category, with 7 – 250 employees, followed by the Micro category (24,5%) with 0 – 6 

employees. The Medium and Large ones have a significantly lower percentage, 4,7% 

and 1,9% correspondingly. Figure 2 is a graphic representation of frequencies from 

which the prevalence of the small businesses in the survey can also be derived. 

 

 

 

 

 

 

 

Figure 2: Bar Chart of Organizations per Business Size 
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Some pie charts are cited down below about the ownership status of the organizations 

of the employees as well as about the sector of their operation. 

Figure 3: Pie Chart of Ownership Status Figure 4: Pie Chart of Field of Operation 

Close to ¾ of the companies (74,53%) surveyed are privately owned, according to 

Figure 3. As for their field of operation, most organizations operate in services with a 

percentage of 68,87%, a smaller amount operates in commerce (23,58%) while only 

7,55% are in the industry sector. 

For the qualitative variables of the models, pie charts were created for their graphic 

illustration, while for the quantitative ones, there are bar charts (classified into groups) 

and histograms followed by descriptive statistics.  

 

 

 

 

 

Figure 5: Pie Chart of Gender   Figure 6: Pie Chart of Race 

66,04% of the respondents were women, while 33,96% were men (in the questionnaire 

there was given an option for other). As for race, 99,06% of the people that took part 

in the survey were white, while only 0,94% identified as another race, indicating the 

white dominance of Greece.  
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Figure 7: Pie Chart of Ethnicity  Figure 8: Pie Chart of Sexual Orientation 

According to Figure 7, 98,11% of the respondents were of greek ethnicity, which was 

expected considering the literature review, and when it comes to sexual orientation, 

78,30% identified themselves as heterosexual, while a percentage of 21,70% as queer. 

Queer stands for every sexuality that is not a subject to the heterosexual and 

heteronormative norm (LGBTQQIAAPP+) 

 

 

 

 

 

Figure 9: Pie Chart of Disabilities  Figure 10: Pie Chart of Marital Status 

 99,06% of the respondents had no disabilities, as shown in Figure 9, while, as for 

marital status, around ¾ were married (marriage, engagement or cohabitation 

agreement) and the remaining percentage (23,58%) were unmarried. 

                                        

 

 

 

 

Figure 11: Pie Chart of Religion  Figure 12: Pie Chart of Education 
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Quite interesting are the outcomes shown in Figure 11. 81,13% of the people surveyed 

identify themselves as Orthodox, almost 10 points lower in comparison to the literature 

review, while the remaining percentage consists of atheism (11,32%), other religion 

(6,60%) and Induism. As for their educational background, 77,36% of the respondents 

had a higher education (Technological Educational Institute / Higher Education 

Institution / Vocational Training Institute), 21,70% were High School graduates, while 

only 0,94% had a basic education, indicating a high level of education in Greece.   

 

       Table 3: Descriptive Statistics / Age 

 

 

 

 

Figure 13: Bar Chart of Age 

 

Αs can be easily observed from Figure 13, most of the respondents belong to the first 

age group, i.e. less than 25 years of age (53 frequency), as well as to the second one, 

i.e. 26 – 35 years old (26 frequency). Table 3 of descriptive statistics for this variable, 

shows that mean age is 30,45 years, min and max age are 18 and 60 years 

correspondingly and the standard deviation is 10,606 years. 

 

 

 

 

 

Figure 14: Bar Chart of Work Experience 

Descriptive Statistics ~ Age 

Min 18 

Max 60 

Mean 30,45 

Std. Deviation 10,606 

Variance 112,479 
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Table 4: Descriptive Statistics / Experience 

 

 

 

 

 

According to the bar chart in Figure 14, most of the employees in the survey belong to 

the first group, i.e. they have less than 5 years of work experience, which was expected 

if considered the great frequency of the first age group. The rest of the employees are 

distributed almost equally among the other groups. As for descriptive statistics, mean 

experience is 8,17 years, min and max experience are 0 and 40 correspondingly and 

standard deviation is 9,562 years.  

 

 

 

 

 

 

Figure 15: Histogram of Age Diversity Figure 16: Histogram of Gender Diversity 

  

Both of the histograms in Figure 15 and Figure 16 are left skewed, that is, their values 

are concentrated to the right, indicating high levels of age and gender diversity in the 

organizations of the survey. 

 

 

 

Descriptive Statistics ~ Work Experience 

Min 0 

Max 40 

Mean 8,17 

Std. Deviation 9,562 

Variance 91,438 
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Figure 17: Histogram of Race Diversity Figure 18: Histogram of Ethnicity 

Diversity 

Both of the histograms in Figure 17 and Figure 19 are right skewed, that is, their values 

are concentrated to the left, indicating low levels of race and ethnicity diversity in the 

organizations of the survey. An outcome like this, was expected, considering both the 

literature review and the pie charts cited.  

 

      

 

 

 

Figure 19: Histogram of Disabilities Diversity 

 

 

 

 

 

   Figure 20: Histogram of Sexuality Diversity 
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The histograms in Figure 19 and Figure 20 are also right skewed, indicating low levels 

of disabilities and sexuality diversity in the organizations of the survey. However, there 

is a big concertation for the value “10” as for sexuality diversity, unlike to the rest 

distribution of the histogram. This implies that some organizations have a very high 

sexuality diverse workforce, in contrast to the rest of the market.   

   

 

 

 

 

Figure 21: Histogram of Marital Status Diversity 

 

 

 

 

 

Figure 22: Histogram of Religion Diversity 

Figure 21 is a left skewed histogram while on the other hand, Figure 22 is a right skewed 

histogram. The formers imply high level of marital status diversity and low level of 

religion diversity in the organizations of the survey.  

 

 

 

 

 

Figure 23: Histogram of Experience Diversity 
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Figure 24: Histogram of Functional Expertise Diversity 

 

 

 

 

 

Figure 25: Histogram of Educational Diversity 

Figure 23 and Figure 24 are left skewed histograms, which imply high level of work 

experience and functional expertise diversity of the organizations. On the other hand, 

the histogram of Figure 25 has a plateau or multimodal distribution that is slightly 

skewed to the left. However, considering the fact that most of the values are 

concentrated to the right, it can be concluded that the organizations display a 

considerable amount of educational diversity. 

                 

 

 

 

 

Figure 26: Histogram of Job Satisfaction Figure 27: Histogram of Organizational 

Performance 
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Quite interesting is the fact the two dependent variables of the research models (job 

satisfaction and organizational performance) display indications of normal distribution 

skewed to the left, which can be perceived through their histograms in Figure 26 and 

Figure 27. The skewness to the left can be also distinguished from the boxplots cited 

down below. 

What is more, from the boxplots the minimum, the first quartile (Q1), the median, the 

third quartile (Q3), the maximum and the outliers can be also derived. For example, 

when it comes to Job Satisfaction, minimum = 2, Q1 = 6, median = 8, Q3 = 9, maximum 

= 10 and there is also an outlier with value of 1. As for organizational performance, 

minimum = 4, Q1 = 7, median = 8, Q3 = 9, maximum = 10 and there is an outlier with 

value of 1 too. 

 

 

 

 

 

Figure 28: Boxplot of Job Satisfaction Figure 29: Boxplot of Organizational 

Performance 

 

Table 5: Descriptive Statistics / Age-Gender-Sexuality Diversity 

 Age Diversity Gender Diversity Race Diversity 

Mean 7,12 6,32 2,64 

Median 8,00 7,00 1,00 

Std. Deviation 2,657 3,158 2,782 

Variance 7,061 9,972 7,737 

Min 1 1 1 

Max 10 10 10 
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Τhe conclusions drawn from the histograms can also be drawn from the descriptive 

statistics, mainly considering the mean and median of the variables. Age and Gender 

Diversity have relatively high means and medians, 7,12 and 8,00 for age diversity and 

6,32 and 7,00 for gender diversity correspondingly. So, in essence, the conclusion of 

the histograms is reinforced, that the organizations of the research have high levels of 

diversity of the specific aspects. On the other hand, the mean and the median of race 

diversity is 2,64 and 1,00, resulting in a low level of diversity. 

 

Table 6: Descriptive Statistics / Ethnicity-Disabilities-Sexuality Diversity 

 Ethnicity Diversity Disabilities Diversity Sexuality Diversity 

Mean 4,10 2,19 3,86 

Median 3,00 1,00 2,00 

Std. Deviation 3,168 2,239 3,247 

Variance 10,037 5,012 10,542 

Min 1 1 1 

Max 10 10 10 

 

By the same logic, low levels of diversity are observed in terms of ethnicity, disabilities 

and sexual orientation. In particular, ethnicity diversity’s mean = 4,10 and its median = 

3,00, disabilities diversity’s mean = 2,19 and median = 1,00 and finally, sexuality 

diversity’s mean = 3,86 and median = 2,00. These results are also consistent with the 

previous histograms analyses. 

 

Table 7: Descriptive Statistics / Marital Status-Religion-Experience Diversity 

 Marital Status Diversity Religion Diversity Experience Diversity 

Mean 6,22 4,00 7,51 

Median 6,00 3,00 8,00 

Std. 

Deviation 

3,083 2,888 2,351 

Variance 9,505 8,343 5,528 
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Min 1 1 1 

Max 10 10 10 

 

Marital Status diversity has a medium-to-high mean and median (6,22 and 6,00 

correspondingly), similar to the high values of experience diversity (7,51 and 8,00) 

Contrary to that, religion diversity’s mean = 4,00 and median = 3,00. Therefore, it can 

be concluded that the survey organizations are marital and experience diverse, yet not 

in terms of religion. 

 

Table 8: Descriptive Statistics / Functional Experience-Education Diversity-Job 

Satisfaction-Organizational Performance 

 Functional 

Exp. Diversity 

Educational 

Diversity 

Job Satisfaction Organizational 

Performance 

Mean 7,46 6,71 7,48 7,87 

Median 8,00 7,00 8,00 8,00 

Std. 

Deviation 

2,256 2,640 1,982 1,610 

Variance 5,089 6,971 3,928 2,592 

Min 1 1 1 3 

Max 10 10 10 10 

 

Finally, as for the two final aspects of surface-level diversity of the research models, 

high values of mean and median are observed. More specifically, functional expertise 

diversity’s mean = 7,46 and median = 8,00, while for educational diversity, mean = 

6,71 and median = 7,00. As regards the dependent variables of the analysis, job 

satisfaction has a great mean and median (7,48 and 8,00), similar to the high levels of 

organizational performance (7,87 and 8,00).  

Summing up, by considering both the figures and the tables of descriptive statistics (and 

especially the mean and median of the variables), a low level of surface-level diversity 

is observed in the survey sample as regards race, ethnicity, disabilities, sexual 

orientation and religion. An outcome like this was expected taking into account the 



47 
 

literature review that demonstrated homogeneity in most of the characteristics in 

question.  

On the other hand, the results show greater levels of workforce diversity in terms of 

age, gender, marital status, work experience, functional expertise and educational 

background.  

 

5.2 Correlations 

In the specific part of the thesis, a reference is made to the correlation coefficients of 

the variables. Among the various statistically significant correlations, only the ones 

concerning the dependent variables of the models as well as some variables outside the 

models, namely number of employees and ownership status (0,1) will be presented 

purely for statistical reasons. 

 

Table 9: Correlation Employees Number / Religion Diversity 

 

 

 

 

According to Correlation Table 1, the total number of employees is positively correlated 

to religion diversity (coefficient = 0,248*), meaning that the more employees an 

organization has, the more religion diverse its workforce is. 

 

Table 10: Correlation Ownership / Work Experience 

 

 

 

 



48 
 

Table 11: Correlation Ownership / Ethnicity Diversity 

 

 

 

 

 

Table 12: Correlation Ownership / Organizational Performance 

 

 

 

 

  

 

Table 10 indicates a positive correlation (coefficient = 0,276**) of the ownership status 

of the organization (Private = 0, Public = 1) to work experience. In other words, a public 

organization tends to consist of employees with more work experience in contrast to 

private ones. However, as regards the ownership status, it is negatively correlated to 

ethnicity diversity (coefficient = -0,232*) and to organizational performance 

(coefficient = -0,222*). According to these findings, a public organization is less 

ethnicity diverse and less productive (as perceived by the employees) than a private 

one. 

 

Table 13: Correlation Ownership / Age 
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Finally, Table 13 implies a positive relationship of Ownership to Age (coefficient = 

0,293**), meaning that a public organization tends to employ people of older age. In 

the survey sample, there is linear correlation of age to work experience (y = -17,69 + 

0,85*x), so a finding like that was expected. 

 

Table 14: Correlation of significant variables to Job Satisfaction  

 

  

 

 

 

 

 

 

 

 

 

According to Table 14, the level of job satisfaction is positively related to 

organizational performance (coefficient = 0,492**), a proven relationship stated in the 

literature review earlier in this thesis (Katou, 2017; Robbins & Judge, 2018), as well as 

to age diversity, sexuality diversity, marital status diversity, religion diversity and work 

experience diversity with coefficients 0,218*, 0,284**, 0,220*, 0,198* and 0,370** 

correspondingly.  

Based on these findings, the more age-sexuality-marital status-religion-work 

experience diverse an organization is, the more satisfied the employee is and thus the 

better the organization performs. It should be pointed out though, that correlation shows 

just the relationship between two variables, it is not about how one affects the other. 

This will be tested through regression analysis in the following chapter. 
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Table 15: Correlation of significant variables to Organizational Performance  

 

 

 

 

 

 

 

 

 

 

 

As for organizational performance, Table 15 indicates a positive relationship to age – 

race – ethnicity – disabilities – sexuality – religion – experience and educational 

background diversity, with coefficients 0,231*, 0,255*, 0,348**, 0,208*, 0,250**, 

0,336**, 0,388* and 0,237* correspondingly. According to the findings, as in the 

previous case of job satisfaction, the more age – race – ethnicity – disabilities – 

sexuality – religion – experience and educational diverse an organization is, the better 

its performance is, as perceived though by the employees themselves. 

However, as mentioned already, the establishment of cause and effect among the 

variables, will be checked out through regression and mediation analysis, to research 

whether workforce diversity actually affects performance.  

 

5.3 Regression analyses 

At this point of the thesis, it will be tested whether and to what extent the dependent 

variables of the models are affected by the independent variables measuring workforce 

diversity. First a backward regression analysis was run at the first model.  
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Job Satisfaction = ao + a1 * age + a2 * gender + a3 * race + a4 * ethnicity + a5 * disabilities 

+ a6 * sexuality + a7 * maritalstatus + a8 * religion + a9 * work experience + a10 * 

education + et 

The variables removed with the backward elimination method (criterion: probability of 

F to remove >= 100) were ethnicity, sexuality, marital status, education, religion, 

disabilities, gender, age and work experience correspondingly in 10 different models. 

Therefore, the coefficients of the final model consisted only by the variable of race is 

cited down below: 

Table 16: 10th model of Backward Regression Coefficients Table / Research Model 1 

Model  Unstandardized 

B 

Coefficients 

Std. Error 

Standardized 

Coefficients 

Beta 

t Sig 

10 Constant 7,514 ,191  39,250 ,000 

 Race -3,514 1,971 -,172 -1,783 ,078 

 

Considering, both the t value (-1,783 < 1,96) as well as the p value (0,078 > 0,05), it 

can be excluded that race has not a statistically significant contribution to the level of 

job satisfaction too. 

So, in summary, as regards the first research model, based on the outcomes of its 

regression analysis, there are no statistically significant causal effects of the 

independent variables (ten key aspects of surface-level diversity) to the dependent one 

(level of job satisfaction). It should be mentioned at this point, that other regression 

analysis methods were also run (stepwise and forward methods) but all ended to the 

same result. The analysis of the second research model follows: 

 

Organizational Performance = b0 + b1 * age diversity + b2 * gender diversity + b3 * race 

diversity + b4 * ethnicity diversity + b5 * disabilities diversity + b6 * sexuality diversity 

+ b7 * marital status diversity + b8 * religion diversity + b9 * work experience diversity 

+ b10 * functional expertise diversity + b11 * educational diversity + et  
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In this backward regression analysis, there were 10 models and the variables removed 

are sexuality diversity, functional expertise diversity, educational diversity, race 

diversity, disabilities diversity, gender diversity, age diversity, marital status diversity 

and religion diversity correspondingly. The final model consists of the variables of 

ethnicity diversity and work experience diversity.  

 

Table 17: 10th model of Backward Regression Coefficients Table / Research Model 2 

Model  Unstandard

ized B 

Coefficients 

Std. Error 

Standardized 

Coefficients 

Beta 

t Sig 

10 Constant 5,775 ,475  12,169 ,000 

 Ethnicity 

Diversity 

,126 ,047 ,248 2,663 ,009 

 Work 

Experience 

Diversity 

,210 ,064 ,307 3,297 ,001 

 

Considering both the t values for both of the variables (2,663 > 1,96 and 3,297 > 1,96) 

as well as the p values (0,009 < 0,05 and 0,001 < 0,005), ethnicity diversity and work 

experience diversity have a statistically significant contribution to organizational 

performance (also checked through stepwise and forward method).  

The unstandardized beta coefficient for ethnicity diversity is 0,126, meaning that the 

increase of ethnicity diversity by value of 1 will occur in an increase of organizational 

performance by 0,126 value. As for work experience diversity, the unstandardized beta 

coefficient equals 0,210, in other words, if the level of work experience diversity 

increases by 1 value, the level of organizational performance increases by 0,210 value.                                     

Table 18: Model Summary / Research Model 2 

Model R R Square Adjusted R 

Square 

Std. Error of 

the Estimate 

10 ,453j ,205 ,190 1,449 
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The adjusted R square is 0,190, namely 19% of the variance of the dependent variable 

is explained by the dependent variables. The final multiple regression is: 

Organizational Performance = 5,775 + 0,126 * Ethnicity Diversity + 0,210 * Work 

Experience Diversity 

 

5.4 Assumptions of Regression 

5.4.1 Normality of Residuals 

Table 19: Testing for Residuals’ Normality 

 Kolmogorov-Smirnov Shapiro-Wilk 

 Statistic df Sig. Statistic df Sig. 

Unstandardized 

Residual 

,080 106 ,090 ,959 106 ,02 

Standardized 

Residual 

,080 106 ,090 ,959 106 ,02 

 

 

 

 

 

 

 

Figure 30: QQ Plot of Unstandardized Residuals 

According to Kolmogorov-Smirnov test, the residuals of the regression follow a normal 

distribution (p-value = 0,090 > 0.05) while Shapiro-Wilk test implies the exact opposite 

(p-value = 0,02 < 0.05). 
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5.4.2 Multicollinearity  

Table 20: Testing for Multicollinearity 

Model  Collinearity 

Tolerance 

Statistics VIF 

1 Ethnicity Diversity ,893 1,120 

 Work Experience Diversity ,893 1,120 

 

VIF < 5 for both of the variables so there is no multicollinearity in the model. 

 

5.4.3 Heteroscedasticity  

 

 

 

 

 

Figure 31: Scatterplot of Predicted / Residuals 

 

Based on the visual examination of the scatterplot, it seems that the values might follow 

a particular pattern, rather than be totally dispersed, which imply the existence of 

heteroscedasticity. 

Table 21: Correlation Unstandardized Predicted Value / Absolute value of 

Unstandardized Residuals 
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Another way of checking for heteroscedasticity is by calculating the absolute values of 

the unstandardized residuals and then checking for correlation with the unstandardized 

predicted values. As shown in the table, there is statistically significant correlation 

between these two variables, so the indication for heteroscedasticity in the regression 

is stronger.   

 

5.5 Findings 

The aim of this thesis is to investigate whether and to what extent workforce diversity 

impacts organizational performance. The research has two pillars, one investigating the 

relationship of the ten key characteristics of surface-level diversity to the level of 

individual job satisfaction and one other, investigating the direct impact of 11 different 

aspects of diversity to organizational performance, as perceived by the employees 

themselves.    

The findings of the first survey did not indicate any specific results, due to the lack of 

statistically significant variables. Regarding the second research, ethnicity and work 

experience diversity were found to positively affect performance, with one caveat 

however because of the heteroskedasticity in the residuals.  
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CHAPTER 6: DISCUSSION 

 

6.1 Main Findings 

Within the framework of this thesis, a survey was conducted based on data collected 

from questionnaires, which were created and promoted by the author themselves. The 

survey was conducted online on employees residing in Greece 

One of the key findings of the paper is the low level of diversity in greek businesses, of 

public or private ownership, in terms of race, ethnicity, disabilities, sexual orientation 

and religion. On the other hand, the research indicated higher levels of diversity in terms 

of age, gender, marital status, work experience, functional expertise and educational 

background. Of particular interest are the relatively high levels of job satisfaction (mean 

= 7,47) and organizational performance, as perceived by the employees themselves 

(mean = 7,87).  

It was found that there is no causal effect between the ten key characteristics of surface-

level diversity and the level of job satisfaction, a proxy variable of performance. What 

is more, it was investigated whether 11 different levels of diversity have a statistically 

significant effect on performance, as perceived and measured by the employees 

themselves. According to the results of the regression analysis, ethnicity and work 

experience diversity have a positive statistically significant contribution on 

performance, with coefficients 0,126 and 0,210 correspondingly.  

The former implies that the more ethnic diverse a workplace is, meaning consisting of 

people of different ethnicities, the more productive it would be. Furthermore, as for 

work experience diversity, it is implied that an organization employing people of 

different years of experience, more experienced and less ones, may also boost its 

productivity. 

 

6.2 Research Limitations 

There are two basic limitations on this research. The first one is that the levels of 

diversity as measured and imprinted in the 11 variables of the second analysis model, 

are subject to subjectivity as they were perceived by the respondents themselves. 
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Therefore, there is a chance that the variable values are not objective, since they were 

left entirely to the judgment of the respondent for their organization. Everyone 

perceives diversity differently, which ironically is the case of the thesis, so one of the 

research limitations lies in the concept of diversity as such.  

The second limitation is encountered in the statistical analysis. More specifically, traces 

of heteroscedasticity were found in the residuals of the second model, so the analysis 

results may be invalid. 

 

6.3 The Contribution of the Research 

Τhis particular bachelor thesis will be one more stone in the literature that studies 

diversity and its effect on performance. It is of particular importance, as the research 

and statistical analysis was limited to employees residing in Greece, and the number of 

researches on Greek data regarding this topic is very limited. The Greek organizational 

environment is getting more diverse, so more and more research is needed to study this 

new reality. 

 

6.4 Implications for Future Research  

Considering the results indicated by this particular thesis, further research could be 

conducted in more detail and depth on the specific aspects of diversity that appeared to 

positively affect performance. It is suggested though the data to be characterized by 

objectivity, so that the results are difficult to equivocate. Finally, since the first research 

model did not reach any concrete results, further investigation of the matter with a more 

objective sample is required, as the literature implies the existing relationship of key 

characteristics of surface-level diversity to job satisfaction.  
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QUESTIONNAIRE APPENDIX 

 
Η Συμβολή της Διαφορετικότητας στην Απόδοση της Επιχείρησης 

 

Η έρευνα αυτή διεξάγεται από τον Κωνσταντίνο Σουλιώτη, προπτυχιακού φοιτητή του 

τμήματος Οικονομικών Επιστημών του Πανεπιστημίου Μακεδονίας, στα πλαίσια εκπόνησης 

της πτυχιακής του εργασίας. Η εργασία αποσκοπεί στη διερεύνηση της σχέσης μεταξύ της 

διαφορετικότητας των εργαζομένων και της απόδοσης τόσο σε ατομικό όσο και σε 

οργανωσιακό επίπεδο, σε επιχειρήσεις που εδρεύουν στην Ελλάδα. Συγκεκριμένα, εξετάζεται 

κατά πόσο η διαφορετικότητα του ανθρωπίνου δυναμικού (διάφορες εκφάνσεις αυτής) 

σχετίζεται με το επίπεδο της εργασιακής ικανοποίησης. 

Η διαδικασία περιλαμβάνει τη συμπλήρωση μίας ηλεκτρονικής φόρμας, διάρκειας 3 

λεπτών. Το ερωτηματολόγιο απευθύνεται για στατιστικούς λόγους ΜΟΝΟ ΣΕ ΑΤΟΜΑ ΠΟΥ 

ΕΡΓΑΖΟΝΤΑΙ σε επιχειρήσεις, που απασχολούν από δύο άτομα και πάνω. Δεν υπάρχουν 

σωστές ή λάθος απαντήσεις.  

Να σημειωθεί ότι στη συγκεκριμένη έρευνα υπάρχει απόλυτη ΑΝΩΝΥΜΙΑ και τα 

δεδομένα θα χρησιμοποιηθούν μόνο για ερευνητικούς σκοπούς. Η συμμετοχή σας είναι 

εθελοντική. Μπορείτε να διακόψετε τη συμπλήρωση του ερωτηματολογίου οποιαδήποτε 

στιγμή το επιθυμείτε χωρίς να αποθηκευτούν οι απαντήσεις σας. 

 

Στοιχεία εργαζόμενου ατόμου και οργανισμού 

 

Η συγκεκριμένη ενότητα του ερωτηματολογίου έχει να κάνει με ορισμένα 

χαρακτηριστικά του εργαζόμενου ατόμου καθώς και του οργανισμού στον οποίο 

απασχολείται. 

 

1. Αυτή τη στιγμή εργάζομαι* 

Ναι / Όχι 
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2. Πόσοι άνθρωποι εργάζονται στην επιχείρησή σας;* 

 

 

3. Ποιο είναι το ιδιοκτησιακό καθεστώς της επιχείρησης στην οποία εργάζεστε;* 

Δημόσιο / Ιδιωτικό 

 

4. Ποια είναι τα πρώτα τρία γράμματα της επιχείρησης στην οποία εργάζεστε;* 

 

 

5. Ποιος είναι ο βασικός τομέας πάνω στον οποίο δραστηριοποιείται η επιχείρησή 

σας;* 

Βιομηχανία / Εμπόριο / Υπηρεσίες 

 

Ατομικά Στοιχεία 

 

Η συγκεκριμένη ενότητα του ερωτηματολογίου έχει να κάνει με ορισμένα 

δημογραφικά και μη, ατομικά χαρακτηριστικά 

 

1. Φύλο* 

Άνδρας / Γυναίκα / Άλλο 

 

2. Ηλικία* 
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3. Φυλή* 

Λευκή / Μαύρη / Ιθαγενείς Αμερικής / Ασιατική / Ιθαγενείς Χαβάης / Άλλο 

 

4. Εθνότητα* 

Ελληνική / Αλβανική / Βόρεια Μακεδονική / Τούρκικη / Βουλγάρικη / Αρμένικη / 

Άλλο 

 

5. Αναπηρία* 

Με αναπηρία/ Χωρίς αναπηρία 

 

6. Σεξουαλικός Προσανατολισμός* 

Ετεροφυλόφιλο άτομο / Όχι ετεροφυλόφιλο άτομο 

 

7. Οικογενειακή κατάσταση* 

Άγαμο άτομο / Έγγαμο άτομο (συμπεριλαμβάνεται αρραβώνας/σύμφωνο συμβίωσης) 

 

8. Θρησκεία* 

Ορθόδοξος Χριστιανισμός / Καθολικισμός / Ισλαμισμός/ Ινδουισμός / Ιουδαϊσμός / 

Ελληνικός Παγανισμός / Αθεϊσμός/ Άλλο 

 

9. Εργασιακή Εμπειρία (εκφρασμένη σε χρόνια)* 

 

 

10. Εκπαίδευση* 

Βασική / Λύκειο (Γενικό, επαγγελματικό, εσπερινό) / ΤΕΙ/ΑΕΙ/ΙΕΚ 
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Διαφορετικότητα ανθρωπίνου δυναμικού 

 

Η συγκεκριμένη ενότητα του ερωτηματολογίου έχει να κάνει με το πως το 

ερωτηθέν εργαζόμενο άτομο αντιλαμβάνεται τη διαφορετικότητα του εργασιακού του 

περιβάλλοντος 

 

1. Το εργασιακό μου περιβάλλον χαρακτηρίζεται από ποικιλομορφία όσον αφορά 

την ηλικία των εργαζομένων (αποτελείται από άτομα με διάφορες ηλικίες, νεαρά 

και μεγαλύτερα)* 

1 (Καθόλου ποικιλόμορφο) 2 3 4 5 6 7 8 9 10 (Απόλυτα ποικιλόμορφο) 

 

2. Το εργασιακό μου περιβάλλον χαρακτηρίζεται από ποικιλομορφία όσον αφορά 

το φύλο των εργαζομένων (αποτελείται και από άντρες και από γυναίκες)* 

1 (Καθόλου ποικιλόμορφο) 2 3 4 5 6 7 8 9 10 (Απόλυτα ποικιλόμορφο) 

 

3. Το εργασιακό μου περιβάλλον χαρακτηρίζεται από ποικιλομορφία όσον αφορά 

τη φυλή των εργαζομένων (αποτελείται από άτομα διαφορετικών φυλών: λευκή, 

μαύρη, ασιατική, κ.α.)* 

1 (Καθόλου ποικιλόμορφο) 2 3 4 5 6 7 8 9 10 (Απόλυτα ποικιλόμορφο) 

 

4. Το εργασιακό μου περιβάλλον χαρακτηρίζεται από ποικιλομορφία όσον αφορά 

την εθνότητα των εργαζομένων (παρατηρούνται διάφορες εθνότητες όπως 

Ελληνική, Αλβανική κ.α.)* 

1 (Καθόλου ποικιλόμορφο) 2 3 4 5 6 7 8 9 10 (Απόλυτα ποικιλόμορφο) 
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5. Το εργασιακό μου περιβάλλον χαρακτηρίζεται από ποικιλομορφία όσον αφορά 

την αναπηρία των εργαζομένων (αποτελείται τόσο από άτομα που έχουν κάποια 

αναπηρία όσο και από άτομα που δεν έχουν)* 

1 (Καθόλου ποικιλόμορφο) 2 3 4 5 6 7 8 9 10 (Απόλυτα ποικιλόμορφο) 

 

6. Το εργασιακό μου περιβάλλον χαρακτηρίζεται από ποικιλομορφία όσον αφορά 

τη σεξουαλικότητα των εργαζομένων (αποτελείται από άτομα με διάφορες 

σεξουαλικότητες)* 

1 (Καθόλου ποικιλόμορφο) 2 3 4 5 6 7 8 9 10 (Απόλυτα ποικιλόμορφο) 

 

7. Το εργασιακό μου περιβάλλον χαρακτηρίζεται από ποικιλομορφία όσον αφορά 

την οικογενειακή κατάσταση των εργαζομένων (αποτελείται τόσο από έγγαμα όσο 

και από άγαμα άτομα)* 

1 (Καθόλου ποικιλόμορφο) 2 3 4 5 6 7 8 9 10 (Απόλυτα ποικιλόμορφο) 

 

8. Το εργασιακό μου περιβάλλον χαρακτηρίζεται από ποικιλομορφία όσον αφορά 

τη θρησκεία των εργαζομένων (αποτελείται από άτομα με διάφορες θρησκείες)* 

1 (Καθόλου ποικιλόμορφο) 2 3 4 5 6 7 8 9 10 (Απόλυτα ποικιλόμορφο) 

 

9. Το εργασιακό μου περιβάλλον χαρακτηρίζεται από ποικιλομορφία όσον αφορά 

την εργασιακή εμπειρία των εργαζομένων (αποτελείται τόσο από άτομα με μεγάλη 

εμπειρία, όσο και από άτομα με λιγότερη)* 

1 (Καθόλου ποικιλόμορφο) 2 3 4 5 6 7 8 9 10 (Απόλυτα ποικιλόμορφο) 

 

10. Το εργασιακό μου περιβάλλον χαρακτηρίζεται από ποικιλομορφία όσον αφορά 

τη λειτουργικότητα των εργαζομένων (αποτελείται από άτομα με διαφορετικές 

κλίσεις, ενδιαφέροντα και συνεπώς διαφορετικές εις βάθος γνώσεις που αφορούν 

τη δουλειά τους)* 
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1 (Καθόλου ποικιλόμορφο) 2 3 4 5 6 7 8 9 10 (Απόλυτα ποικιλόμορφο) 

 

11. Το εργασιακό μου περιβάλλον χαρακτηρίζεται από ποικιλομορφία όσον αφορά 

την εκπαίδευση των εργαζομένων (αποτελείται από άτομα με διαφορετικά 

εκπαιδευτικά υπόβαθρα)* 

1 (Καθόλου ποικιλόμορφο) 2 3 4 5 6 7 8 9 10 (Απόλυτα ποικιλόμορφο) 

 

Εργασιακή Ικανοποίηση 

 

Η συγκεκριμένη ενότητα του ερωτηματολογίου έχει να κάνει με την εργασιακή 

ικανοποίηση του ερωτηθέντος εργαζόμενου ατόμου 

 

Κατά πόσο νιώθετε ικανοποιημέν@ από την εργασία σας;* 

1 (Καθόλου) 2 3 4 5 6 7 8 9 10 (Απόλυτα) 

 

Οργανωσιακή Απόδοση 

 

Η συγκεκριμένη ενότητα του ερωτηματολογίου έχει να κάνει με την απόδοση 

της επιχείρησης όπου εργάζεται το ερωτηθέν εργαζόμενο άτομο. 

 

Η απόδοση της επιχείρησής σας αντιλαμβάνεστε ότι είναι:* 

1 (Απόλυτα χαμηλή) 2 3 4 5 6 7 8 9 10 (Απόλυτα υψηλή) 


