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Abstract
Introduction

Literature review

The prevailing business trends for globalisation elicit questions on the feasibility of a diverse executive team to retain and motivate their employees towards higher productivity and satisfaction (Pelled, Eisenhardt and Xin, 1999; Allen et al., 2007). As a research topic diversity is relatively new and its definition is still evolving. Kandola and Fullerton’s (1994) definition suggests that the diversity consists of both visible and non-visible differences which include gender, age, background, race and personality (Kandola and Fullerton, 1994; Simona et al., 2012). Numerous studies have discussed the contribution of the differences among employees with diverse backgrounds and personal attributes on effective organisational decision-making (Argyris and Schon, 1978; Bowers, Pharmer and Salas, 2000; De Dreu, 2007; Elsass and Graves, 1997; Jehn et al., 1999; Simons, Pelled and Smith, 1999; Simona et al., 2012), whilst others debate the likelihood of diversity causing an undermining of the group performance through social categorisation processes (Williams and O’Reilly, 1998). Researchers were interested in examining the impact of demographic characteristics on individual and group organisational behaviour (Ely and Thomas, 2001), underlying that beneficial outcomes are a function of employees being in a position of sharing common values and ambitions (Chatman et al., 1998; Jehn, Northcraft and Neaie, 1999; Simona et al., 2012).  House (House and Global Leadership and Organisational Behavior Effectiveness Research Program, 2004, p.5) stated that “as economic borders come down, cultural barriers go up, thus presenting new challenges and opportunities in business. When cultures come into contact, they may converge on some aspects, but their idiosyncrasies will likely amplify”. 

Bearing in mind that team charisma composition has considerable main effects on team outcomes (Barrick, Stewart, Neubert  and Mount, 1998; Kozlowski and Bell, 2007; Kichuk and Wiesner, 1997) and that differences in national culture or ethnicity can influence industrial relations and cross-border interaction (Tayeb, 2003; Adler, 2002), the significant  impact of cultural diversity on attitudes, perceptions and thus performance of the individuals within an organisation (Frey-Ridgway, 1997; Karoc-Kakabadse and Kouzmin,2001; Mwaura et al., 1998) can be easily identified. However, as the literature reveals, it is not the diversity per se that affects the performance, motivation or retention of employees, but the employee’s perception of inclusion or exclusion regarding the critical organisational processes that determines whether diversity will have a positive or negative impact (Mor Barak and Cherin, 1998).

Scholars have also associated the effects of diversity management with specific aspects of the individual’s personality. Based on the five-factor model (Mc-Crae and Costa, 1987), Homan et al. (2008) revealed that the diverse teams that consisted of members that were open to experience appear to be performing better than diverse teams that score low on this attribute, whilst they disclosed that when differences within a team are prominent, openness to experience smoothes the progress for the individuals of capitalising upon their disparities. According to social identity theory, people are positively biased towards the social group they belong to thus creating a dichotomised sense of “us” and “them” (Ashforth and Mael, 1989), while researches have correlated the minority origin with high individuals’ feelings of isolation and lack of identification in one-on-one relationships (Chrobot-Mason, 2004; Ibarra, 1995; Jones and Schaubroeck, 2004; Mor Barak and Levin, 2002). Apparently, the majority of studies have focused on issues of national culture, gender and ethnicity, and most of it has been conducted in the United States (Egan and Bendick, 2003; Page, 2007; Wentling and Palma-Rivas, 2000).
Employees expect leaders, persons with formal authority, to intervene when social identity conflicts emerge. Nonetheless, it would be interesting to investigate the scenario where the formal authority per se appears to be culturally or else diversified. Literature is emphasised on the application of social identity theory, inter-group anxiety (Stephan and Stephan, 1985) and faultlines (Lau and Murnighan, 1998) from the perspective of managing diversity within a group, whilst it would be interesting to examine and identify the impact of diversity per se on the formation and establishment of an efficient organisational culture (Hofstede, 2001) and henceforth overall effectiveness. Hence, a gap is identified in the literature regarding the utilisation of these theories in the case that diversity occurs in the upper level of management, thus eliciting what it is like to be lead in the context of very salient social identity group differences. The need for conducting a research so as to detect and classify realistic, effective and applicable methods of efficiently dealing with diversity is considered to be crucial (Gardenswartz and Rowe, 2010).

As globalisation has elicited cultural diversity as an integral part of the daily business functions and operations, none organisation can be justified by choosing to ignore it (Smiers, 2003).  The gap that is noticed among the customs, perceptions and ways of communicating the feelings of the employees often appear to have a negative impact on the performance, the establishment of effective communication channels and the team’s coherence and thus the overall organisational effectiveness. Therefore, this paper is interested in examining and hence identifying the method by which the companies will be able to manage the inevitable presence of diversity, in order for the workforce to remain united and aligned with the core values of the cooperation and coherence (Shapiro, Young Von Glinow and Cheng, 2005). Henceforth, a win-win situation for both the workforce and the organisation will be obtained (Arredondo, 1996).

Broadly defined, inevitably enough diversity is multidimensional. As Dreachslin (2007) aptly puts it, “it includes not only the oft-discussed racial, ethnic, and gender identities but also factors such as sexual orientation; generation; social class; physical ability; family; religion; and regional, professional, political, and other personal affiliations. Although every human being is unique, with a distinct and individual temperament, each person is also a member of a wide array of identity groups” (Dreachslin, 2007, p.81).

Over the past decades, the European and global workplace has experienced a greater participation of women, minorities, immigrants, elderly and diverse ethnicities within the labor force. The shifting workforce composition up to higher levels of authority and hierarchy is gradually evident. The emergence of these groups as buyers and customers has also emerged a number of new challenges. The increasing diversification of consumer needs appears to require the establishment of more creative product conservation and innovation strategies. Inevitably enough, the processes, products and services must be specialised so to meet these newly materialised requests and desires.

In business terms, diversity can be described as “a set of differences of individual traits including socio demographic variables and professional variables, which can be found in an organisation’s various levels (Thomas, 1991; Cox, 1991). Core dimensions of diversity include age, ethnicity and culture, gender, race, religion, sexual orientation, and capabilities (Schwind, Das, and Wagar, 2007). Secondary dimensions include education, status, language, income levels, etc” (Panaccio and Waxin, 2010, p.54). 

The necessity for moving and establishing diversity policies beyond the HR department is evident in a study by the European Commission (2003, p.3), under the name “Costs and Benefits of Diversity”. According to this study, companies with active policies to promote diversity attribute to the diversity the important benefits of reinforcing the company’s cultural values, enhancing corporate image and helping to attract and retain highly talented people. Likewise it provides the employees with greater incentives and thus higher productivity and performance, whilst it enhances superior innovation and creativity among employees.

According to, the most important aspect of the aforementioned reimbursements that companies have embraced is that they concern the company as an entity and not just one part of it, as well as it regards to all levels, especially leading executives and senior managers. 

Significance of the study
Focusing attention on diversity being a source of competitive advantage for the organisation (Cox, 1993; Cox and Blake, 1991; Fernandez, 1991; Thomas, 1991), this paper considers it as the most crucial contribution towards the achievement of the overall business mission and vision.

By and large, effectively managing labor diversity promotes:

· The attraction and retention of high valued employees.

· The corporate responsibility image of the organisation and

· The augmentation of the firm¡¦s organisation in encouraging and endorsing innovation.
The profound literature review that has been conducted revealed various ways of defining human resources management. “Human resource management is a distinctive approach to employment management which seeks to achieve competitive advantage through the strategic deployment of a highly committed and capable workforce, using an array of cultural, structural and personnel techniques” (Storey 1995, p.5).

Despite the immense amount of literature in the wider field of human resources management, it appears that it all converges to the admission that as a tool it recommends, coordinates and monitors the effective implementation of policies concerning the:

· Recruitment and selection of employees and career planning and development,

· Evaluation of performance,

· Competitive compensation system and provision of benefits and incentives,

· Promotions and transfers,

· Management of disciplinary offenses,

· Effectively dealing with employees’ complaints

aligned with the overall policy and mission of the organisation in order to achieve the optimal utilisation of the diversity of the human resources.

To this end, this paper is focusing on intensifying around gaining a deep understanding on:

· Diversity management
· Organisational culture

· Diversity and performance

Methodology
Sample

The research was conducted among the members of a department of a private organisation in Cyprus.

Given that the study is focusing on effective diversity management, this department appears to be to be the ideal teams to work with, since its top management is already interested in examining the impact of diversity in its general performance. 

The aim of the sampling design is to ensure that the analysed data are providing the optimum information required for the population that is under investigation, at the lowest possible cost.

For the purpose of the research, the whole population will be investigated, since there are no barriers in collecting data from each employee –team member Therefore, the sampling strategy will intentionally base on the population, since each individual is a member of a team, in which effective diversity management is essential for the overall success.
Instrumentation

Organisations and enterprises worldwide, achieve better operational and financial results, by enhancing the way people socialize, communicate, collaborate and are being supervised.

In light of this, a team is effective when it is mature. This means that members consciously assess and redesign the way they behave, communicate, decide, and act. The resulting work, beyond the knowledge of the subject, rests on two things:
1. How the individual understands his or her abilities and

2. How the person selects and works with others towards implementing objectives.

In light of the research strategy, a constituent of mixed methods was used as a means to obtain an efficient and effective analysis.

Accordingly, the research employed a combination of both explanatory and exploratory approaches (Coolican, 2005; Saunders et al, 2007), so as to gain a deep and overall comprehensive perspective on effective diversity management.

In particular, individual interviews and questionnaires provided the researcher with the valuable opportunity of dissolving any adverse suspicions, as well as to explain and analyse individual profiles, thus enlightening individuals on their competencies and weaknesses (Myers, 2009). Through individual interviews, a better and overall understanding of the causes, the triggers, as well as the criteria set for the interpretation and evaluation of the behaviour of the rest of the team were gained, merely by observing and interpreting the use of oral speech and the body language.

Discussion and conclusions

The global economy is probably an inevitable fact and only an integration culture can make the business and organisations to be long term sustainable and effective. Moran and Volkwien (1992) argue that the organisational climate and culture are associated terms. The organisational organisation is influenced by organisational culture and is reflected in the working attitude through which workers realise the organisational procedures. Schneider (1994) observed that the climate is only a part of the culture and gave the definition that the climate is the atmosphere that the employee understands through the processes, practices and commendations of the organisation. Employees rank their experiences and specific incidents that arise, and then they decode emotions resulting in forming attitudes that constitute the basis of the climate. For this reason, the climate significantly depends on the organisational policies and procedures.

Culture is described as the concept that refers to the general plan of the organisation as this is reflected in its overall vision, values ​​and mission (Schneider, 1994), whilst it may be considered to be “the shared knowledge and schemes created by a set of people for perceiving, interpreting, expressing, and responding to the social realities around them” (Lederach, 1995). Thus, culture influences the way “individuals communicate and behave as it implies a set of norms encompassing thought patterns, beliefs, self-image and emotional responses (Muir, 2007). The dimensions of diversity include gender, race, culture, age, family/career status, religion, disability, educational qualifications, work experience, languages and other relevant attributes and experiences that differentiate individuals (Krishna et al., 2004). Triandis et al. (1994, p. 772) offer a somewhat broad definition of diversity as being “any attribute which may lead people to the perception that that person is different from me”. The emphasis within a management of diversity perspective then is that all perceived differences amongst groups and individuals should be valued (Jackson, 1992; Kandola and Fullerton, 1998; Stone, 2005), sentiments that should pervade a whole organisation in order to create a productive environment (Kandola and Fullerton, 1998). The attitudes and perceptions of individual members of an organisation have a critical part to play in the success or otherwise of diversity policies” (Khan et al., 2010, p.290).

Companies committed to diversity, identify many opportunities for expanding their services and products network (Richard, 2000; Richard et al., 2003; Watson et al., 1993). Literature review has revealed a number of examples of targeted development marketing and products designed to increase revenues through covering new market segments and traditionally excluded groups. Some of these developments were designed to enable more people to gain access to existing products and services. Regarding the socially progressive companies, such initiatives are not only motivated by a desire to increase income, but there is also a commitment to address social exclusion and disadvantage experienced by specific groups (Deeter-Shmelz and Kennedy, 2003). They also contribute towards improving the image of the company and make it more appealing to society in general.
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