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ABSTRACT 

Workforce range approach similarities and 

variations among employees in phrases of age, 

cultural history, bodily competencies and 

disabilities, race, faith, gender, and sexual 

orientation. No human beings are alike. People are 

distinctive in not only gender, lifestyle, race, social 

and psychological characteristics however 

additionally in their views and prejudices. Society 

had discriminated on these aspects for hundreds of 

years. Diversity makes the paintings force 

heterogeneous. In present day situation, employing 

varied team of workers is a necessity for each 

business enterprise however to control such 

different team of workers is likewise a massive 

undertaking for management. This paper 

consequently examines the effect of work pressure 

range factors (generational diversity, gender range, 

ethnic/racial range and academic range) on 

organizational performance.    

 

I. INTRODUCTION 

• Workforce variety method similarities and 

differences amongst employees in phrases of 

age, cultural background, bodily capabilities 

and disabilities, race, religion, gender, and 

sexual orientation. No people are alike.    

• Managing variety is one of the most critical 

demanding situations confronted by means of 

managers and their corporations.    

• In nowadays paintings surroundings, co-people 

are probable to be of different gender, age, 

faith, cultural historical past, race and 

ethnicity.    

• Workforce variety control may be adapted to 

many extraordinary sorts of working 

environments and be included into many 

special forms of management styles.    

 

II. REVIEW OF LITERATURE 
Barboza Coral (2015) stated about 

impact of workforce diversity on retail sector 

employees in Mangalore city, found that the major 

reason retail outlets in Mangalore strive to 

incorporate diversity is to improve productivity and 

to remain competitive in the market. The units 

selected for the study consists of employees 

working in retail sectors (6 retail subsectors were 

selected) in the city of Mangalore. The sample size 

of 50 respondents with diverse backgrounds was 

selected. The author pointed that diversity 

management is the key to growth in today’s 

fiercely competitive global marketplace.    

 Klaus Desmet, et al; (2015), in their 

study described on Culture, Ethnicity and 

Diversity. This study investigated the empirical 

relationship between ethnicity and culture. Using 

surveys of individual values in 76 countries, they 

found that ethnic identity is a significant predictor 

of cultural values. This study revealed that ethnic 

and cultural diversity are unrelated. This study 

explored the correlates of cultural diversity and of 

the overlap between culture and ethnicity, found 

that the level of economic development is 

positively associated with cultural diversity and 

negatively associated with the overlap between 

culture and ethnicity.    

Darwin Joseph R, et al; (2015), 
explained in their study the effects of work force 

diversity on employee performance in Singapore 

organizations. This study focused on the effect of 

the workforce diversity in terms of age, gender and 

ethnicity. The study exposed that the diversity of 

all three demographic profiles of the workforce - 

namely age, gender and ethnicity - does not 

significantly impact the performance of employees.     

Shakila P (2014) conducted a literature 

review about reports on training and development. 

This study explained that the importance, need of 

review of literature and the related review of 

studies to the topic. It has been concluded that the 

new advancements in Human Resource 

Development should be included in evaluating the 

effectiveness of training programs. This study 

suggested that training and development very much 

essential for employees for further development of 

their career.     

MichaelChidiebereEkwe et al;(2014), 

conducted a study to understand about the impact 
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of training and development on organizational 

effectiveness: evidence from selected public sector 

organizations in Nigeria. The study was conducted 

by administering questionnaire to a sample of 55 in 

Nigeria public sector. Statistical tools like chi-

square, Pearson’s Correlation and linear regression 

were used to analyze the data. The finding 

indicated that there is positive relationship between 

training/development and organizational 

effectiveness.     

Harold Andrew Patrick, et al; (2011) in 

their study investigated about career management, 

employee development and performance in Indian 

Information Technology Organizations. Relevant 

information was collected from 100 employees 

from Indian IT companies. The study found that 

individual factors contributed maximally to IT 

employee’s career growth, followed by managerial 

factor, organizational processes, organizational 

culture and least factor was opportunities for career 

growth.     

Raymond A Noe (1996) examined 

whether career management is related to employee 

development and performance? The study 

examined the relationship between different aspects 

of the career management process and employee 

development behavior and performance. The size 

of sample included 120 employees in a state 

agency located in the Midwestern United States. 

Regression analysis showed that career goal had a 

significant positive influence on development 

behavior. The results showed that performance 

accounted for slightly more variance in 

development behavior than development behavior 

account for in performance.    

 

RESEARCH GAP 

• Though various studies were undertaken to 

study and understand the organizational 

behavior of employees.    

• This region has now not been explored 

extensively.    

• Previous studies have unnoticed to analyze 

organizational blessings that end result from 

formal and strategic diversity control programs 

that make bigger beyond diversity illustration 

and worker perceptions.    

OBJECTIVES 

• To verify the notion of team of workers range 

a number of the employees of IT quarter.    

• To assess the effect of demographic variables- 

Age, gender, tenure of carrier and degree of 

control into attention.    

 

RESEARCH QUESTIONS 

• How is the notion of group of worker’s variety 

the various personnel of IT area?    

• How belief of the employee is various taking 

demographic variables age, gender, 

educational qualification tenure of provider 

and stage of control into attention?    

• Does the perception of employee truly be 

counted?    

 

SCOPE OF THE STUDY 

Work pressure Diversity (which includes 

cultural, age diversity, gender range & ethnicity), 

Training and Development plays an essential 

position in figuring out the worker’s overall 

performance of their process. By locating the 

connection among work force diversity (consisting 

of cultural, age range, gender variety & ethnicity), 

education improvement and worker’s overall 

performance and also how it influences the worker 

performance. This examine will help to recognize 

how worker perform of their task and how 

perceived their team of worker’s diversity and the 

way their schooling development have an effect on 

their performance towards their work.    

 

III. RESEARCH METHODOLOGY 
STATISTICAL TOOLS AND ANALYSIS     

• Partial Least Square (PLS)    

• Correlation     

• Regression    

CORRELATION 

Column  

1  

 

Column  

2  
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Column    

1 1    

Column   -   

2 0.04226    

   1    

 

REGRESSION 

SUMMARY    

OUTPUT    

               
Regression Statistics  

        
Multiple    
R    

0.042265    

R Square   0.001786    

Adjusted    

R Square    

-0.02317    

Standard    

Error    

1.5947    

Observations 

42     
         

ANOVA    

        

 

Regressio 

n    

df SS  MS  F  

Significance 

F  

1    

0.1820   

35    

0.1820   

35    

0.0715   

81    

0.790424   

Residual    40    101.72   

27    

101.90   

48    

2.5430   

68    

  

Total    41        

         

 Coefficient  

Standard 

Error  

t Stat  Pvalue 

Lower  

95%  

Upper  

95%  

Lower  

95.0%  

Upper  

95.0%  
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Intercept    3.977273    

2.2423   

96    

1.7736   

71    

0.0837   

31    -0.55478    

8.5093   

24    

-   

0.554   

78    

8.5093   

24    

X    

Variable 1    -0.13182    

0.4926   

94    

-   

0.2675   

5    

0.7904   

24    -1.12759    

0.8639   

54    

-   

1.127   

59    

0.8639   

54    

DATA ANALYSIS AND OBSERVATIONS 

 

SHOWING GENDER    

 

 
 

INFERENCE    

The total no of responses is 112, more number are men compared to women men are 71% and women are 29%    

 

 

 

 

 

 

 

SHOWING LEVEL OF MANAGEMENT    
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INFERENCE    

In level of management 14% people are lower level, 17% people are higher level, 69% are middle level.so 

compared with these three levels most of the people are middle level.    

 

SHOWING EDUCATION QUALIFICATION OF THERESPONDENTS    

 

 
 

INFERENCE    

63% of the sample population are graduates, 37% are graduates.    
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SHOWING THAT EMPLOYEE BELIVE DIVERSITY IS FAIR?    

 
51% of the sample population has strongly agreed    

22% of the sample population has neither agree or disagree    

8% of the sample population has strongly agreed    

11% of the sample population has disagreed    

 

SHOWING DIVERSITY IS STRESSFUL FOR EMPLOYESS?    

 
12% of the sample population has strongly disagreed    

28% of the sample population has disagreed    

19% of the sample population has agreed    
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5% of the sample population has strongly agreed    

36% of the sample population has responded neutral    

 

SHOWING DIVERSITY LEADS TO HARMONY IN ORGANISATIONS?    

 
INFERENCE    

34% of the sample population has responded neutral    

7% of the sample population has disagreed    

44% of the sample population has strongly disagreed    

15% of the sample population has strongly agreed    

 

SHOWING RESPONDENTS FEEL HOPEFUL ABOUT DIVERSITY?    

 
INFERENCE    
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29% of the sample population has responded neutral    

9% of the sample population has strongly agreed    

12% of the sample population has strongly disagreed    

60% of the sample population has agreed    

 

SHOWING RESPONDENTS FEEL FRUSTATED WITH DIVERSITY    

 
INFERENCE    

41% of the sample population has disagreed    

13% of the sample population has agreed    

3% of the sample population has strongly agreed    

43% of the sample population responded neutral    

 

IV. FINDINGS 
The empirical findings highlight those 

perceptions of diversity can have important effects 

on organizations. This research sheds light on this 

issue and found that employee perceptions of 

promotion of gender diversity is significantly 

related to perceived organizational performance. 

More specifically, the results have demonstrated 

that employee perceptions of hiring and retaining 

more women employees, increasing women’s 

representation among workforce and placing 

importance to gender diversity are positively 

related to perceived performance benefits of 

organizations. Based on these findings, it appears 

to be important for organizations to not only focus 

on increasing the implementation of diversity 

initiatives, but to also be sure to increase the 

perceptions towards these practices within their 

workforce. These perceptions of organizational 

support for diversity, especially gender diversity, 

are obviously critical to influencing positive 

employee attitudes and behaviors which in turn 

lead to higher levels of organizational performance.    

 

V. SUGGESTIONS 
Ask personnel to refer process applicants 

they know from beneath-represented companies in 

your organization and offer rewards or bonuses for 

recommending numerous applicants who be a part 

of the employer. Invite personnel to proportion 

their backgrounds and traditions within the place of 

business, inclusive of non-secular and cultural 

practices.    

 

VI. CONCLUSION 
Following a critical evaluate of the 

literature and diverse studies works by students on 

personnel diversity and its impact on overall 

performance, the authors can advocate that there's 

nice giant relation among the personnel variety and 

overall performance. Although pupils are divided 

on the relationship among workforce variety and 

performance, majority of them propose that a 
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various staff undoubtedly impacts on performance 

of the enterprise. They however agreed that coping 

with a numerous team of workers is a project for 

managers. Thus, the way wherein a numerous 

group of workers is controlled is a key determinant 

of the relationship between variety and 

performance. Numerous staff is not an option for 

modern-day companies due to the nature of labor, 

globalization, the demand for great merchandise, 

the call for for great employees etc, a various 

workforce is a need. It will cause improved 

productiveness and performance. However, it could 

show futile if not properly manage. Therefore, the 

company must install a good control device for the 

range programme and additionally ensure that 

group of workers variety is valued in the 

organisation.    
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