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Abstract 

This study investigates the relationship between various types of diversity and organizational efficiency. Following 

research on the published material, many factors are determined. This study aimed to examine the link between diversity 

and organizational success. Evidence comes from firsthand sources, namely surveys. Assessments were picked on the 

internet, and those who filled them were in managerial or higher capacities. For evaluating the predictions, SPSS was 

used. The findings suggest that each has a consequence on organizational performance. All hypotheses demonstrating an 

advantageous connection between various types of diversity and organizational performance have been discarded. 
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1. Introduction 

Managing diversity in a multiethnic workforce to achieve a business objective is a phenomenon that has been around for 

a while despite the different terminology employed.  

To define companies incorporating all different cultures, races, racial, and gender backgrounds. It can be a consequence 

of outsourcing and frequent shifts in the workplace, which demand a necessity to stay in business to grow organizations 

and cooperate through national boundaries; it has become necessary for them to seek an additional lively cultural model 

if they are to stay afloat in this dynamic environment and achieve their corporate goals. Businesses increasingly 

recognize and appreciate a multicultural workforce that includes individuals from many ethnic, racial, religious, and 

gender origins. The emphasis is now on regulating the expanding trend of multiethnic varied forces, which is a critical 

aspect in achieving overall business performance, i.e., the globalizing economy and the increase in the number of 

multinational corporations (Arora et al., 2021; Bansal et al., 2022; Bhalla & Bansal; 2014).  

 

Businesses that engage and aim to continue to prosper in this period of cultural, social, and economic change must 

practice diversity management. 

Due to the fast economic growth and advancement, which has mandated that organizations become increasingly diverse, 

particularly in mixed and multiethnic countries, diversity management has become a significant issue. Organizations 

must now seek out and educate workers to get more comfortable and proficient in an array of backgrounds if they are to 

achieve their goals and continue to survive in a dynamic multiethnic workforce environment (Ali et al., 2021; Gupta et 

al., 2022; Ma et al., 2022). 

In order to become more profitable, stands must take a leadership and direct role in improving organizational 

performance. They must carefully select their personnel (taking into account their ages, gender, previous employment, 

marital status, and academic credentials), assign appropriate duties, and provide adequate assistance (Gaidhani et al., 

2019; Singh et al., 2020; Akbar et el. 2021).  

Multicultural management serves as a strategy for creating and sustaining a pleasant workplace. As a result, good 

management of diversity programs will foster acceptance and appreciation for those distinctive distinctions within a 

group that works together (Osmond, Citation2008). The essence of this approach to leadership is for employees to be 

comfortable with workplace diversity and to develop a concern for distinctions based on race, gender, age, background, 

sex orientation, or any other factor that may not be shared by everyone working in the same organization (Al et al., 

2022; Sharma & Arora, 2021; Maharshi et al., 2013). Thus, one of the essential challenges of workforce diversity 

involves dealing with problems with bias based on age, gender, previous work experience, institutional 

background/qualification, ethnicity, background in schooling, and culture. 

The primary objective of this management approach is for team members to be comfortable with the diversity of the 

workplace and to develop a concern for distinctions based on race, gender, age, background, sex orientation, or any 

other factor that may not be shared by everyone working in the same organization (Umer et el., 2021; Singh et al., 2020; 

Blouch & Malik, 2019). 

Therefore, some of the most critical challenges of worker diversity are discrimination based on age, gender, previous job 

expertise, institutional experience/qualification, ethnicity, schooling, and region. 

Multicultural management is a strategy for creating and sustaining an enjoyable place of work. As a result, good 

organizational diversity management programs will foster acceptance and appreciation for those distinctive distinctions 



The Effects Of Cross-Cultural Recruitment On Organizational Productivity 

 

688 

within an organizational unit that works together (Osmond, Citation2008). The primary objective of this style of 

leadership is for team members to be relaxed about their workplace diversity as well as to develop a concern for 

distinctions based on ethnicity, age, gender, beginning, sexual preference, or any other factor that may not be shared by 

everyone working in the same organization. Therefore, the most critical challenges of employer diversity are dealing 

with discrimination based on age, gender, previous job expertise, institutional experience/qualification, ethnicity, 

schooling, and region. 

 

2. Review of Literature 

The workforce diversity literature emphasized the influence of different variables, such as significant influence on 

organizational success, novelty orientation, Productivity (Ali, 2016), and employee advancement. Vermeulen (2010) 

shows the administration of diversity for higher educational bodies in the African continent and Germany, Meric et al. 

(2015) discussed or analyzed higher education institutions in the continental United States of America, and Vázquez & 

Elston (2006) highlighted academic career trajectories with particular reference to Spain. 

 

Many organizations saw significant improvements in the office atmosphere, staff motivation, efficiency, and critical 

personnel retention due to the change. 

 

Additional impacts occurred from managing diversity and teamwork, such as employees' perceptions of marginalization 

and organizational efficiency (Inegbedion et al., 2020). Green et al. (2015) emphasize the benefits of diversity in terms 

of adaptation, alternative solutions to issues, the availability of multiple services, and the diversity of skills and 

knowledge. Kundu and Mor (2017) inferred the public's view of gender diversity in the organization for a considerably 

favourable impact on employee performance. In contrast, Odita and Egbule (2015) discovered a statistically significant 

link between heterogeneity in the staff and institutional effectiveness. 

 

Governments and colleges have been under considerable strain to respond to globalization, international rivalry, and the 

changing environment. In reply to these circumstances, organizational culture in terms of universities' academic process 

and administrative authority is recognized as a crucial component in harmonizing a cohesive plan according to global 

expectations (Bartell, 2003). Consequently, the educational institution's robust organizational culture characteristics, 

governance, knowledge about strategy, and socialization' have affected individual and institutional performance 

((Bansal et al.., 2022; Choi & Rainey, 2010). 

 

Flexibility is the subjective phenomenon formed by people who make up an association and describe others as 

comparable or distinguished based on their varied backgrounds. 

 

The community is diverse if it comprises people who differ in some way that defines their place in the world. Simons, as 

well as Rowland (2011), agree with this description, claiming that variety differs one group of people from a different 

one along both the primary and secondary dimensions. Gender, sexual orientation, cultural background, age, ethnic 

background, mental or physical talent, and features are critical variables that enormously impact people's identities 

(Mazur, 2010; Simons & Rowland, 2011). According to Mazur (2010), the main elements influence consumers' self-

image and final perspective on the world and institutions. 

 

On the other hand, secondary dimensions are less noticeable but have a changeable impact on personal individuality and 

offer more indirect prosperity to the fundamental aspects of assortment. Geographic location, educational background, 

religion, first language, job style, family status, employment history, and cash, plus the style of communication, are 

secondary dimensions. Secondary dimensions influence an individual's sense of self and self-definition (Panteha & 

Pouya, 2022; Farmanesh et al., 2020). 

 

Every dimension's positioning and strength cannot be fixed, instead, it is dynamic, leaving the meaning of variety more 

complex. Diversity is challenging to comprehend and manage. Mazur (2010) stressed the importance of cultural 

diversity in the workplace. 

 

The labour market has been linked to multilingual, multiethnic, and multi-racial elements. 

 

3. Cross-cultural recruitment  

While there are different avenues of enrollment, and any organization is working only as an umbrella organization in the 

nation where it is headquartered, it is effortless to recruit through university recruitment, advertising, walk-in interviews, 

placement agencies, etc. However, when recruiting from foreign countries, it is necessary to consider these three to get 

closer. The second option is polycentric; in this organization, personnel are only recruited from the host country; this 

reduces costs, and local staff are highly familiar with their native language acquisition and economic, political and 

legislative environment. The third strategy is the geocentric approach, utilized by organizations that function globally to 

attract individuals who are most fit for the position, regardless of nationality. As a result, understanding the need and 

availability of workers is critical for cross-cultural interaction recruitment. 
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4. Employee Productivity and Business Performance  

Employee productivity is the time it takes employees to finish a task. This can be accomplished by allocating 

appropriate tasks to employees at appropriate times and locations. The following will boost employee engagement 

because when employees are assigned appropriate tasks at appropriate times and locations, they are encouraged to 

perform well, which will benefit the organization. To improve staff efficiency in a culturally diverse setting, it is critical 

to guarantee workers an atmosphere of comfort, flexible scheduling, straightforward deadlines and standards, an 

adequate development and training program, increasing and motivating personnel, timely rewards and recognition, 

proper cross-cultural education and chances to learn, accepting innovation, and employees personal growth. 

 

Organizational performance refers to how the actual result compares to the desired result. The achievement of an 

organization is determined by three elements: the fiscal aspect, the day-to-day factor, and the human resource or 

workforce component. If each element is in sync, the organization can function as expected. Organizational performance 

is primarily determined by internal and external factors that determine growth and survival, individual performance, 

department performance, group or team efficiency, etc. For the organization to perform well with multilingual staff 

members, it is necessary to clearly define the goals and objectives of the employees, then measure the employee's 

performance, compare the actual performance to the performance they want, and so on. 

 

The matter should be addressed immediately as attainable, and correct approaches to employee engagement should be 

developed, as well as a policy that encourages open communication at the workplace and an upbeat organizational 

atmosphere. Consequently, staff loyalty and satisfaction will increase, allowing the corporation to achieve its stated 

objectives and goals more efficiently and effectively. 

 

5. Impact of Cross-Cultural Diversity on an Organization  

Over the past few years, globalization has resulted in an essential rise in cross-cultural interchange between people of 

different races, ethnicities, races, and other backgrounds. This is because of more travel, enhanced communication, and 

higher living standards. The workforce is one of the primary spheres of society affected by this diversity boom; 

diversification has been steadily expanding in enterprises internationally since the 1980s. Research on the effects of this 

on businesses has shown that, when handled well, diversity can increase the efficacy of a company. Having diversity has 

several benefits for an organization. For example, when qualified applicants arise, organizations can select from a larger 

talent pool and locate competent individuals more quickly and effectively. Due to the exchange of diverse thoughts, 

attitudes, and ideas, diversification fosters creativity, allowing organizations to generate more innovative ideas. People 

from different cultures work for companies because they provide valuable insights and knowledge of the local market 

whenever a product needs to be launched internationally. Workers from that culture can also help businesses navigate 

language barriers, local laws and customs and better understand consumers' preferences. 

 

Additionally, a better understanding of culture helps avoid mishaps like KFC's advertising of its tagline, "so good you 

will eat your fingers off," instead of "Finger-lickin' good," due to poor translation. Research indicates that varied work 

groups exhibit higher Productivity and happiness levels because they foster a competitive and demanding work 

atmosphere. Employees who are part of multicultural groups are more productive because they are more likely to be 

open to exchanging thoughts and tales, which also boosts morale. Financial returns exceeding industry medians were 

shown to be 35% more common among ethnically diverse individuals. Research indicates that a 1% increase in diversity 

within an organization can result in a 3% increase in income. Moreover, a varied workforce is a significant determining 

factor for most job searchers seeking employment. Higher degrees of cultural variety have been found to raise revenue 

by up to 15%. 

 

6. Research Methodology 

Research Objective 

This article's prime goal is determining how workforce assortment influences the organization's Productivity. It also 

decides which kind of diversification significantly impacts the company's general success. 

 

Significance of the Research  

This study's much broader scope makes it helpful for various objectives. This is because it encompasses each sector 

currently in operation and has a diversified workforce, not just one particular industry. Since a diverse workforce is 

found in almost every industry, this article is significant for all industries since it explains why workforce diversity 

affects overall organizational performance. This study also explains the reasons for and effects of the various types of 

people that firms hire. 

 

Hypothesis 

Ho: There is an essential unconstructive correlation between cross-cultural diversity and organizational Productivity. 
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7. Data Analysis 

Table 1: A t-test on the effect of cross-cultural assortment on the Productivity of business 

Statistical 

technique 

Effect of cross-cultural Assortment 

on the Productivity of Business  

Benefits of diverse cultures for 

corporate success 

Coefficient 3.878 0.889 

Df 117 117 

Asymp. Sig. 0.265 0.841 

Sig., significance; df, degrees of freedom.   

 

The substantial agreement on the research's factors about the possibilities of cultural variety is determined by Table 1. 

The study finds that, at a p-value of 0.841 (t[120] = 0.889, p > 0.05), there is no statistically noteworthy agreement 

among groups of races on the study factors about the chances of multiculturalism and company performance. As a 

result, the theory that there is no significant consensus among the two variables in question is accepted. Mazur (2010) 

supported the findings, stating that increased organizational efficacy, better planning, and creativity are linked to racially 

multilingual staff. 

 

Table 2: Spearman’s correlation test on the cross-cultural diversity on the performance of business 

Statistical technique Impact of cross-cultural Diversity on 

the Productivity of Business 

Benefits of diverse cultures for 

corporate success 

Spearman’s rho       

Impact of cross-

cultural Diversity on 

the Productivity of 

Business 

Correlation 

Coefficient 

1 0.456** 

Sig. (2-tailed) 0 0 

  N 120 120 

Benefits of diverse 

cultures for corporate 

success 

Correlation 

Coefficient 

0.395** 1 

Sig. (2-tailed) 0 0 

N 120 120 

Sig., significance.   

**, Correlation is significant at the 0.01 level (2-tailed). 

 

The association between the impact of different cultures on company efficiency and its prospects was also examined 

using Spearman's Rho correlation analysis (Table 2). According to Welman, Kruger, and Mitchell (2010), these tests 

quantify the statistical link, or association, between two continuous variables. 

 

A coefficient r-value of 0.456 is indicated by the test findings in Table 2 regarding the potential and impact of cultural 

diversity on corporate success. 

 

This suggests that there is a direct proportionality between the two measures. 

 

8. Conclusion 

Finding out how diverse staff affects organizational performance both financially and non-financially was the main goal 

of this investigation. It also determines whether the type of diversification significantly impacts the company's financial 

performance. 

 

The report outlines how cross-cultural hiring will improve worker productivity and organizational performance through 

appropriate language competency instruction, assessment centres, hands-on instruction, integration into the culture, and 

other measures. Employees working in this type of culture create a variety of interpersonal abilities and people abilities; 

they are additionally cognizant of the people within them and consumers. Cross-cultural administration helps in 

improved decision-making as it is exaggerated by different cultural convictions and estimations. This will help 

organizations get beneficial perspectives from different staff members to deal with the issues quickly. Effective 

communication is essential in cross-culturally enriched organizations since personnel come from many backgrounds and 

speak various languages. It is, therefore, essential to familiarise them with a common tongue so they can interact easily. 

With ethnic recruitment, interpersonal relationships and community relations are also improved. Employee 

demographics also contribute to the company's success. When talent is hired from various sources, an organization gains 

access to a pool of individuals who can bring inventiveness and originality. The cross-cultural dimension identified by 

Dr. Greet Hofstede highlights the significance of preserving cultural diversity within an organization to foster positive 

interpersonal relationships among employees, which will lead to mutual support and increased employee engagement 

and retention, which will benefit the business. Additionally, cross-cultural hiring is essential since it benefits the 

company and the employees. However, there are times when cross-cultural hiring comes with its own set of difficulties 

that must be resolved quickly in order for the business to successfully accomplish its intended objectives. 
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