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Abstract: Over the last few decades, organizations, have implemented a number of 

diversity and inclusion initiatives to meet the challenges of an increasingly diverse 

workforce. Many organizations now believe that harnessing difference will create 

productive workplace in which employees feel valued for accomplishing 

organizational goals. This study extends into the diversity and inclusion 

sustainability literature. This study explores diversity in the context of employee 

sustainability from an employee’s perspective. Using survey method, there searcher 

collected the perceptions of the employees from IT organisations. The results were 

analysed on the diversity components and sustainability prospects. The findings of 

the study suggest that there is a critical impact of diversity in developing 

sustainable organisations. The study proposes certain strategies and suggestions to 

promote diversity as one of the important factor to have longevity and sustainability 

in organisations.  
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tion, Workforce diversity 
 

 

1. Introduction 

Employee work force has opened its doors to individuals from a variety of diverse 

backgrounds. The outcomes have largely been mixed, some studies conclude that 

diversity can be beneficial to group functioning (Cox et al., 1991) and others have shown 

that diversity can be destructive (Elsass and Graves, 1997). It appears that diverse factors 

such as a work group’s culture, employer  orientation and managers’ views towards 

diversity all play a crucial role (Barry, 1996; Weiner, 1997) on the way diversity is  

handled in the organization (Larkey, 1996). 

In Indian globalization scenario, employers are afforded the opportunity to recruit 

employees with a variety of skills and experiences (Schneider and Northcraft, 1999). By 

employing diverse groups, employers are opening their minds to the talent and skills of 
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all employees rather than restricting recruitment to employees who fit into a pre-defined 

mould.  

The purpose of this research was to examine the impact of work force diversity on 

variables related to organizational outcome specifically employee sustainability. Through 

the present research, insight was gained about work force diversity and its impact on 

employee sustainability with job satisfaction, organisational identification and staying 

intention as its dimensions. This knowledge can help organizations understand the impact 

of diversity on employee sustainability. Finally, it is believed that the measure on 

workgroup diversity culture will add to the diversity literature by helping organizations 

better understand work force diversity   for sustainability of the employees.  

As diversity increases within the work environment, employees are encouraged to work 

with people from a variety of backgrounds. Research has shown that diverse groups often 

experience higher levels of resistance due to the array of ideas, perspectives, values and 

beliefs brought to the work group (Pelled, 1996; Auerbach and Dolan, 1997). 

For the purpose of this research, diversity was defined as a workplace that reflects 

differences with respect to age, gender, length of service, employment status, and ethnic 

background. As a result of the many diversity attributes that exist in the workplace, 

multiple variations of group composition exist. Work group heterogeneity refers to the 

degree to which there is dispersion of a particular attribute in a specified population 

(Blau, 1977). Gender, age, visible minority membership, education, tenure, family status 

and religion are all elements, which can change the dynamics of group relationships.  

2. Literature Review 

Over the past decade, the topic of managing diversity has received significant attention in 

the human resource management literature (Mamman, 1996). Organizations have faced 

enormous change in the demographic composition of the workforce (Richard and Kirby, 

1997) and have slowly acknowledged that employees do not always share the same 

values and beliefs (Wellner, 2000).  

Work group diversity has broadly been defined, as any attribute that people use to tell 

themselves that another person is different (Williams and O’Reilly, 1998). Others have 

defined workforce diversity as “a work force made distinct by the presence of many 

religions, cultures or skin colours, both sexes (in stereotypical roles), differing styles of 

behaviour, capabilities, and usually unlike backgrounds” (Miller and Rowney, 1999). 

For example, employees from diverse backgrounds can teach organizations about 

business practices and customs from other cultures, and this information can give 

organizations a competitive advantage (Weiner, 1997) in terms of interpersonal and 

business relationships. Gardenswartz and Rowe (1999) conclude that employing a diverse 
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workforce enables organizations to: gain access to a changing marketplace, get a healthy 

return on investment from human capital, recruit and retain the best talent, expand 

creativity and ensure survival. 

An organization that embraces diversity can expect to effectively utilize the skills and 

talents of all employees (Wilson, 1997). If employees feel supported by the organization 

they will most likely maximize their effort and will put their best foot forward (Wilson, 

1997). This will enable organizations to get the most value from their workforce.  

Acceptance of Diversity 

If diversity is to be effectively utilized by organizations, it must be embraced by the 

organization’s culture, management and employees (Larkey, 1996; Weiner, 

1997).Organizational culture is defined as the collective norms and traditions shared by 

employees and managers (Weiner, 1997). It serves as a guideline for the implementation 

of organizational policies and procedures. As a result both the organization’s culture and 

the attitudes and views of managers towards diversity will determine where diversity is 

placed in relation to other organizational practices (Larkey, 1996).  

Diversity Paradigms 

Dass and Parker (1999) have identified four diversity paradigms in which work groups 

operate: resistance, discrimination and fairness, access and legitimacy and learning and 

effectiveness.  

Resistance 

Resistance to work force diversity refers to a work group that avoids or ignores 

differences between people. The overall drive behind the resistance paradigm is 

avoidance. Organizations refuse to entertain the idea of diversity and as a result, diversity 

initiatives are brushed aside and ignored. Management claims that business strategies 

such as global competition (Dassand Parker, 1999) should receive priority over diversity 

because they have a greater impact on productivity and profits.  

Employment equity legislation is approached hesitantly. It is viewed as giving some 

people an unfair advantage (Dass and Parker, 1999). Change is not embraced but is 

instead viewed as a liability to organizational productivity. Diversity initiatives are often 

ignored as employing a diverse workforce will change the norms and values of the 

workgroup, which ultimately will impact profit and will discourage shareholders. 

Discussions about diversity are brushed aside and considered irrelevant because diversity 

is viewed as a threat to the dynamics of the work group. 

Discrimination and Fairness 

Discrimination and Fairness towards work force diversity refers to a work group that 

emphasizes assimilation because differences between people are believed to cause a 
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problem. The discrimination and fairness paradigm is the most commonly adopted 

approach to work place diversity (Thomas and Ely, 1996).This paradigm emphasizes 

assimilation because differences between people are believed to cause problems. 

Differences are not acknowledged as this would mean that employees were being viewed 

through different lenses or perspectives. Instead employees are viewed through the same 

lens and are treated in the same manner even when their experiences or needs may be 

quite different. The advantages of diversity are not explored because the organization is 

intent on treating all employees in the same manner. As a result the “staff gets diversified 

but the work does not” (Thomas and Ely, 1996). 

Management believes that prejudice has kept “protected groups” such as women, 

minorities and people with disabilities out of organizations (Dass and Parker, 1999) and 

that legislation will solve their problems. Therefore only the symptoms of diversity are 

addressed (Dass and Parker, 1999). In essence diversity is viewed as a problem to be 

solved (Dass and Parker, 1999) with fair treatment and compliance with legal mandates. 

If the organization meets diversity goals for recruitment and retention they believe that 

they have attained diversity. 

Staying intention 

Staying intention is defined as one’s behavioural attitude to withdraw from the 

organization, which has been proved to be the most direct predictor of actual turnover. 

Employees’ reduced intentions to leave are often accompanied by some increased 

positive work‐related attitudes. Employees’ beliefs of being organizational owners may 

affect their staying intention in two ways. First, individuals tend to consider that they 

have to be more valuable (Nesselroade et al., 1999), thus employees who experience 

psychological ownership may think more highly of their organization when comparing it 

with other organizations. Second, some researchers (Wagner et al., 2003; Van Dyne & 

Pierce, 2004) have suggested that psychological ownership can inspire positive attitudes 

toward the job and the organization, such as job satisfaction, organizational commitment, 

and organizational identification, which in turn reduce intentions to leave (Avey et al., 

2009; Van Dyne & Pierce, 2004; Vandewalle et al., 1995). 

Turnover intention is the measurement of an employee’s conscious and deliberate desire 

to leave an organization (Bouckenooghe et al., 2013). It is the last part of an employee’s 

withdrawal cognition process (Tuzun & Kalemci, 2012) and consists of the perceived 

desirability of leaving and the perceived ease of movement. Thinking about quitting, 

intending to search for other employment, and intention to quit are the three stages of an 

employee’s turnover intention (Omar et al., 2012). Turnover intention represents an 

employee’s psychological state and is less influenced by outside factors (Koslowsky, 

Weisberg, Yaniv, & Zaitman Speiser, 2012). Intent to leave is the strongest predictor of 
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an employee’s decision to quit an organization (Knani & Fournier, 2013; Leisanyane & 

Khaola, 2013).  

An employee’s intent to leave an organization is contingent upon their emotional state 

regarding their job experiences (Bouckenooghe et al., 2013). An employee’s 

psychological state is influenced by individual factors, work-related factors, and 

economic conditions. Time pressures, lack of autonomy, work schedules, lack of work 

related social support, and pay dissatisfaction influence an employee’s turnover 

intentions (Yucel, 2012). These findings suggest that job satisfaction plays an important 

role in predicting an employee’s intent to leave an organization.  

Indian IT Industry 

Notwithstanding global headwinds and uncertainties, the National Association of 

Software and Solutions Companies (NASSCOM) has projected a growth rate of 7-9 per 

cent for the IT and BPO industry in 2018-19 in the country as against 7.8 per cent in 

2017-18.  

The exports would be at $137 billion dollars in 2018-19 as against $126 billion dollars in 

2017-18. The industry is expecting to add one lakh jobs in 2018-19. The overall IT-BPO 

industry size would be adding $14-16 billion. Addressing a press conference here on 

Tuesday, NASSCOM President R Chandrasekhar said 2017-18 saw a growth of 7.8 per 

cent.  “Despite multiple headwinds, industry continues to grow,” he said. 

It had projected a growth forecast for 2017-18 at 7-8 per cent.  The size of the IT-BPM 

industry in the financial year 2017 was put at $154 billion, which includes $125 billion in 

exports. The domestic industry is expected to grow by 10-12 per cent, with contribution 

from this sector growing to $28-29 billion in 2018-19 from $26 billion in the current 

financial year. Growing at 20 per cent year on year, the association had pared the growth 

rate from 8-10 per cent in the previous year owing to global headwinds and restriction on 

movement of human resources. 

According to the industry body NASSCOM, the revenue from the software product 

segment currently stands at 2.2 billion USD and is expected to reach 10 billion USD by 

2020. Assuring that the growth of Indian IT sector is well on track, industry lobby 

NASSCOM today said that the sector would nearly triple its revenues of $350 billion by 

2025.  

NASSCOM and McKinsey, reported that the industry is “well on track” to grow from 

$132 billion in FY 2014-15 to $225 billion by 2020 and further touch $350 billion by 

2025. Out of the $350 billion, exports are expected to account for about $280 billion and 

$70 billion would be from the domestic market. The industry is well on track for growth. 

There is a continued progression of double digit growth despite expansion of base. But 

http://www.business-standard.com/search?type=news&q=Industry
http://www.business-standard.com/search?type=news&q=Nasscom
http://www.business-standard.com/search?type=news&q=Industry
http://www.business-standard.com/search?type=news&q=Industry
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below the calm waters, there is a lot of churn happening as well and companies will have 

to do a lot of things to address the challenges. 

The IT sector has been the fastest growing industry in India. TCS is the largest private IT 

sector employer in the country and it has employs around 2.7 lakh people and offers 

services in 44 countries and Chennai is one of the company’s largest delivery locations. 

(tcs.com press release, 2015) followed by Infosys, Wipro, HCL and Tech Mahindra 

(NASSCOM industry ranking 2014).The IT companies, which together employ nearly 

400,000 people in Chennai of which TCS with over 65,000 employees, Infosys with 

25000 employees, Wipro around 22000 employees, HCL with 24000 employees and 

Tech Mahindra with 12000 employees in Chennai.(Economic Times 2015).  

The growth of the Information Technology (IT) industry is drastically influenced by the 

vital factor ‘human ressources’, as the availability of skilled and trained talent pool is 

imperative. The main element demonstrating the significance of authoritative 

maintenance techniques for IT firms concerns the employee sustainability inside these 

sorts of associations. By latest accessible measurements, inside of the innovation business 

all in all, the normal length of job is 2.7-3 years. Also, "yearly turnover rates of 30-40% 

are not uncommon in the IT area. As has been already said, exorbitant turnover is 

unreasonable to associations and can conceivably influence authoritative survival over 

the long haul. Thus, innovation associations specifically should give careful consideration 

to maintenance procedures to guarantee control over deliberate turnover rates. 

Research Gap 

To our knowledge hardly any study has been undertaken among IT professional in the 

stated dimension of resistance and discrimination of work force diversity. Leading to the 

sustainability of  employees. Several earlier existing studies focussed on the impact of the 

demographic determinants on the employee sustainability. Hence, the study was 

undertaken to investigate the causal mechanisms which may help sustainability of 

employees. 

Conceptual Framework 

The purpose of this paper is to develop a coherent theoretical framework for examining 

sustainability in the context of work force diversity. 

Job satisfaction is derived from the quality of work, life and performance of employees. It 

depends on whether or not employees are meeting their own needs such as being satisfied 

with their jobs or are able to develop and use their skills. (Lowe & Schellenberg, 2001). 

The second area is related to the organizational identification. Field and Abelson (1982)       

suggested that organizational identification is a psychosocial concept and that 

organisational identification is an abstract perception of the individual. 

http://www.business-standard.com/search?type=news&q=Companies
http://tcs.com/
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Employees who work in innovative and supportive environments are more satisfied and 

have a lesser degree of turn over intention. Chen, et al., (2004). Satisfaction and 

commitment were found to be positively correlated with job performance. Research 

provides evidence on the causal links between job satisfaction, turn over intention and 

organisational identification with employee sustainability. 

3. Research Methodology 

Objective: The aim of the study was to explore the effect of resistance and discrimination 

as a dimension of workforce on the employee sustainability among employee in the 

Information technology sector in Chennai. 

Design: The study is quantitative, and non-experimental. 

Population: The study population consisted of professionals who work for IT sector in 

Chennai. 

Sampling: IT companies were selected which were placed in and around the Chennai 

city. The study was conducted in 2017 and data were collected over a period of 6 months. 

Around 500 questionnaires were distributed of which 478 questionnaires were returned, 

yielding a response rate of around 94.7%. However 450 questionnaires were in a usable 

condition.  

Data collection instrument: An instrument has been developed which attempts to 

measure the responses of the professionals regarding the study variable, the sustainability 

of the employees. The instrument developed in the present study reflects the work force 

diversity in Indian software industry. After intensive discussions with the software 

professional. supervisors, colleagues and academicians, the suggestions were 

incorporated in the questionnaire.  

Data analysis: The purpose of the data analysis is to determine if a relationship exists 

between work force diversity on the employee sustainability. The questionnaires were 

coded upon receipt. The data was then analysed using the statistical package for social 

sciences (SPSS). 

Measures 

Job Satisfaction 

We used a 3-item scale to measure job satisfaction (Cammann et al., 1983). Sample items 

were “All in all, I am satisfied with my job,” and “In general, I don’t like my job”. 

Coefficient alpha was 0.93. 

Organizational Identification 

Identification with the current organization was measured using a 6-item scale developed 

by Mael and Ashforth (1992). Sample items included “When I talk about my 
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organization, I usually say ‘we’ rather than ‘they,’” and “If a story in the media criticized 

my organization, I would feel embarrassed”. Coefficient alpha was .89. 

Turnover Intention 

We assessed respondents’ likelihood of voluntarily leaving their current job using a 5-

item scale (Bozeman and Perrewe 2001). Example items were “at the present time, I am 

actively searching for another job in a different organization,” and “I do not intend to quit 

my job (reverse scored)”. Coefficient alpha for this scale was .88. 

The work group culture measure was based upon Thomas and Ely (1996) and Dass and 

Parker’s (1999) diversity paradigms. Thomas and Ely (1996) and Dass and Parker (1999) 

Identified workforce diversity dimension of resistance and discrimination and fairness. 

The original 9-item measure of the resistance work group culture had an alpha of 0.77. 

After deleting few items from the measure, the final resistance dimension of work force 

diversity scale had an alpha of 0.81 with five items. 

Discrimination and Fairness 

The 8-item measure of the discrimination and fairness work group culture had the lowest 

alpha. This was of concern as most organizations operate somewhere between the 

discrimination and fairness. Each item appeared significant which led the researchers to 

question the inter-item correlations. After deleting few items from the measure, the final 

resistance work group culture scale had an alpha of 0.84 with five items. 

Resistance scale  

 Diversity is not accommodated. 

 In my work group stereotypes about certain groups sometimes influence 

decisions about employees. 

 In my work group Employment Equity legislation is seen as a problem. 

 In my work group discussions about diversity are considered irrelevant 

 The costs of complying with Employment Equity legislation are believed to 

outweigh its benefits. 

Discrimination and Fairness scale 

 People believe fairness means treating everyone the same way. 

 Differences between people do not influence employment decisions.  

 All employees are treated in the same way. 

 Ignoring differences between people maintains harmony 
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4. Analysis and Discussion 

Confirmatory factor analysis 

The scale and statements of each construct in this study are borrowed from previous 

studies and small modifications are made to adapt in Indian conditions. Hence, 

confirmatory factor analysis is applied to test the validity and reliability of constructs. In 

this study, three constructs are taken in to account namely discrimination and fairness 

consisting five statements, resistance comprising four statements and employee 

sustainability with three statements. 

Table 1: Estimates of Confirmatory  factor analysis 

 CR AVE MSV ASV FD R ES 

FD 0.894 0.679 0.089 0.046 0.824   

R 0.844 0.520 0.043 0.023 -0.050 0.721  

ES 0.849 0.654 0.089 0.066 -0.298 0.208 0.809 

Test of Validity 

Findings shows that as the chi square value of 43.3 which is insignificant (p=0.765) and 

the normed chi-square value of 1.503 which is less than 3 prove the fitness of the model. 

Moreover GFI and AGFI are more than 0.9, RMR and RMSEA are 0.504 and 0.000 

respectively which also satisfy the criteria for model fit. 

Regarding validity, convergent validity is proved because the standardised weight of all 

factors is more than 0. 7 and AVE of all three variables are more than 0.5. The divergent 

validity is also confirmed with MSV and ASV.  Both are less than AVE in all cases. 

Besides correlation values between variables are less than AVE and their signs are in line 

with theoretical perspectives that reveals nomological or face validity of the model. For 

testing reliability of constructs, construct reliability (CR) is estimated. All three variables 

have scored more than the required value of 0.8. 

The structural equation modelling is a statistical model that seeks to explain the 

relationship among multiple variables. It depicts all of the relationships and variables 

involved in the analysis. With this model resistance to diversity and fairness and 

discrimination are considered as the independent variables and its impact on the 

employee sustainability as the dependent variable is studied. 

Based on literature on this study, three hypotheses has been framed as 

i. Fairness and discrimination significantly does not influence employee 

sustainability 
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ii. Resistance to diversity significantly does not impact employee sustainability. 

iii. There is no significant relationship between fairness and discrimination and 

resistance to diversity. 

It is very clear from the result that both fairness and discrimination and resistance to 

diversity have significant impact on employee sustainability. But fairness and 

discrimination has negative influence on employee sustainability that exhibits high level 

of fairness and discrimination leads to less level of employee sustainability. However, the 

level of influence is negligible though it is significant. This result is in line with the 

outcome of previous studies. 

With reference to the impact of resistance to diversity on employee sustainability, the 

impact is positive and significant. It also agrees with observation of earlier studies that 

employee sustainability is more with high level of resistance to diversity. Contrast to 

fairness and discrimination, the level of influence of fairness and discrimination on 

employee sustainability is considerable. 

The covariance between fairness and discrimination and resistance to diversity does not 

reveal any significant relationship. The negative covariance coefficient implies that those 

who rated high on fairness and discrimination rated low on resistance to diversity and 

vice versa. 

Table 2: Standardized Regression Weights 

   Estimate 

FD1 <--- FD .729 

FD2 <--- FD .706 

FD3 <--- FD .680 

FD4 <--- FD .747 

FD5 <--- FD .741 

R1 <--- R .813 

R2 <--- R .837 

R3 <--- R .822 

R4 <--- R .824 

ES1 <--- ES .830 

ES2 <--- ES .881 

ES3 <--- ES .706 
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Table 3: Estimates of Correlations 

   Estimate 

FD <--> R -.050 

FD <--> ES -.208 

R <--> ES .298 

Table 4: Variable Regression Estimates 

   Estimate S.E. C.R. P 

ES <--- FD -.009 .003 3.409 *** 

ES <--- R .159 .031 5.145 *** 

FD <--> R -0.978 1.133 .864 .388 

In the study, the impact of the work force diversity on the employee sustainability is 

studied. Work force diversity is categorized into two dimensions of resistance to diversity 

and fairness and discrimination as already discussed. The dependency of these variables 

together on  employee sustainability is represented with the help of regression weights.  

Regression weights of the factors on its individual items have been depicted in the 

pictorial representation. The probability values denote the significance of the relationship. 

Almost all the variables are significant. The model  that produces an  estimated  co-

variance  matrix  that is  within  sampling variation of the observed  co-variance matrix 

are generally  thought of as  good models and would  be said to be fit. The co-variance 

among two dimensions of diversity is found to be significant.  

The co-variance between the two independent variables is – 0.978. The   standard  errors 

are minimum 1.13. The relationship is found to be negative however it is not having a 

significant impact the impact is negligible. The variance estimates are highly 

insignificant. Residual in structural equation model refers to how far away an estimated 

co-variance is from the observed co-variance for the two variables. The error in 

prediction for each co-variance term creates a residual. 

Goodness of fit indicates how well the specified model reproduces the co-variance matrix 

among the indicator items. Goodness of fit index is a fit statistic and values of greater 

than 0.90 are typically considered good. The Goodness of fit value is (0.982) and 

coincides with the fit model criteria. The lower root means residual values represent 

better fit and higher values represent worse fit. In the above model RMR value is 

estimated to be 0.000 and proves to be good fit. The root mean square error of 

approximation is another measure that attempts goodness of fit test. It better represents 

how well a model fits a population not just a sample used for estimation. Lower RMSEA 

values indicate better fit and is estimated to be (0.000) in the proposed model. 
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5.  Conclusion 

This research set out to answer the following question. To what extent the component of 

resistance to diversity and fairness and discrimination because of diversity drives 

employee sustainability. In order to build multicultural inclusive environments 

organisations should continuously focus on achieving excellence through inclusion and 

promoting diversity. This paper attempted to focus on diversity dimensions at 

organisational (fairness and discrimination) and individual   level (resistance). 

The implication is that though the employees resist any form of inclusion in the name of 

diversity primarily in the due course or long run employees overcome resistance and start 

adapting to the diversified work force, workplace environment. The outcome of this 

paper has proved that it has a positive impact on the employee sustainability. In other 

words the organisation do not risk employee leaving the organisation because of the 

resistance imposed on him due to diversity. 

However on the other hand at the organisational level if the management imposes 

discrimination and fairness among the diversified work force the employee is likely to 

leave and the organisation will have to risk sustainability of the employee. Thus this 

study has provided a deeper insight into the two main aspects of response towards 

diversity because of demographic inclusions. The conclusions are the result of knowledge 

from this study and relevant literature used in developing the conceptual frame work. 

 The conclusions derived are 

1. The resistance factor is necessary for diversity success and employee 

sustainability. The fairness and discrimination is critical for diversity and 

inclusion, success and employee sustainability. 

2. Employee sustainability is dependent on the diversity phenomenon followed in 

the organisation. 

3. Fairness and discrimination however is an important factor which has proved to 

have negative relationship with employee sustainability as well as with 

resistance. 

4. Resistance towards diversity and its positive relationship with employee 

sustainability is an ongoing phenomenon in organisations. 

Therefore diversity and inclusion policy is administered to gain a competitive advantage 

which is in the best interest of all employees. 

Resistance to diversity and discrimination with diversity is an important issue in the 

workplace. Diversity in the work place should serve as a resource and a process 

rather than just a moral or a legal abide. 
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