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Abstract

Performance of employees has been a vital matter for all organizations regardless of their sector. As organi-
zations become more diverse, maintaining high performance becomes a challenge. This study examines the
relationship between workforce diversity and organizational performance in educational sector of Cyprus
through moderating effect of diversity fatigue. Mixed Method is used for the purposes of this study to analyze
data from university academic staff, through survey and senior-level interviews (semi-structured). Qualitative
measures were used to develop dimensions for diversity fatigue, which further were tested through quanti-
tative approach. Results imply that extent of diversity fatigue can suppress the relationship between over-
all performance and workforce diversity, which is positive and significant prior to interaction of fatigue.
Furthermore, our study expands the literature regarding the topic within educational sector. Managers can
have an enhanced decision-making process regarding diverse workforce and degree of fatigue, which yields
in a higher performance level for the firm.
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Is There Always a Positive Relationship between Workplace Diversity and Organizational Performance, or Does Diversity Fatigue Imply a Suppressing effect? [ RN

1. INTRODUCTION

To accomplish business success there are a number
factors that are crucial, and the diversity of employees
is an element, which with careful management and
accreditation can stimulate improved success (Richard
and Johnson 2001). As a result of the number of mi-
grant workers and the ever evolving globalization, uti-
lization of diversity can validate the potential growth
of businesses. As universities around the world are en-
couraging overseas students, the demand for different
cultures to be present during educational programs
has increased. However, it is important to note that
the concept of diversification within a company is a
sensitive matter and cannot be expected to flourish in
every context. The recruitment of global staff, who can
accommodate the influx of international students is
essential within a university campus and therefore, di-
versity is integrated from the outset. There is a general
agreement that continuous management and active
encouragement inside an organization is essential.
This highlights the need to accommodate and explore
relevant and crucial aspects of requirements on par-
ties concerned (i.e. agents) (McKay, Avery, and Morris
2009). Hence, it is vital to highlight the delicate pro-
cess of selection and recruitment regarding diverse
workforce, which is to be intact with university goals
as well as its current atmosphere. Understanding un-
derlying effects and influential factors alongside prop-
er management is of necessity if an organization is to
increase its diversity.

A number of features should be included/men-
tioned when exploring the concept of diversity (e.g.
sex, age, ethnicity, level of education, personal history,
and profession). Research by Kreitz (2008) described
diversity as the differences that are present and exist
that distinguish individuals from one another. Factors
of diversity can be from any number of personal traits,
whether obvious or concealed beneath the surface,
and can be past, present or future related. Our study
focuses on the extent of which a diverse workforce
can contribute to overall performance of an organiza-
tion (universities) through moderating effect of diver-
sity fatigue that is an emotional state of employees.
These concepts are further explained in detail. This
specific research focuses on these factors included in
university environment. Additionally, our study takes
an already diverse environment into account for con-
duction of this research as diversity is implied within
the universities of Northern Cyprus and particularly,
those located in Kyrenia.

Having a workforce, which includes greater diver-
sity, and encourages a global awareness, leads to in-
creased competitiveness in the market. Furthermore,
the employment of staff with diversity can lead the
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organization towards improved services. Integration
of these factors can affect international students and
academic staff together as they cater for their needs.
There are numerous studies that have indicated a
positive and significant relationship between the or-
ganizational performance and diversity (Soni 2000).
Furthermore, businesses that include a greater level
of diversity have demonstrated a greater impact on
organizational commitment (Giffords 2009), together
with improved total performance (Sacco and Schmitt
2005). Thus, it can be said that having a proper and
adequate system of attracting and recruiting diverse
workforce can yield in an increased competitive rivalry
for the organization. This becomes vivid in a relatively
small island of Cyprus as academic units can be com-
pared in terms of diversity and their performance as
well as image can be examined.

Information on the relationship between perfor-
mance and diversity at universities worldwide that
include employees and students from diverse regions
in the world still remains limited. Variation in indus-
tries in relation to diversity of staff is noticeable and
this is even after extensive awareness on the topic
has been raised. The subject of inclusion and diversity
has generated a focus of interest. Although, the vol-
ume of data is excessive, but the amount of activities
relating to the topic is barely visible, and though ma-
terial is widely available, the actions remain outdated.
Managers have expressed interest and emphasis relat-
ing to inclusion and diversity. This is while directors
and board members seem to decline such measures.

Within academic realm of university, when prepa-
ration to incorporate diversity is confronted by barri-
ers or confined by politically inappropriate commen-
tary, or support from senior levels is absent, diversity
fatigue can occur. As a result, all the endeavor and
commentary will serve as a mere propaganda and
thereby, making employees and students resent hier-
archy, which inevitably generates a sense of distrust,
weariness and questioning. This in turn can damage
the productivity level of the organization on a signifi-
cant level as it impacts morale of staff. The resulting
diversity fatigue is a critical and vital consequence of
an unstable diversity at universities, whereby studies
available do not offer measurement scopes to meas-
ure within an organization.

Current study by performing a qualitative research
among top managers of international universities pre-
sented two main different aspects of diversity fatigue
for the first time, which can aid managers to avoid such
problems regarding diversity among employees. The
developed items will be applied also in a quantita-
tive analysis for current study as a negative modera-
tor between diversity and operational performance to
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present its critical role at international universities. It is
expected that diversity fatigue exhibits a dampening
effect on the relationship between workforce diversity
and organizational overall performance.

2. THEORETICAL BACKGROUND AND
HYPOTHESIS DEVELOPMENT
2.1. Workforce Diversity and
Organizational Performance

The topic of diversity is understood differently, where
there are some who perceive diversity as ideal pros-
pect to improve an organization, and then there is a
number who consider that it is simple as a compliance
matter which affects legal aspects of business. The
subject of diversity is also being considered as a cru-
cial strategic prospect for organizations, thereby ena-
bling managers to encourage diversity for the benefit
of performance levels. In an embracing, diverse envi-
ronment, any number of ideas and suggestions can
be highlighted for encouraging enhancement and
enablement of the subject under review. As a result,
a convivial and open approach offers room for staff
to innovate and become creative in the workplace,
thereby increasing performance levels (Allen et al.
2007).

Several studies have indicated the rewards that are
offered by diversity for a business (e.g. attracting and
retaining talent, lower turnover intentions, reduced
legal threats, awareness of the market and its relative
requirements, greater originality and innovation with-
in the organization, improved problem-solving prac-
tices, improved flexibility in the company, heightened
decision-making procedures and greater performance
levels) (Robinson and Derchant 1997). Comparatively,
there has been research indicating that diversity has
highlighted a reverse response on the organizational
performance, with job-satisfaction and turnover inter-
acting in the equation (O'Reilly, Caldwell, and Barnett
1989). Furthermore, the negative relationship was dis-
covered with an impression of organizational detach-
ment (Tsui, Egan, and O’ Reilly 1992), lower aspects of
integration, language barriers, reduced communica-
tion and struggles or poor atmospheres within work
groups (Richard et al. 2003). All these elements that
are mentioned above create a negative impact on the
organizational performance.

In the light of the above, further examination of di-
versity is required as studies have discovered varying
results. Discrepancies in previous literature on diversi-
ty and the gauging of the phenomenon should be re-
investigated (Harrison and Sin 2006). Definitions on di-
versity and the related elements in the measurement

have been researched by Prasad, Pringle, and Konrad
(2006). The differences in descriptions explore the var-
ious means to comprehend and scrutinize diversity in
the workplace. As a result, this has led to altered clas-
sifications of diversity in relation to research. The work
of Kossek, Lobel, and Brown (2006) further examines
the subject, which includes influences and similari-
ties that occur between workplace diversity and per-
formance of organization together with strategies on
HRM. Accordingly, considering previously mentioned
elements, the context needs additional investigation.

Research carried out by Kochan et al. (2003) sug-
gested that connection concerning performance and
diversity may differ in being affected by factors con-
cerned. The moderating factors and their investiga-
tions can assist for an improved comprehension of
the relationship. Another opportunity for integrating
this topic is to study and focus on the orientations of
the business on diversity and focus not solely on one
firm and its diversity. Also, to comprehend the devia-
tion that occurs on diversity, understanding of subject
matter could be a focus for comprehending causes
and results.

The definition of diversity according to Thomas
(2003) suggests that it is an accumulation of detect-
able elements (e.g. race, sex, age) and additional ele-
ments, which are not vivid (e.g. educational achieve-
ment, sexual orientation, religion, preferences and
values). Further terms that can be implemented, sug-
gested by Cox (1993, p. 6) is diversity “a mix of people
in one social system, who have distinctly different,
socially relevant group affiliations” The expansive
definition was further extended by Loden (1996), who
suggests that diversity is the uniqueness of principles
and differences, arriving at an organization with each
individual. However, it is noteworthy that due to the
complex nature of aforementioned definitions, further
examination and investigation is deemed necessary
to provide better understanding of this phenomenon.

Evolution of diversity has been characterized in
three specific groups, by Thomas (2003), the world-
wide market, relating to the motivation behind com-
petitiveness in business; the constantly changing
aspects and consistency of the workforce and recruit-
ment (Toosi 2002), and the focus on embracing indi-
vidual differences as opposed to promotion of them.
Accordingly, the advent of diversity points to the fact
that diversity is considered an element, which in turn
can increase competitiveness and competitive advan-
tage in a market place. To measure the organizational
performance involves a number of different elements,
which coincidentally affect or have the potential to
affect.
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A survey instigated by (Ferguson 2011), comment-
ed that tourism is considered to be a gendered area of
business. According to (Cho et al. 2017), by increasing
the possibility of globalization, diversity of the work-
force was one of the most fundamental concerns in an
organization. In fact, diversity of the workforce relates
directly to equality and intrinsic value that is placed
on it (Travis, Lizano, and Mor Barak 2015; Ng and Sears
2012). It is then considered crucial that as result of
positive affect of diversity in business environment,
employment of enthusiastic diversity approachable
staff is critical (Barak, Findler, and Wind 2016).

It would seem obvious that diversity will positive-
ly impact on performance of organization (Richard,
Roh, and Pieper 2013) together with any number of
other constructive effects, including but not limited
to, improved organizational obligation (Cho and Mor
Barak 2008) and retaining of staff (Hobman, Bordia,
and Gallois 2003). It should also be pointed out that
studies conducted by Choi and Rainey (2010), docu-
mented that diversity could affect adversely organi-
zational performance. Therefore, further studies are
required to explore the relationship. Discovering the
result of diversity management on organizational per-
formance within workplace is considered to be one of
the most fundamental areas of research over the last
10 years (Groeneveld 2011; McKay and Avery 2015; Ng
and Sears 2012).

It is crucial to find the correct and most related
theory for evaluation of the relationship between
workforce diversity and organizational performance.
The chosen theory is the optimal distinctiveness the-
ory (Brewer 1991) which addresses team consistency
and linking of positive effect on employees’ perfor-
mance in organization. It is further suggested that a
significant trial for managers is decreasing conflicts
and unfamiliarity of workforce to increase perfor-
mance. Certainly, the optimal distinctiveness theory
attempts to improve organizations culture relating
to diversity. It has been stated that members of team
desire opportunities to be more similar to the rest of
the team (Greenberg, Ashton-James, and Ashkanasy
2007) whilst wanting to retain their own individuality
(Brewer 1991). Accordingly, businesses with differing
teams and increased diversity try to accomplish an
inclusive work atmosphere (Shore et al. 2011) and as
a result, they offer an improved organizational per-
formance. Some academics such as, Giffords (2009)
suggest that companies with greater diversity dem-
onstrate improved organizational performance and
most scholars agree that diversity always leads to
greater organizational performance.

In relation to measurement of diversity,
Reinforcing Homogeneity (Dass and Parker 1999) and
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differentiation between Color-Blindness and Fairness
will be used in current study. A business with great-
er diversity is dedicated to bearing in mind gender
equality (Thomas 1992). The international universities
in Northern Cyprus have considerable scopes of edu-
cational tourism, creating employment opportunities
for both men and women of varying ages and educa-
tional backgrounds. In light of the above and with the
extensive review of various theories presented previ-
ously, the following hypothesis is emerged:

H1: Workplace diversity has a significant impact on
Overall performance.

2.2. Educational Toursim in Northern Cyprus

Over the past few decades, education industry has ex-
perienced a rapid rise in numbers of students world-
wide (Abubakar, Shneikat, and Oday 2014). According
to United Nation’s Educational, Scientific and Cultural
division as stated that a number in excess of 2.5 mil-
lion students from around the world were studying
overseas during the year 2009, with most of them con-
tinuing their education to university level. Educational
tourism is not an original subject (Holdnak and
Holland 1996). However, the relevance is highlighted
by the need for new research. There are direct areas
of focus in educational tourism ranging from demo-
graphic, socioeconomic, geographic and psycho-
graphic (Bhuiyan et al. 2010). The attention of tourism
is shifting around the world with significant numbers
choosing educational tourism as the main choice to
travel abroad (Zarzuela et al. 2013).

Although Northern Cyprus is a small island, it has
experienced an unbelievable growth in educational
tourism since the 1990’s. The volume has been ever
increasing due to the incredible demand for higher
education coming from Turkey, Africa and Middle
East countries (Katircioglu 2014). Through growing
higher educational sector, demand on the island has
increased with high quality services being offered by
international universities maintaining a competitive
edge. Northern Cyprus has shown economic growth
through improvement of educational tourism. With
educational tourism playing such a vital role on the
island, then considerable studies could be implement-
ed to research other aspects. A research carried out
by (Katircioglu 2010) relating to the effect on the eco-
nomic growth of North Cyprus in relation to effects of
educational tourism. It states that there was a signifi-
cant influx of foreign exchange and employment as a
result of educational tourism on this small island. Prior
to 1974, North and South Cyprus were a single entity
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known solely as Cyprus. However, after 1974, it is now
part of Turkey.

In relation to significance of diversity and the
positive role it has on performance of universities,
there are currently no studies. In regard to universi-
ties there is no literature which specifically focuses
on the impact diversity has on organizational perfor-
mance. This study aims to contribute to explore the
relationship at an international university in Northern
Cyprus. There are some well-known international
universities based on the island, for example Eastern
Mediterranean University, which was ranked within
the best 5% of universities among 25,000 world uni-
versities in 2014 recorded by Webometrics Ranking of
World Universities (n.d). It was selected as one of the
reference case studies due to its 20,000 students from
106 countries, which involve 1,100 academic staff
from 35 different countries. This clearly expresses how
this international university produced a considerable
number of employment opportunities. Other chosen
universities are Girne American University, Near East
University and Cyprus International University.

2.3. Diversity fatigue, trust issue, and
emotional tiredness

According to The Economist, diversity can have a
negative impact on employees trust level (Diversity
Fatigue, 2016). The cause of this could be affected
by work environments with high level diversity ex-
periences staff having less in common with their col-
leagues than in a less diverse workplace (Choi and
Rainey 2010). As a result of the abovementioned no-
tion, this could lead to changes in performance of an
organization. This research has opened up two promi-
nent dimensions on diversity fatigue within the con-
text of university through applying qualitative analy-
sis by conducting interviews.

H2: Diversity Fatigue suppresses the effect of Worforce

Diversity on Overal Performance

3. METHODOLOGY
3.1 Sample and Procedure

The data for this research was collated through two
separate steps from full-time academic and adminis-
trative employees, who are working at international
universities in North Cyprus.

The judgmental sampling was selected for this
research according to the purpose of the study for
guantitative analysis. Cyprus is one of the largest is-
lands in the Mediterranean Sea and tourism is the

main industry, with educational tourism completely
changing its economic progression. There were two
separate sections for each employee, where they were
asked to answer the questions related to workforce di-
versity initially and then questions referring to work-
force fatigue (emotional tiredness) and their overall
performance. As a final stage the responses were col-
lected after two weeks from the selected international
universities.

The distribution number was five hundred at the
indicated international universities, whereupon four
hundred and seventy questionnaires were reached
and from this number four hundred and four were ac-
cepted. Although the main language of North Cyprus
is Turkish, all employees know English extremely well
and therefore, no translation was required.

A pilot study was performed at one university to
ensure that the questions were understandable for
the respondents. In relation to measuring diversity fa-
tigue which was defined in the questionnaires format
for the first time, pilot study was performed (32 ques-
tionnaires) and the results presented normal distribu-
tion and satisfactory validity for constructs.

Suggestions made by Podsakoff et al. (2003), it is
better that there will be a temporal separation be-
tween the measurements. Thus, the measurement
items were answered in two sections. Prior to com-
mencement of the research a meeting was held with
the dean and vice dean of each faculty to describe the
purpose and procedure of distributing questionnaires
amongst employees.

3.2 Measures

Workforce diversity (Podsiadlowski et al. 2013) by
measuring three different aspects namely reinforc-
ing homogeneity, Color-Blind and Fairness totally
measured 10 items. As it was defined in qualitative
analysis section, diversity fatigue’s items were devel-
oped through interviews. The items were categorized
in two different dimensions namely, trust issue, and
emotional tiredness. All items of diversity fatigue and
emotional tiredness in the questionnaire are meas-
ured on a 5-point Likert scale (1 = strongly disagree;
5 =strongly agree). Implementing the scale devel-
oped by the work of Dess and Robinson (1984), staff
were questioned about the extent of competitiveness
of their firm in comparison with other competitors
within the period of three years based on a six dimen-
sion variable (quality, productivity, profitability, mar-
ket share, return on equity, and overall performance).
Construct items have been transformed into variables
through mean for testing the variable as whole. The
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aforementioned variables are more likely to represent
a proper answer if conducted on objectively chosen fi-
nancial and/or production data, which was out of the
boundaries of this particular research and is explained
in the limitations section.

3.3. Qualitative Analysis of Diversity
Fatigue Dimensions

Five semi-structured interviews were conducted with
senior-level executives (two women and three men)
who worked in a range of diverse organizations for
more than 20 years. The interviewees aimed at explor-
ing their views and experiences on diversity in order
to identify the emerging forms of diversity fatigue
they experienced at their workplaces. These findings
later utilized and incorporated in developing the di-
versity fatigue dimension of the questionnaire.

All the interviewees considered diversity as “the
norm” or “essential part of modern day workplace”in a
globalized world of work.

- Intoday’s global economy it has become the norm.
(Interview Question 1, Female)

- Personally, | feel diversity is very important. |
worked in a global business and it was essential to
embrace cultural traditions and ideas...l think em-
bracing people’s abilities not their race, gender or
sexual orientation is nothing but a strength to any
organisation (Interview Question 4, Male)

— | feel that we should learn to get on with it as this
is now the 215t century and like it or not diversity is
here to stay. (Interview Question 5, Male)

They believed that all organizations, based on
their size, had to make adjustments to ensure that the
needs of the diverse workforce would be fulfilled. The
possible measures suggested by the interviewees var-
ied from introducing workplace training on basic un-
derstandings of different cultures to ensuring special
needs of the workforce is considered.

— Part of the workplace training should be teaching a
basic understanding of cultures, nations, religious
beliefs, business etiquette, acceptable male-female
interaction, traditions, what is considered polite im-
polite and sometimes it is a simple as what foods to
serve during a training session. For example, during
linguist training on a Military Base in the US, par-
ticipants where 90 % were Muslim, 90 % of the pre-
pared meals for lunch and dinner contained pork
and the privacy concerns for females in the group
were not considered as a result the day of train-
ing was not very successful. (Interview Question 1,
Female)

- | enjoy working in a diverse workplace as it has
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allowed me to meet and understand other be-
liefs" and cultures and broadened my learning ar-
eas. Diverse attitudes can be improved by hold-
ing regular open meetings with management and
staff where everyone is encouraged and allowed
to voice their opinions, concerns and experiences
so that all can understand the issues. (Interview
Question 2, Male)

- An organisation can listen to its’ staff more, listen
what the workforce want rather than do what you
think they want. (Interview Question 3, Female)

The existing theory which is discussed in the lit-
erature review and qualitative interviews were utilized
for developing the two dimensions of the diversity fa-
tigue, namely trust and emotional tiredness.

3.4.1. Trust Issue

Based on the common themes that emerged from
qualitative interviews: Trust dimension involved not
only the idea of being trusted by their colleagues,
but also having different abilities in understanding
the responsibilities of the work. This created tiredness
through generating concerns over colleagues’ abili-
ties to complete the tasks/being able to trust the team
members to complete the task, and increased the
chances of work-related misunderstandings between
the colleagues. For example interviewer 1 mentioned
the need for extra effort including confirmations and
employing different approaches or making allowanc-

es in order to make things work, which can become a

source of diversity fatigue.

- Inthe beginning | used to assume a lot and realized
quickly that sending and receiving was not always
the same, so now | usually ask staff to confirm to me
either via email or conversation, how they under-
stood or how they are approaching a task. It also
teaches you that different approaches work and
that you need to apply different parameters and
deadlines if you need something to work. With all
things being equal, you need to be able to make
allowance in a diverse environment regarding peo-
ple’s background, experience (work) and ability to
approach a task and possible language differences
or interpretation. It is sometimes impossible to be
fair in all situations, however you need to respect-
ful when discussing issues and concerns. (Interview
Question 1, Female)

- The only downside is it can slow the process down
if your partner does not share and understand
the cultural norms. One barrier to understand-
ing is of course language competency. My global
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experience has met many levels of language abili-
ties and training is important especially around lan-
guage in a global business; it is difficult to promote
someone who cannot communicate with fellow
employees. (Interview Question 4, Male)

Some of the interviewees believed that diversity
could be used as a source of discrimination if used for
gaining better positions/working conditions.

— Diversity is used as a tool or threat for an individual
to gain better working conditions or to hide poor
performance issues. (Interview Question 2, Male)

- Some people can use diversity to gain favour.
(Interview Question 3, Female)

- People are there to work for a living and should
conform with the employers directives, not to use
ethnic race card to get out of what you are paid and
employed to do. (Interview Question 5, Male)

3.4.2. Emotional Tiredness

Emotional Tiredness included worries about trying not

to offend colleagues who belong to the ‘other’ groups

(beliefs, life styles, racial, religious, gender etc.). This re-

quired a constant need for trying to be politically cor-

rect around the colleagues with diverse backgrounds.

- Language and localised sayings can be a problem. |
have witnessed a person from one area of England
make a comment to a black woman which in his
part of the country was considered a complement
and was received in this way. However, this was wit-
nessed by a third party where in their part of the
country it was deemed a racist insult and this per-
son made a complaint resulting in an investigation.
(Interview Question 2, Male)

- Being politically correct around your diverse col-
leagues in my opinion has got so far out of hand
people are actually stopping talking to each other
in fear of reprisal. (Interview Question 5, Male)

Figure 1. Theoretical Model

Please note: The interview questions are attached
as Appendix |.

By relying on moderating role of both aspects of
diversity fatigue on the relationship between work-
force diversity and overall performance the following
hypotheses could be developed:

4. DATA ANALYSIS

Data analyses for this study will describe geo-
graphical profile of respondents and exploratory and
confirmatory factor analysis. The internal consistency
reliability was assessed based on the commonly ac-
cepted cut-off value of 0.70 (Nunnally 1978). SPSS
Version 22 was used to analyze moderating effect of
diversity fatigue on relation between workforce diver-
sity and overall performance. The hypothesized model
of moderating role of emotional tiredness and trust
issue in the relationship between workforce diversity
and overall performance is presented in Figure 1.

4.1 Profile

First table shows itemization of the collected sample.
Specifically, 9% of respondents were aged between 18
and 27 years and 31% of respondents were aged be-
tween 28 and 37. Fifty-six percent were aged between
38 and 47 and the rest were older than 47. As table1
represents, the sample consisted of equal male and
female (50%) respondents. Regarding educational
career, as figures demonstrate 52% had PhD degrees.
About organizational tenure 4% of employees had
less than one-year work experience at university and
3% had 1-5-year work experience. Thirty- Five percent
were with university about 6-10 years and 40% had
11-15-year work experience. The rest were more than
15 years in the related university. Single people almost
include the majority of the respondents, as 52% and
remain (48%) were Married.

[Tru set ISSUE] [Emotional Tiredness

| Homogeneity

[Btindness | +—

‘'orkforce Diversity

Diversity Fatigue

sz

Overall Performance
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Table 1. Respondents’ Profile

Respondents’ Profile Frequency Percentage
Age

18-27 35 9
28-37 126 31
38-47 226 56
47-58 2 1
58-67 15 4
Total 404 100
Gender

Male 203 50
Female 201 50
Total 404 100
Education

Undergraduate 26

Vocational school 37

Master 132 33
PhD 209 52
Total 404 100
Organization tenure

Under 1 year 15 4
1-5 years 11 3
6-10 years 140 35
11-15 years 163 40
16-20 years 75 18
Total 404 100
Marital status

Single or divorced 209 52
Married 195 48
Total 404 100

Additionally, the respondents were chosen in a
manner to exhibit diversity within the workforce of
selected universities. Based on collected data, our re-
spondents were from an array of countries that are
namely, Turkey, Cyprus, Iran, Iraq, Jordan, Kazakhstan,
Russia, Ukraine, USA, UK, Congolese, Nigeria, Kenya,
Azerbaijan, Turkmenistan, Syria, Palestine, Libya,
Tunisia and Morocco. The research team emphasized
on selection of respondents and to ensure representa-
tion of diversity among the participants. As previously
mentioned, universities selected for our research had
a diverse workforce as they are international organiza-
tions. Thus, throughout the data collection process,
our research team ensured participants are chosen
regarding their various nationalities, and that diversity
measures are taken into account.

South East European Journal of Economics and Business, Volume 15 (1) 2020

Specifically, coefficient alpha for workforce diver-
sity, diversity fatigue and overall performance were
0.88, 0.88, and 0.87. The results signify that all coeffi-
cient alpha scores were greater than the accepted cut-
value of 0.70 (Nunnaly 1987) and all measures were
reliable.

Referring to table 3 of this paper, it can be seen that
through various regression models, the workforce di-
versity (WD) and its relationship with Overall perfor-
mance has been moderated by Diversity Fatigue (DF)
(r=-0.021). However, the interaction plot exhibits this
statement on a more profound manner. It can be seen
that respondents with higher diversity fatigue levels
(trust issues or emotional tiredness) and low WD have
shown a lower rate regarding their overall perfor-
mance. This is while when DF has been reported poor,
and WD has been high, the overall performance has
a tendency to be increased. The effects of Diversity
fatigue due their negativity have been reported as
“dampening” or “suppressing’, which means the vari-
able implies a depressing effect on the existing rela-
tionship between the two dependent and independ-
ent variables (Jose 2013; Rose et al. 2004). In other
words, the positive variables (WD and OP) have faced
a dampening effect with inclusion of DF. This supports
our hypothesis of moderation (H2). Our results also
demonstrate that workforce diversity and its charac-
teristics have a significant relation with overall perfor-
mance, which supports our first hypothesis. However,
consisting Emotional Tiredness and Trust Issues as
negative moderators (which are shown as Diversity
Fatigue) within the equation has led to a higher level
of significance, which cannot be neglected. Ergo, it can
be stated that moderation has also taken place within
the above relationship. Main purpose of this study
was to analyze moderating role of emotional tired-
ness (an important part of diversity fatigue) alongside
trust issues on the relation between workforce diver-
sity and overall performance. This moderation was
found to be of negative value, which was expected
as higher levels of emotional tiredness and trust is-
sues logically affect the overall performance level in a
negative manner. Our results support our hypotheses
regarding both positive relationship between work-
force diversity (Reinforcing Homogeneity, Color blind,
and fairness) and Overall performance. Furthermore,
our results also show the occurrence of moderation
effect from Diversity Fatigue (Emotional Tiredness and
Trust Issues) on the relationship between Workforce
Diversity and Overall Performance. This is in consen-
sus with prior studies on the matter as well as being
intact with qualitative measure of current study.
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Table 2. Factor Loadings and Construct Reliability

FL CR a AVE
Reinforce Homogeneity 0.85 0.84 0.585
We are striving for a homogeneous workforce 0.781
It feels better to work with similar others 0.799
People fit into our organization when they are similar to our already existing 0.784
workforce.
Through similarities we feel more connected as colleagues 0.754
Color Blindness 0.84 0.81 0.590
Qualification matters in our organization, not background 0.841
Promotion is dependent upon employee performance, not on someone’s 0.687
background
All are welcome as long as they meet the necessary requirements 0.745
People fit into our organization when they match the required job qualifications 0.811
Fairness 0.79 0.85 0.623

We regard it as important to give employees from disadvantaged groups specific 0.846
support for their further development
Our organization is culturally diverse, as we take equal employment opportunities 0.648
seriously

People fit into our organization when they reflect the demographics of the society ~ 0.712
we are situated in

People from all societal groups have equal chance of being recruited in our firm 0.723
Trust Issues 0.86 0.88 0.582

| do not feel that | am trusted by my colleagues 0.649

I am not confident in the other group members ability to help me 0.822

The other group members do not understand my point of view 0.749

| feel like the organization prefers some people to others due to diversity 0.731
Emotional Tiredness 0.78 0.86  0.501

| am exhausted of being afraid to offend the other team members who have differ-  0.658
ent ideas, beliefs and life style

do not feel comfortable that the organization, | work for, keeps supporting others 0.710
with different ideas and beliefs

| am tired of being politely correct all the time 0.649

Table 3. Different Regression Models for Estimation of Overall Performance

Coeff. SE t p
Constant 3.431 0412 12.544 <0.001
Model 1.
WD 0.162 0.031 2392 <0.0071
(R-sq=0.092,
MSE = 0.782)
Constant 2.752 0.641 8.145 0.013
Model 2.
(R-sq=0.223, WD 0.147 0412 4129 <0.001
MSE = 0.691)
DF 0434 0.138 3213 <0.001
T e
. . . < 0.
R-sq=0.411,
(R-sq DF 0.118 0.058 0.965 0.021
MSE = 0.586) WD x DF 20,021 0.007 12541 <0.001
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Table 4. Additional Statistical Outputs for Plotting the
Interaction

Variable Mean Standard
deviation

Workforce Diversity 31.1512 11.2177

Diversity Fatigue 14.9786 8.2882

Figure 2. Interaction Plot of Moderation Effect

Interaction Flot
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5. DISCUSSION
5.1. Evaluation of Findings

The main determination of this study was to investi-
gate the moderating role of emotional tiredness in the
relationship between workforce diversity and overall
performance within the context of international uni-
versities situated in North Cyprus. The study was con-
ducted through measuring the variables under exami-
nation through questionnaire surveys together with
interviews. Hypotheses in this article, demonstrate
that workforce diversity has significant relationship
with overall performance. This is while diversity fa-
tigue has a dampening impact on the overall perfor-
mance and workforce diversity, based on the results
of this study. This demonstrates the fact that there is
existence of emotional tiredness and trust issues can
extremely negatively impact the relationship between
workforce diversity and organizational performance,
which in turn can be costly for the organization. The
strength becomes more apparent within an atmos-
phere such as universities where the level of diversity
is comparatively higher. Therefore, the relevance of
suppressing effects of diversity fatigue must not be
neglected.
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6. IMPLICATIONS

6.1. Theoretical Implications

Theoretically, this paper was instigated to examine the
effect of workforce diversity on emotional tiredness
and overall performance. There is no study that have
surveyed the effect of workforce diversity on overall
performance, by moderating role of emotional tired-
ness alongside trust issues by using optimal distinc-
tiveness theory. This makes the contributions of this
research twofold. As our theoretical model has not
been investigated prior to this research, the literature
can only expand through this model. Additionally,
managerial implications, which arise from our results,
are another contribution, which are explained further
in this section.

6.2. Managerial Implications

In light of the results of this research, it can be noted
that diversity within workforce can have positive out-
comes and have a direct and yet significant impact
on overall performance of the organization. It carries
vitality to consider that the previously indicated find-
ings are in fact an integral of other variables, which
can be influential (e.g. diversity fatigue). Through the
accuracy of this study, diversity fatigue, whilst not
having significance on overall performance on an
individual basis, has intense impacts on overall per-
formance when it is within the context of workforce
diversity. This can act as an indicator for managers
as diverse work environments require constant care
and supervision relating to diversity fatigue, to prop-
erly and positively affect overall performance of the
organization in both short-term and long-term basis.
Furthermore, having considered trust and emotional
tiredness, managers within organizations can achieve
improved levels of performance for an organization,
if trust is generated through an environment of pres-
ervation and equality. Within a workplace of a diverse
nature, employees need correct managing and lead-
ership to demonstrate the opportunities during diffi-
cult times and also to allow them to focus on achiev-
ing the organizational goals and objectives.

7. LIMITATIONS AND SUGGESTIONS FOR
FUTURE STUDY

As with most researches, this research has expe-
rienced restrictions and limitations for conducting
the study. The most prominent limitation was that
of financial support for the study. With papers of this
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scale, involving several aspects being under exami-
nation and mixed processes of analysis, necessitate
support which was not forthcoming for this research.
Furthermore, the restrictions on time due to univer-
sity lives, more specifically the availability of suitable
members for the research, this research was limited
to restrictive dates, and to be merged within a limited
time-bound. Objectivity of financial and/or produc-
tion data available for this study, specifically in relation
to variables under examination in terms of competi-
tiveness and extent of rivalry within the market was
another limitation, which restricted the research. With
such data it would permit the team of researchers to
possess more full and sufficient overview on the sub-
ject of competitiveness in the market space, thereby
creating an improved understanding of the relevant
variables. Furthermore, this study was restricted to
research conducted within international universities
in Cyprus therefore a cross-cultural survey could lead
to a more comprehensive understanding of the phe-
nomenon. It should also be noted that if a study were
to be carried out in neighboring countries like the
Middle East or Mediterranean, the results could have
brought generalization on understanding differences.
As diversity is a literal application of differing back-
grounds and cultures within a specific environment,
similar research with different contexts can create bet-
ter understanding on the subject matter. Accordingly,
a cross-sectional study, comprising of different indus-
tries or different divisions could be examined (i.e. tour-
ism/hotels, local firms, banking) can aid in the process
of understanding the topic.
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Appendix |
Interview Questions
. I do not feel that | am trusted by my colleagues
Strongly Disagree O Disagree [ Undecided O Agree O Strongly Agree O
I am not confident in the other group members ability to help me
Strongly Disagree OO Disagree O Undecided O Agree O Strongly Agree O
The other group members do not understand my point of view
Strongly Disagree OO Disagree O Undecided O Agree O Strongly Agree OO
| feel like the organization prefers some people to others due to diversity
Strongly Disagree OO Disagree O Undecided O Agree O Strongly Agree OO

| am exhausted of being afraid to offend the other team members who have different ideas, beliefs and life style

Strongly Disagree O Disagree O Undecided O Agree O Strongly Agree O

| do not feel comfortable that the organization, | work for, keeps supporting others with different ideas and beliefs

Strongly Disagree O Disagree O Undecided O Agree O Strongly Agree O

I am tired of being politely correct all the time

Strongly Disagree O Disagree O Undecided O Agree O Strongly Agree O
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