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Abstract

Workforce diversity has been identified as one of the strategic capabilities that will add value to the organizations
over their competition. As Singapore is one of the most globally competitive countries, it attracts highly skilled and
extremely innovative people to work here. Age, gender and ethnicity are the most commonly diversified
demographic variables observed among the workforce of many organizations. Thus, the present study focuses on the
effect of the workforce diversity in terms of age, gender and ethnicity. If the diversity of the workforce is properly
managed, it will provide positive benefits. If not properly managed, however, it could lead to negative results. A
self-administered questionnaire was used to collect the views of employees in both the manufacturing as well as the
service industries in Singapore. The reliability of the survey was tested by estimating Cronbach’s alpha. The
empirical relationship of age, gender and ethnicity of the employees with the performance was computed using
Software Package for Social Science (SPSS). The analysis reveals that the three variables do not have a statistically
significant impact on the performance of employees. Human resource programmes suggested by the employees to
improve the effectiveness of workforce diversity has been recommended.

Keywords: age diversity, employee perception, ethnic diversity, gender diversity, workforce diversity
1. Introduction

Globalization and the Internet have reduced the gap in the time to market scale between large MNCs (Multi-National
Corporations) and small SMEs (Small and Medium Enterprises). Thus, hyper competition is almost unavoidable in
every field. Meanwhile, the technical challenge of industrial problems is getting more difficult as well as more
complex. Customers in today’s business world are considering the speed of delivery of solutions as one of the order
winners. Thus, industries, regardless of the field, begin to search for new ways of enhancing their organizational
performance and for identifying solutions for their business problems. In this regard, organizations are exploring the
inclusion of workforce diversity against the traditional monolithic structure. Singapore’s workforce has employees
from different countries, cultures, generations and genders. This multiculturalism has positioned Singapore as an
attractive foreign investment destination due to its mature and experienced workforce. The mix of competencies as a
result of wider diversity offers a range of opportunities. Thus, workforce diversity is regarded as an asset for
Singapore for connecting with business from all over the world and for enabling foreign communities to engage their
business within its location.

Just as organizational performance is highly influenced by individual employee performance, the positive outcomes
of workforce diversity at the employee level would also act as intrinsic as well as extrinsic motivational factors for
them and would also increase employee participation. Therefore, this study focuses on the employee’s perception
gained through their personal experience in dealing with workforce diversity - with respect to age, gender and
ethnicity in the context of their organisation in Singapore. It covers both service and manufacturing industries as the
former is a relationship dominant while the latter is a task oriented. Past research findings indicate that diversity is
beneficial to performance under facilitating contexts whereas it is detrimental under inhibiting contexts. In this
regard, this study would provide the status of diversity in the working environment in Singapore. An attempt is also
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being made to identify potential solutions that the employees perceive to improve the benefit of workforce diversity
to the next level.

2. Problem Statement

A good quality decision can be made from a wider choice of alternatives. When the organization has a conducive
environment for practising workforce diversity, employees will enjoy all the positive benefits such as motivation,
knowledge and skill transfer, creativity and better decision making (Amaram, 2007) and thus they will become
catalysts for the organisation’s growth. On the other hand, if workforce diversity is not handled correctly, the
formation of various groups will occur; this could lead to miscommunication, emotional conflicts, power struggle
and ultimately to high turnover of employees (Jackson et al, 1991; William and O’Reilly, 1998; Jehn, 1995). The
diverse workforce will then become an inhibitor for organisation growth. Most of the studies reported in the
literature had focused on exploring workforce diversity to improve organizational performance and leadership skills.
In this regard, the views of employers and their upper management have been well documented. Very little attention
has been paid to study the perception of employees for the inclusion of workforce diversity in their organization.
Employees will appreciate and admire the implementation of diversity as a boon to their organization if it brings a
positive impact on their performance. On the other hand, they criticize it as a white elephant if it impacts negatively
on their performance.

2.1 Research Questions

The research questions are as follows:
1) What is the relationship between age diversity and employee performance in Singapore Organisations?
2) What is the relationship between gender diversity and employee performance in Singapore Organisations?
3) What is the relationship between ethnic diversity and employee performance in Singapore Organisations?

4) What is the relationship between workforce diversity and employee performance in Singapore
Organisations?

2.2 Hypothesis

The practice of multi-generational work places offers mentoring advantages of organizational history, culture,
accumulated knowledge and skills (Cremer, 1986). Some firms are utilizing older employees for their knowledge and
experience, as mentors for the younger team members (Uschi and Stephan, 2013). Lazear (1999) found out that the
advantages of age diversity can be gained only when organizations overcome the additional communication costs
and issues related to emotional conflicts between them. Uschi and Stephen (2009) argued that age heterogeneity can
negatively affect employee productivity due to differences in values and preferences of distinct age groups. Thus it is
proposed:

H1: There is a significant relationship between age diversity and employee performance

A mix of cognitive abilities of men and women may enhance the organization’s overall creativity and innovation
(Hoffman, 1965; Maccoby and Jacklin, 1974). A gender diverse team produces high quality decisions over a
homogeneous team (Rogelberg and Rumery, 1996). A positive relationship of gender diversity with performance
would be anticipated based on a resource-based view of the firm whereas social identity and self-categorization
theory would support a negative relationship (Mohammad et al, 2007). The negative side gender diversity slows
down the decision making process due to internal conflicts (Jackson et al, 2003). Thus, it is proposed:

H2: There is a significant relationship between gender diversity and employee performance

The ethnically diverse teams were found to take better decisions than ethnically homogeneous teams (McLeod et al,
1996; Watson et al, 1993). However, there are also reports indicating that organizational diversity tends to reduce
communication and coordination (Lazear, 1999; Morgan and Vardy, 2009) and increase employee turnover (Jackson,
et al 1991). Ensher and Murphy (1997) had observed more likings and vocational support in the relationships of the
same race than among cross race relationships. De et al, (2009) had concluded that ethnic diversity typically causes
rejection of heterogeneous group members and reduced performance. Thus it is proposed:

H3: There is a significant relationship between ethnic diversity and employee performance
3. Literature Review
3.1 Age Diversity

Firms are not effectively utilizing the talents of old workers due to false assumptions and stereotypes that they are
expensive, more prone to health problems, can’t adapt to workplace changes and new technology, perform poorly, in
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comparison to their younger employees and are a poor return on training investment (Taylor, 2003; Davey, 2006;
Davey and Cornwall, 2003; McGregor and Gray, 2002). The study on simple production technology by Barton
(2004) indicated that teams with more diversity in age were significantly less productive. This finding is consistent
with observations by Leonard and Levine (2003) that retail stores with greater age diversity among its employees
tend to be less profitable. However, Ilmarinen (2005) had shown that there was no distinct connection between age
and work performance. It is observed from many studies that older employees are as productive and as skilled as
young ones. A heterogeneous age group of employees would therefore be more productive than a homogeneous age
group (Williams and O’Reilly, 1998; Zenger and Lawrence, 1989).

3.2 Gender Diversity

Wood (1987) showed that mixed gender group performed better than the same gender group. McMillan-Capehart
(2003) and Frink et al (2003) had explained the positive impact of gender diversity with organizational performance
using resource based view. The studies examining the effects of gender diversity on group performance outcomes
have found negative effects when the sample was male dominated and no effects when the sample was female
dominated (Pelled, 1997). Gupta (2013) observed that moderate level of gender diversity increases competitive
advantage while a higher level of gender diversity decreases organizational performance. Richard et al (2004) has
observed an inverted U-shaped relationship between management group gender heterogeneity and productivity, with
moderately heterogeneous management groups exhibiting better performance than gender homogeneous
management groups. Similarly, results of a study by Frink et al (2003) demonstrated an inverted U-shaped
relationship between gender composition and organization performance. Gender diversity showed a positive impact
in the services industry and a negative impact on the manufacturing industry. Thus, services industries might benefit
more from gender diversity than firms in the manufacturing industries. Therefore, high gender diversity will have a
greater positive effect on performance in the services industry than in the manufacturing industry.

3.3 Ethnic Diversity

Ethnically diverse teams showed poor performance than homogeneous teams (Jackson et al, 2003). Jones (2005) and
Jehn et al, (1999) found that groups were found to be less cohesive than teams; multiculturalism and diversity may
have a less positive impact on group performance than team performance. The context of the workplace has
significant influence over the impact of diversity on performance. Ethnically diverse teams lead to more creativity
and innovation due to complementarities and learning opportunities (Alesina and La Ferrara, 2005; Lee and Nathan,
2011; Ozgen et al, 2011). A moderate level of ethnic diversity has no effect on the business outcomes of the teams
namely sales, profit, & market share whereas a high level of ethnic diversity improved business outcomes (Sander
and Mirjam, 2012). A similar positive impact of ethnic diversity on sales, productivity, market share, and
innovativeness was reported by Gupta (2013) and the team performance of the multidisciplinary teams in oil and gas
industry by Van and Bunderson (2005). Ely (2004) has observed no relationship between ethnic diversity and sales
revenue, customer satisfaction and sales productivity.

4. Research Methodology

The main objective of this research is to analyse the impact of workforce diversity on employee performance in
Singapore organisations. The target population is the employees of both service and manufacturing sectors in
Singapore. Employees in the service and manufacturing sectors are the target respondents. Two requirements have
been set for the candidates to be qualified as the valid respondents:

1. Employees working in Singapore
2. Currently working in service and manufacturing sectors

Convenience sampling technique was used in this research as the sampling frame is irrelevant. Questionnaires were
distributed to the valid respondents and they were requested to answer the questions. The population size was set to
all the workforce in Singapore, regardless of their position or level, which is equivalent to 3.44 million in
2013(Labour Force, 2013) and the sample size was set to 316. The questionnaire was designed using the guidelines
mentioned in the literature (Jill and Roger, 2009; Patrick and Rajkumar, 2012; Kossek and Zonia, 1993; Miller et al,
1998). The respondents were requested to provide their opinion in the scale of 1-5, (1) Strongly Disagree (SD), (2)
Disagree (D), (3) Neutral (N), (4) Agree (A) and (5) Strongly Agree (SA). Pilot test was conducted with 18
respondents and the data were analysed using Statistical Package for Social Science (SPSS) software. The data from
the pilot test are shown in Table 1.
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Table 1. Reliability test results

No Construct Cronbach Alpha No of items
1 Age Diversity 6
2 Gender Diversity 6
3 Ethnic Diversity 7

The Cronbach alpha for age diversity, gender diversity and ethnic diversity was measured using 6, 6 and 7 questions
respectively. Cronbach alpha values estimated are higher than 0.70, the internal consistency of the survey is found to
be good. The data from the survey questionnaire were entered into Microsoft Excel and SPSS (Statistical Package for

Social Sciences) software version 21 for data analysis.

5. Results and Discussion

The demographic profiles (namely age, gender, ethnicity, highest educational qualification attained, years of working
experience and the type of industry they are serving) collected on the respondents are tabulated in Table 2.

Table 2. Demographic profile of the respondents

Demographic profile Frequency Percentage
Age
20 — 29 years 87 27.53
30 — 39 years 180 56.96
40 — 49 years 29 09.18
50 years and above 20 06.33
Total 316 100.00
Gender
Male 201 63.61
Female 115 36.39
Total 316 100.00
Ethnicity
Ethnic Minority 233 73.73
Ethnic Majority 83 26.27
Total 316 100.00
Educational qualification
Secondary School 9 2.85
Diploma 188 59.49
Bachelor Degree 94 29.75
Master Degree 25 7.91
Total 316 100.00
Years of experience
< 10years 267 84.49
>10years 49 15.51
Total 316 100.00
Type of industry
< 10years 267 84.49
>10years 49 15.51
Total 316 100.00
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The number of male respondents is about 27% higher than female respondents. The low response of females could
be attributed to their un-willingness to respond and to the natural probability of getting the female employees is
slightly lower than male counterpart as a result of 44% of female employees in Singapore workforce compares to
56% of male employees. About 267 respondents are less than 40 years old and 49 respondents are more than 40
years old. The respondents participated in the survey were Chinese, Malay and Indians. The ethnic majority
classified in this research is Chinese whereas Malay and Indians are grouped as an ethnic minority. The majority of
the respondents are diploma holders (59.49%), followed by bachelor degree holders (29.75%), master degree holders
(7.91%) and secondary school level (2.85%). About 84.49% of respondents are working more than 10 years and
15.51% have work experience less than 10 years. About 68.67% of respondents are working in the manufacturing
industry and 31.33% of them are in the service industry.

The percentage, mean and standard deviation estimated for the responses on the effect of age diversity in the
workforce is tabulated in Table 3.

Table 3. Central tendencies measurement: age on employee performance

No Question SD D N A SA Mean Std
() I Y I 7 I ) B ) Dev

1 The expertise of young employees with
high tech tools helps older employees to
improve their knowledge on the latest
technologies

2 The risk taken by younger employee
contributed to the success of the team

3 The mentoring by older employees
benefited young employees in acquiring 0.0 32 27.8 41.5 27.5 393  0.82
job skills

4 Older employees mitigated the friction
among younger employees in the team and 0.9 7.3 34.8 41.5 15.5 3.63 0.86
promoted team cohesiveness

5 No emotional conflicts and anxiety within
the team due status difference between 1.3 17.1 32.0 307 19.0 349 1.03
young and old employees

6 I did not experience stress in the last 12
months due to age diversity issues in my 0.0 10.4 35.8 359 14.9 3.58  0.87
work place

Source: Data generated using SPSS version 21

0.3 9.2 24.1 43.0 234 3.8 0.91

0.3 8.9 259 51.3 13.6 3.69 0.83

About 43% of the respondents agree that they received benefit from the expertise of young employees on high
technology whereas 23.1% strongly agree and 24.1% are neutral with the fact. Reverse mentoring is becoming
popular in the last few years in the corporate world - an innovative HR strategy where the young employees mentor
their seasoned managers (Charles, 2007). The majority of the respondents accept the contribution from the risk taken
by younger employees whereas only 9% disagree with that fact. Younger employees are more risk takers than older
employees (Sproten and Schwieren, 2012) and the risk taking tendency decreases with age (Julia et al, 2004). The
advantage of mentoring by older employees during orientation has been well accepted by over 69%, while only 3.2%
disagree. Older employees are regarded as knowledge bearers of organisations (Cremer, 1986). Uschi and Stephan
(2013) claim that more effective transfer of specific know-how and cultural values from older to younger generations
as one of the benefits of age diversity.

The mitigation role played by the older employees during the friction in the team has been recognized by 57%,
whereas 7.3% disagree and 34.8% remain neutral. Older employees have a balance of socio-emotional and cognitive
capability that helps them to counsel the younger employees (Megan, 2014). About 17.1% has disagreed about the
absence of emotional conflicts and anxiety in the team due to age difference of employees whereas 30.7% agree,
19% strongly agree and 30.7% remain neutral. Milliken (1996) has reported empirical evidence that higher age
diversity leads to difficult and less frequent communication within the team. Emotional (affective) conflicts lead to
anger, distrust, fear, frustration, and other forms of negative affect (Pelled, 1996). The high standard deviation 1.87
observed for this question reflects the higher difference of opinion among the respondents. It seems that emotional
conflict issues have been perceived by the highest percentage of respondents (17.1%) as the negative impact of age
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diversity. Interestingly, majority of the respondents (35.9% agree & 14.9% strongly agree) did not experience any
stress related to age diversity in the work place while a small population of 10.4% disagreed. The generation gap
resulted in age diversity might also lead to conflicts, dissatisfaction and ultimately to employee turn-over (Lau and
Murnighan, 2005; Richard and Shelor, 2002; Peeters and Van, 2008).

The mean value of all questions is in the range of 3.49 - 3.93 and the standard deviation is 0.82 - 1.03. The highest
mean value (3.93) is observed for mentoring benefit by age diversity whereas the lowest mean value (3.49) is
observed for emotional conflicts due to age diversity.

Table 4. Central tendencies measurement: gender on employee performance

No Question SD D N A SA  Mean Std
(%) ) () (n) (%) Dev

| As women tend to be a good listener and
men tend to be aggressive, a balanced
0.0 18.0  23.1 45.9 13.0 354 093
work force of both sex offers the best

solution of both worlds

2 The transformational leadership style (help
each other by give and take policy) of the
. 0.0 146  29.7 399 158 357 093
female employee contributed to the

success of the team

3 Gender diverse teams showed better
problem solving and decision making 0.3 3.8 22.5 57.0 16.5 385 0.74

skills than gender homogeneous teams

4 Gender diversity is an asset for our
. 0.0 21.2 19.6  50.0 9.2 347 093
corporate image and brand value

5 Gender diverse teams achieved targets due
to the good relationship and effective 0.0 8.9 34.8 459 10.4 3.58 0.76
communication

6 I did not experience stress in the last 12
months due to gender diversity issues in 0.0 9.8 20.6 49.4 29.3 3.80 0.87

my work place

Source: Data generated using SPSS version 21

Table 4 shows the percentage, mean and standard deviation estimated for the responses on the effect of gender
diversity. About 45.9% has agreed that the balance of both genders is good for team progress whereas 18.0%
disagreed with that. Research on female leadership behaviours indicates that women tend to adopt more
accommodative strategies than their male counterparts (Brad, 1975). The positive impact of female leadership has
been recognized by 55.7% (39.9% agree & 15.8% strongly agree) while 14.6% disagree and 29.7% have no
comments. Among all the questions, the problem solving and decision making advantage of gender diversity has
received the highest score 57% as agree and the lowest score 3.8% as disagree. The blend of cognitive abilities of
both men and women will enhance the innovation, creativity and quality of decision making (Maccoby and Jacklin,
1974; Rogelberg and Rumery, 1996). About 21.2% had disagreed to perceive gender diversity as corporate image
and brand value while 50% have agreed. Having more women on the board of directors has increased corporate
ratings and reputation (Bernadi et al, 2006; Stephen et al, 2010). Gender diversity has been viewed as an effective
tool for achieving targets by 56.3% (45.9% agree and 10.4% strongly agree) and 34.8% remained neutral and 8.9%
disagreed. In gender balanced teams, there are more opportunities for males and females to interact with each other.
The increased contact may weaken social identities and eliminate the undesirable in-group out-group dynamics and
performance could improve (Fields and Blum, 1997; Rogelberg and Rumery, 1996). Most of the respondents did not
face any gender related stress issues in the work place (49.4% agree & 29.3% strongly agree), but still a small
population of the workforce, about 9.8%, had felt gender related stress issues. Messick and Mackie (1989) postulated
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that self-categorisation based on gender will lead to psychological groups of males and females that will trigger
in-group and out-group dynamics. This will decrease cohesion (Triandis et al, 1994) and increase conflicts (Pelled,
1996) among team members.

The mean value of all questions is in the range of 3.47 - 3.85 and the standard deviation is 0.74 - 0.93. The highest
mean value (3.85) is observed for problem solving skills by gender diversity whereas the lowest mean value (3.47) is
observed for considering gender diversity as corporate image and brand value.

Table 5. Central tendencies measurement: ethnicity on employee performance

No Question SD D N A SA  Mean Stdd
(%) ) () (w) (%) ev

| The ethnic diversity in our team has
) ] 1.6 35 31.3 44.6 19.0 376 0.85
enabled to find a creative solution

2 The ethnic diversity in our team has
. . . . 0.0 6.3 339 351 247 378 0.89
improved the quality of decision making

3 The ethnic diversity promoted healthy
competition in the team and contributed to 0.0 54 27.5 51.3 158 378 0.78

outstanding achievements

4 The ethnic diversity in our team promoted
free flow of information between ethnic 0.0 12.0 24.4 41.1 22.5 374 094
groups

5 The ethnic diversity did not affect the

. . L 0.0 6.6 478 373 8.2 347 074
professional relationship with the team

6 The ethnic diversity in our team helped to
expedite the completion of our 0.6 3.5 415 440 104  3.60 0.75

task/projects on time

7 I did not experience stress in the last 12
months due to ethnic diversity issues in my 4.7 22.2 19.0 36.7 17.4 34 1.15

work place

Source: Data generated using SPSS version 21

About 63.6% (44.6 % agree and 19% strongly agree) had accepted ethnic diversity as an effective tool for finding
creative solutions whereas 31.3% remained neutral and 5.1% (3.5% disagree and 1.6% strongly disagree) disagreed
with the fact. O’Reilly et al (1998) showed that ethnic diversity promotes creativity and implementation of new ideas
over homogeneous teams. About 59.8% (35.1% agree and 24.7% strongly agree) had believed ethnic diversity had
improved decision making and 6.3% did not have that faith. McLeod et al (1996) and Watson et al (1993) have
found that ethnically diverse work teams make better decisions than homogeneous teams. Very few (5.4%) had
disagreed with the contribution of ethnic diversity for outstanding achievements while 67.1% (51.3% agree and
15.8% strongly agree) recognized the achievements possible with ethnic diversity. Multicultural teams will lead to a
winning mentality when moderated in constructive (task) conflicts (Jehn et al, 1999; Kochan et al, 2003). About
63.6% (41.5% agree and 22.5% strongly agree) had a perception that ethnic diversity promotes free flow of
information while 24.4% remained neutral and 12% disagree with that belief. Due to social categorization, ethnic
diversity will lead to less coordination and thus difficult communication (Lazear, 1999; Morgan and Vardy, 2009).
47.8% had neither agreed nor disagreed about the impact of ethnic diversity on the professional relationship with
employees. However, 6.6% had a belief that ethnic diversity negatively impact the professional relationship and 45%
(37.3% agree and 8.2% strongly agree) thought that there is no impact. 54.4 % (44% agree and 10.4% strongly
agree) have agreed that ethnic diversity had helped to meet the timeline of projects whereas 41.5% had no comments
and 3.5% did not agree with that. Amaram (2007) states that ethnic diversity can lead to dysfunctional conflicts,
reduced psychological identification, and guarded communication, and thus become counterproductive. The resultant
confusion could create delays in project completion. About 26.9% (4.7% strongly disagree and 22.2% disagree) had
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gone through stress due to ethnic diversity whereas 19% remained neutral and 54.1% (36.7 agree and 17.4% strongly
agree) did not face any ethnic diversity stress issues. As organizations and institutions become more ethnically
diverse, racial or ethnic harassment may become more frequent and may result in multiple negative outcomes. The
targets of ethnic harassment may disengage from the work situation physically or psychologically (Kimberly et al,
2000). The highest standard deviation 1.15 among all the questions reveals that the respondents had a wide
difference of opinion about the ethnic diversity related stress issues, probably contributed by individual
organizational practice of ethnic diversity. The mean value of all questions is in the range of 3.40 -3.78 and the
standard deviation is 0.74-1.15. The highest mean value (3.78) is observed for influence of decision making and the
contribution to the achievements by ethnic diversity whereas the lowest mean value (3.40) is observed for
considering ethnic diversity related stress issues. The Pearson correlation coefficient estimated for the age diversity
is given in Table 6.

Table 6. Pearson coefficient of age diversity

Age group Employee performance
Age of the employee Pearson correlation 1 -0.011
Significance (2 tailed) 0.846
N 316 316
Employee performance Pearson correlation -0.011 1
Significance (2 tailed) 0.846
N 316 316

Source: Data generated using SPSS version 21
H1: There is no significant relationship between age diversity and employee performance

Based on the results, there is a negative relationship (-0.011) between age group of employees and their performance.
The value of correlation coefficient (-0.011) falls in the range of 0 to -0.19 which is interpreted as “very low and
almost negligible”. The significance of the relationship is 0.846 which is greater than 0.05. Thus, the null hypothesis
is accepted that there is no significant relationship between age diversity and employee performance. Even though
age is one of the characteristics of the employee that triggers categorization among them, we observed there is no
influence of age diversity on the employee performance which agrees with the findings discussed in Williams and
O'Reilly (1998) and Jackson et al (2003). The Pearson correlation coefficient estimated for the gender diversity is
given in Table 7.

Table 7. The Pearson coefficient of gender diversity

Gender of employee Employee performance
Gender of the employee Pearson correlation 1 0.032
Significance (2 tailed) 0.572
N 316 316
Employee performance Pearson correlation 0.032 1
Significance (2 tailed) 0.572
N 316 316

Source: Data generated using SPSS version 21
H2: There is no significant relationship between gender diversity and employee performance

Based on the results, there is a positive relationship (0.032) between gender of employees and their performance. The
value of correlation coefficient (0.032) falls in the range of 0 to 0.19 which is interpreted as “very low and almost
negligible”. The significance of the relationship is 0.572 which is greater than 0.05. Thus, the null hypothesis is
accepted that there is no significant relationship between gender diversity and employee performance. Similar to our
observation, there are many reports that observed non- significant impact of gender diversity (Balkundi et al, 2006;
Ely, 2004; Graves and Elsass, 2005; Hobman and Bordia, 2006; Leonard and Levine, 2006). The Pearson correlation
coefficient estimated for the ethnic diversity is given in Table 8.
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Table 8. The Pearson coefficient of ethnic diversity

Ethnic status of Employee performance

employee
Ethnic status of the employee Pearson correlation 1 -0.012
Significance (2 tailed) 0.829
N 316 316
Employee performance Pearson correlation -0.012 1
Significance (2 tailed) 0.829
N 316 316

Source: Data generated using SPSS version 21
H3: There is no significant relationship between ethnic diversity and employee performance

Based on the results, there is a negative relationship (-0.012) between the ethnic status of employees and their
performance. The value of correlation coefficient (-0.012) falls in the range of 0 to -0.19 which is interpreted as
“very low and almost negligible”. The significance of the relationship is 0.829 which is greater than 0.05. Thus, the
null hypothesis is accepted that there is no significant relationship between ethnic diversity and employee
performance. Jehn and Bezrukova (2004) had also reported a non-significant relationship of ethnic diversity on team
performance. Joshi and Roh (2007) had also reported more null findings (20) than positive (7) or negative effects (8)
of ethnic diversity. Webber and Donahue (2001) in their meta-analysis of 24 studies found that race or ethnicity had
no relationship with team cohesion or performance. The organizational strategies of individual companies are likely
to have an influence on the impact of workforce diversity. Growth and customer oriented strategies have a positive
impact; whereas stability oriented growth strategies have a negative impact of workforce diversity on organizational
performance.

Growth-oriented strategies require new ideas, experimentation, and creative processes and thus make possible the
inclusion of views and efforts from a diverse employee population (Oliver, 1990; Watson et al, 1993; Lumpkin and
Dess, 1996). Customer oriented strategies can benefit from utilizing the information of diverse employees to better
serve the needs of their customers (Jackson and Alvarez, 1992; Thomas and Ely, 1996). Stability-oriented strategic
environments are not expected to benefit from diversity. Groups in such environments demand less innovation and
focus more on efficiency achieved through centralization, specification, and vertical differentiation (Doty et al. 1993).
For these groups, diversity could decelerate group processes, increase communication problems and
misunderstanding, and hinder the speed and proficiency of decision-making processes (Milliken and Martins, 1996;
Williams and O’Reilly, 1998). The nature of the task will also have an impact on workforce diversity. The routine
task is characterised by standard, less innovation and high coordination process that gained very little or nothing
about diversity related competencies. In contrast, innovative and creative tasks are associated with complex problem
solving capabilities; diversity will be beneficial to them.

People-oriented cultures will cultivate a sense of cooperation and teamwork which may reduce intragroup bias
arising from demographic differences (Gaertner et al, 1990; Tsui et al, 1992). Competition-oriented cultures place
greater emphasis on individual accomplishment as opposed to collective accomplishment, and may cause group
members to seek differences amongst themselves (Ng and Van, 2001). This desire clearly escalates differences
between those from diverse backgrounds that may be detrimental to the efficient functioning of individuals within
the group and the group as a whole (Mannix et al, 2001; Tsui et al, 1992). Thus, the benefits of workforce diversity
observed in one organization might have been compensated by the limitations of workforce diversity in other
organizations as a result of different organizational strategies, culture and the nature of the task undertaken by each
organization.

6. Conclusion

The study reveals that the diversity of all three demographic profiles of the workforce - namely age, gender and
ethnicity - does not significantly impact the performance of employees. Thus it is concluded that the employees in
Singapore neither admire the workforce diversity as a boon to them nor do they criticise it as a white elephant and
they have shown a neutral perception about workforce diversity. It is believed that organization culture, human
resource practices, nature of work and business strategy of individual firms are different from each other and the
differences are likely to mask the impact of variables on the employee performance in one firm with that observed in
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other firm. Recommendations based on the perspectives of employees for improving the effectiveness of workforce
diversity have also been made. A comparison of the effect of workforce diversity on similar or the same
organizations operating in different countries would improve the depth of knowledge, especially on the interaction of
organizational culture and national environment, and the effect of workforce diversity further. For further
understanding, a study can focus on a specific category (positions in the organization like Directors, Managers or
Executives) of employees.
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