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Abstract 

Purpose of the study: The main purpose of this study is to analyse the impact of gender diversity on organisational integrity in 

the context of Pakistani industrial sector. This study also investigates about the influences of female leaders on the association 

between diversity and organisational integrity and evaluates the effect of work place diversity on increase in organisational 

performance. 

Methodology: This study involves mediating and moderating variables along with independent and dependent variables, 

therefore researcher in this study has utilised Structural equation model (SEM) and Meta Regression Analysis (MRA) for 

achieving the main objectives of this research. The researcher has followed the positivism research philosophy as well as 

deductive research approach. In this study, researcher has followed quantitative research design to attain the key objectives of 

this study. 

Main Findings: From the results of study, it can be suggested that employers in Pakistan should diversify their workforce and 

also look to hire female candidates for the same position as male candidates since it would increase the work efficiency and 

integrity within an organisation as women tend to work more or equally passionately in their respective fields similar to men.  

Applications of this study: So, the study of impact of gender diversity on organisational integrity in the context of Pakistani 

industrial sector is not only useful for IT department but also useful for all organisational where gender diversity exists. 

Novelty/Originality of this study: Finally, it is important to clarify that one of the research gap that has been identified is the 

difference in wages between the male and the female employees. The difference in the pay scale between the two genders is 

considered to be a sophisticated gap that the research can deliberately overcome.  

Keywords: Gender Diversity, Organisational Integrity, Industrial Sector, Pakistan, Cultural Mediation, Workplace Abuse. 

INTRODUCTION  

Diversity in the organisation is considered to be the variety of workforce that exists in the organisation (Idrees, Abbasi & 

Waqas, 2013). It is important to suggest that diversity in the organisation is considered to be of two types which are; Gender 

and Cultural diversity (Tahir et al., 2014). In accordance to the study that has been conducted by Wahab and Jaafar (2018) it is 

important to highlight that the role of diversity in an organisation is most likely be considered to improve the performance. The 

reason being is that it leads to the generation of new ideas and helps organisation to achieve their desired goals and objectives. 

As per the study that has been conducted by Rojas (2018) though it may be difficult for the managers to be easily gain control 

of diversified workforce but when diversity exists in an organisation it can lead to great advantages for the organisation.  

The research has specifically been conducted in the perspective of Pakistan where its focus has been made towards the 

industrial sector of the country (Abbas, 2014). In light of the study that has been conducted by Khan et al (2012) the problem 

that has been highlighted is that mostly organisations in Pakistan are considered to have a workforce which consists of mostly 

males. It creates a reputation of some organisations to be male dominated which leads to the point that the number of females 

are less (Sarwar, and Abbasi ,2013). Another problem that has been identified is the lack of literature which exists that is 

related to the topic of the study for which this research has been conducted in order to present a detailed information regarding 

the organisational integrity which is likely going to be impacted by the diversity in the industrial sector of Pakistan (Connon & 

Corneliussen, 2016). 

Another problem that has been highlighted in the study that has been conducted by Ashraf (2017) is the lack of integrity in the 

Pakistani organisations which are understood to be a major problem. It has relatively led to the rise of corruption and unethical 

practices which has considerable lowered the performance of the organisation. Often in a male dominated organisation the 

female gender is not treated much well in Pakistan and can be subjected to many issues. This research has tried to identify the 

numerous issues that Pakistani women have to go through in a male dominated workplace. It is also important to suggest that 

there is a lack of innovation in the industrial sector which is a result due to the lack of diversity which dismisses the concept of 

innovation.  

 

mailto:rising_620@yahoo.com
mailto:pantehafarmanesh@gau.edu.tr


 Humanities & Social Sciences Reviews 
 eISSN: 2395-6518, Vol 8, No 3, 2020, pp 1350-1362 

 https://doi.org/10.18510/hssr.2020.83137 

1351 |https://giapjournals.com/hssr/index                                                                                              © Arif and Farmanesh 

AIMS AND OBJECTIVES 

The main aim of this study is associated with analysing the impact of diversity on organisational integrity in the context of 

Pakistani industrial sector. To incorporate all the important aspects related to the research topic, it is important to break down 

the argument in a manner that helps the researcher to accomplish key aim of this research. Therefore, the following objectives 

are developed to achieve the main goal of this study: 

 To find out whether an increased gender (w.r.t women) representation in the Pakistani Industry lead to an improvement in 

organisational integrity. 
 

 To investigate how the incidence of female leaders influences the association between diversity and organisational 

integrity. 
 

 To know whether work place diversity has an important effect on increase in organisational performance. 

LITERATURE REVIEW 

This chapter is the review of literature on the impact of diversity over the organisational integrity. The main focus of the study 

over analysing the impact in the Pakistani Industrial sector whereas the researches that have been conducted all over the world 

is included in it. Diversity is considered to be one of the major issues for the human resource management in any organisation 

(Rice, 2015). It has many impacts over different operations of the organisation and affects the integrity of the organisation. The 

main operations of the company in which the production, marketing and corporate culture are involved are affected by the 

diversity and the way by which the diversity is perceived world-wide (Anjorin and Jansari, 2018). Sexual violence is 

considered as any sexual act that is done sexually in terms of violence (Barger, et al. 2018).  

The factors that affect the integrity of the organisation are discussed along with the impact of diversity over the organisational 

integrity. Furthermore, this chapter also includes the impact of increased gender representation of females over the integrity of 

the organisation and the role of gender in order to influence the links among the diversity and the organisational integrity (Mak, 

2017). There is a detail of impact of workplace diversity in order to enhance the performance of the organisation in the light of 

different studies that have been conducted by previous researchers. The organisational integrity in the industrial sector of 

Pakistan is also discussed in this chapter along with the gap that is bridged by this study. 

There are several theories that are related to the diversity management and organisational integrity, the theory that is be applied 

on this study is social learning theory which is considered as the process of learning and linked with the social behaviour. 

There are several new behaviours that are proposed in this theory that are acquired by the imitation and observation. As per this 

theory it is analysed that the people engage with some particular activity due to their association with the people engaged in 

that activity. Another theory that is applied on the study is social exchange theory that is psychological and sociological theory 

in which the interactions among two parties are analysed by implementing the cost benefit analysis for the determination of 

risks as well as benefits (Cropanzano, et al. 2017). These theories would help to determine impact of diversity on 

organisational integrity. In the light of the research by Barrett, (2018), integrity is known as the base, depending on which the 

employees develop interpersonal relationships that are mainly based over the trust. Such employees having integrity values the 

relationship with each other in the context of organisation, they also value the relationship with the stakeholders and customers. 

Diversity 

It is analysed that the main factor of the concept of diversity is respect and acceptance. Diversity is defined as understanding 

and accepting the uniqueness in every individual by recognising the differences of every individual. This difference can be on 

the basis of ethnicity, gender, sexual orientation, age, religious or political beliefs, physical abilities, socio-economic status or 

on the other ideologies. Diversity have a direct impact on organisational performance because it provides an organisation with 

a wider and different perspective (Ellis, & Keys, 2015). For example, when similar kind of employees are working in an 

organisation let say all are males or people belong to certain ethnicity, culture or religion etcetera, they provide organisation 

with limited information which is according to their own beliefs, experiences, viewpoints and opinions, in short, they provide a 

limited perspective.  

Organisational Integrity  

Trust is considered as the main factor of organisational integrity as it is fundamental for the high performance in the team as 

well as high engagement in the organisation. The integrity in the organisation is based over the trust yet a lot of hard work is 

required in order to establish the organisational integrity. The integrity in the organisation should be established by the senior 

leaders of the organisation as a role model that juniors should follow. Organisational integrity can be enforced by holding the 

managers in the account as there is a need of reinforcement with the help of reward schemes and recognition. Organisational 

integrity can be demolished by the error of judgment as well as it can be redeemed by the apology and acknowledgement 
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(Gardiner, Parry and Robinson, 2017). Such organisations that takes too long to trust everything as they have low level of trust, 

lacks at the resources as they have consumed a lot of time in building trust with each other. 

Gender Supervisor 

Gender diversity management is considered to be very important for improving the operations of the organisation as it is very 

similar to diversity management. The only concept that leads the organisation towards profits is that the best talent should be 

promoted irrespective of gender (Kelsey, 2015). Gender diversity management is very important for the creation and 

maintenance of such environment in the organisation that attracts, retain and provide equal opportunities to the men and 

women (Lo ,2016). For the successful development of gender diversity management, there should be creation of equal 

opportunities for both male and female (Kim and Mullins, 2016). It is analysed that women are considered as the minority 

gender in the labour market so there are several activities that are being performed in order to promote the women 

empowerment. Female supervisors affect the diversity in an organisation and promote the organisational integrity as they try to 

create the level of trust among their employees (Van Wagoner, et al. 2019).  

Workplace Abuse 

Workplace abuse is considered as the stubborn pattern in which other people are mistreated in the workplace physically or 

emotionally. The tactics that are including in workplace abuse are physical, psychological, verbal and nonverbal abuse as well 

as humiliation (Hong, 2016). This is considered as the part of workplace aggression and is very difficult to manage. Workplace 

abuse usually operates in the established policies and rules that are set in the society and the organisation. It usually reported in 

such workplaces that have diverse workforce and have negative impacts over the organisational integrity. 

Impact of diversity on organisational integrity 

 There are several benefits that can be gained by the employers, employees and business leaders by organisational integrity. 

The main features of organisational integrity are moral judgment, character and trust. Such employees that shows integrity in 

the workplace understands the right from wrong as well as they practice this in their daily lives (Rizwan et al. ,2016) It is 

considered to be beneficial for the environment of business as the foundation for the successful relations of the business is 

trustworthiness. It is very easy to build trust among the employees of the organisation. Trust can be built among the employees 

by setting, enforcing and reinforcing the expectations of behaviours along with the staff by rewarding their behaviour that is 

desired and exiting perpetrators. Integrity is considered as one of the significant value that should be present in the employees 

that are hired in the organisation as it is main focus of the employers (Barrett, 2018). Integrity is known as the trademark for 

the person that shows moral as well as ethical principles at work that are sound.  

Impact of flexible culture on organizational integrity and diversity 

In accordance to the study that has been conducted by Mbeba (2014) a flexible culture when integrated in an organisation is 

considered to enhance the empowerment of the employees where the shift of power is from the upper management to the lower 

management. It is also important to express that employees start to feel quite relaxed and less stressed when they come across a 

culture that is entirely based upon principles of flexibility (Hunt, Layton & Prince, 2015). An assumption has been made that 

the flexible culture allows to develop an easy mode of communication between the employees and the managers and gives the 

ease to make important decisions. As per the study that has been conducted by Otwori & Juma (2015) it is important to share 

that when a flexible culture is followed in an organisation there is a chance that that it could have an impact upon the integrity. 

The reason being is that when flexibility is followed, the employees enjoy their jobs and become more honest and committed to 

the organisational goals higher.  

Organisational Integrity in Pakistani Industrial Sector 

As per the study the study that has been conducted by Adeyeye et al (2015) there is a need to imply that integrity in the 

organisation often refers to ethical practices that are occurring in an organisation. It is important to contribute to the aspect that 

when organisations follow integrity they are likely considered to be related to the type of ethical leadership and management. 

In the case of Pakistan which has been discussed in the study that has been conducted by Faisal & Jafri (2017) it is important to 

deliberate that organisations in the country do become victims of internal corruption.  

Research Gap 

In accordance to the study that has been conducted by Choi, Hong & Lee (2018) it is important to clarify that one of the 

research gap that has been identified is the difference in wages between the male and the female employees. The difference in 

the pay scale between the two genders is considered to be a sophisticated gap that the research can deliberately overcome. 

Another gap that has been identified is the lack of studies that have occurred with regards to the topic which have resulted in 

the lack of empirical findings for the study (Rohwerder ,2017). It is also important to specify that the since little research has 

been done so there is a smaller number of empirical findings for the study. This research has tried to identify the impact of 
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diversity in organisational integrity that exist in the industrial sector. Moreover, there is also a reason imply that in accordance 

to the study that has been conducted by Cho, Kim & Mor Barak (2017) that there are a few studies that discuss of the gender 

diversity.  

THEORETICAL FRAMWORK 

There are several theories that are related to the diversity management and organisational integrity. The theory that is be 

applied on this study is social learning theory which is considered as the process of learning and linked with the social 

behaviour. There are several new behaviours that are proposed in this theory that are acquired by the imitation and observation. 

As per this theory it is analysed that the people engage with some particular activity due to their association with the people 

engaged in that activity. 

RESEARCH MODEL 

 

 

   

 

 

 

 

   

 

 

 

Figure 1: Conceptual model 

The above figure 1 is a representation of the conceptual model of the research and the relationships between the factors that 

have been chosen for the study. There is a need to imply that diversity is considered as the independent variable of the study 

which is likely going to impact the organisational integrity in the Pakistani industrial sector. There are other mediating 

variables that have been chosen in the study for its analysis.  

H1. The above table illustrates the testing of the hypothesis statements in which it determines as the developed hypothesis has 

been rejected or accepted. The first hypothesis of the study was based on the diversity and organisational integrity having a 

significant relationship. 

H2. On the basis of the results, the second hypothesis has been accepted where flexible culture mediates the relationship 

between diversity and organisational integrity. 

H3. The third hypothesis, it examines the significant influence of diversity on flexible culture. Similar to the second 

hypothesis, the regression tool has been applied through Smart PLS where it has been found that diversity has a positive impact 

on flexible culture. Therefore, on the basis of the results, the third hypothesis has been accepted. 

H4. There is a significant influence on the flexible culture on the organisational integrity. The results can be observed in the 

direct effect section in which it has been found that the flexible culture positively influence on the organisational integrity. 

H5. The moderating effect has been found that have insignificant between the two variables diversity and organisational 

integrity. Diversity fatigue does not have a moderating effect between diversity and organisational integrity. 

H6. Female supervision does not have a significant relationship between diversity and organisational integrity. However, direct 

effect is found with the help of MGA analysis of the female supervision on organisational integrity which was negative as well.  

H7. The moderating effects of work place abuse on diversity and organisational integrity. With respect to the results the 

workplace abuse (sexual harassment, sexual violence) is found to have insignificant affect to diversity and organisational 

integrity.  

 

Flexible Culture 

Gender Diversity  Organization Integrity  

Workplace Abuse 

Sexual harassment  Sexual Violence  
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METHODOLOGY 

In the current study, the researcher has followed the deductive research approach. With reference to the findings of Hardwick 

(2016), a deductive approach by its names deduces and utilise the existence knowledge in order to further test the existing 

knowledge from different perspective. The study that is the impact of diversity on organisational integrity has already been 

investigated from prior academics. Therefore, it is justified to say that the phenomenon has already been investigated 

prudently. Nonetheless, in the current study, the researcher has planned to investigate the research phenomenon from the 

Pakistani industrial sector perspective. Therefore, the use of the deductive research approach is justified as the researcher has 

utilised the existing knowledge for the purpose of developing research hypothesis and that have been tested by means of 

statistical measures 

RESEARCH DESIGN 

In this research study quantitative research design has fallowed that to attain the key objectives of this study. The main 

rationale behind using quantitative method is linked with the objective nature of the research (Roller & Lavrakas, 2015). 

Knowing the fact that this study requires more statistical interpretation to determine the actual impact of diversity on 

organisation integrity in the context of industrial sector of Pakistan; therefore, researcher has opted to incorporate quantitative 

research design in this study (Schoonenboom & Johnson, 2017). We used existed questionnaire, and the simple random 

sampling technique was used in this research. Also, the Structural equation model (SEM) /PLS software was used to analyse 

the data collected.  

Data Collection Method  

To accomplish the key aim of this study, researcher has utilised primary data collection methods to gather most relevant 

information related to the research topic (Palinkas et al., 2015). The main purpose behind choosing primary data collection 

method is associated with the main rational of this study, which is to come up with new findings and make useful contribution 

in the existing literature. By following primary data collection methods, researcher has conducted interviews from relevant 

personnel’s so that most relevant information can be gathered. This has allowed the researcher to gain useful insights about the 

research topic, and in accomplishing the main aim of this research. Through survey method I distribute the questionnaires to 

collect the data.  

Sampling Technique  

The main reason behind choosing simple random sampling method for this study is because of the simplicity of this method 

(Glaser & Strauss, 2017). Moreover, this sampling technique also allow the researcher to choose sample from large population 

in a fair way, by creating an equal opportunity for each member of the population to get selected for the study. The sample size 

for this study has been 234, which involves different workers and women’s leaders who are working in PASHA association.  

Data Analysis Technique  

Knowing the fact that this study is completely based on quantitative research design, therefore, researcher in this study has 

followed different statistical techniques to understand the collected numeric data (Leavy, 2017). Moreover, as this study 

involves mediating and moderating variables along with independent and dependent variables, therefore researcher in this 

study has utilised Structural equation model (SEM) and Meta Regression Analysis (MRA) for achieving the main objectives of 

this research. For the variable of flexible culture, researcher has followed Structural equation model, whereas for female 

superior variable researcher has followed Meta regression analysis. The equation for SEM is presented below: 

PLS-SEM, STRUCTURAL EQUATION MODEL-PATH ANALYSIS 

The following figure no 2 is the structural equation modelling (SEM) which is deemed as an essential multivariate statistical 

analysis technique preferably uses to evaluate the structural relationship. The findings of Model (2012), suggested that the 

technique forms with the blend of multiple regression analysis and factor analysis. In addition to this, the technique is 

considered an important technique in terms of analysing the relationship between the measured variables and latent constructs. 

The following is the path analysis for the developed structural equation model which is also being bifurcated into specific 

segments in the form of direct effect, specific indirect effect, total direct effect and multi-group analysis. With reference to the 

findings of Ulrich (2018), the threshold for the probability values of t-statistics is considered to be 5% or 0.05. Meanwhile, the 

value for path coefficient is also essential to consider while determining whether the impact is negative or positive. In this 

sense, it can be articulated that the p-value along with the path-coefficient value helps in determining whether or what nature of 

impact of one variable is observed on the other variables.  

Reliability of different factors was assessed using Smart PLS software for the equivalent factor loadings. A value of 0.45 has 

been used as the minimum factor loading for sub-factors, as suggested by Comrey (1973). In this study, Hulland (1999) has 

accepted the sub-factors loading measurements of above 0.50 as suggested. The sub-factors of dimension which subsidized the 



 Humanities & Social Sciences Reviews 
 eISSN: 2395-6518, Vol 8, No 3, 2020, pp 1350-1362 

 https://doi.org/10.18510/hssr.2020.83137 

1355 |https://giapjournals.com/hssr/index                                                                                              © Arif and Farmanesh 

smallest to boost the model fit, the latent constructs were then removed from the model dimension. The resulting final path 

model Figure 2 is the result for further analysis after the dropouts.  

DATA ANALYSIS 

Demographic Analysis 

Demographic analysis has been conducted in order to identify how many respondents have been male and female, their age, 

education and work experience. Following is the analysis and interpretation of frequencies of demographic questions of the 

study: The displayed figures of the table show that 67.7% respondents have been male while 32.4% of all the respondents have 

been female. Majority of the respondent were male as 173 respondents were male while 83 were female out of the 256 

respondents. 

Table 1: Gender details of sample 

 Frequency Percent Valid Percent Cumulative Percent 

Valid        Male 173 67.6 67.6 67.6 

Female 83 32.4 32.4 100.0 

Total 256 100.0 100.0  

The lack of female respondent is due to the lack of female employees in the industrial sector. Women are mostly secondary 

school or high school pass outs as the ministry of education states that the ratio between male and female in middle school is 

57% and 47% and this gap increases with the increase in the level of education. In secondary schools, the ratio is seen as 58% 

male and 42% female whereas, the gap further widens at intermediate and university levels. Thus, when women do not have 

required qualifications, they cannot get high in position. 

 

Figure 2: Structure equation modelling 

The figures of the table 2 show that 5.1% had age less than 20 years while 35.9% have found to be between 21 and 25 years 

old. 32.8% of the entire sample population were found to be between 26 and 30 years whereas 15.2% have been between 31 

and 35 years. 
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Table 2: Age characteristics of sample 

 Frequency Percent Valid Percent Cumulative Percent 

Valid       Less than 20 years 13 5.1 5.1 5.1 

          21-25 years 92 35.9 35.9 41.0 

         26-30 years 84 32.8 32.8 73.8 

        31-35 years 39 15.2 15.2 89.1 

36 years and above 28 10.9 10.9 100.0 

Total 256 100.0   

Lastly, 28% of the respondents have been 36 years and more than 36 years old. It was necessary to focus on youth of the 

country because if the more respondents were below 20 than it can produce biased results as most of teenagers in Pakistan are 

dependent on their parents. Almost 69% of the respondents are aged between 21 and 30. The reason of such a massive number 

in this age bracket is that individuals complete their education (mostly graduation and post-graduation) and are looking for 

opportunities to kick start and develop their careers. The rest of 31% represents people that pursue higher education or start 

business on their own in Pakistan or are part of family businesses. 

Table 3: Educational details of sample 

 Frequency Percent Valid Percent Cumulative Percent 

Valid    Intermediate 5 2.0 2.0 2.0 

        Bachelors 104 40.6 40.6 42.6 

    Masters 72 28.1 28.1 70.7 

PhD 45 17.6 17.6 88.3 

 Others 30 11.7 11.7 100.0 

Total 256 100.0 100.0  

The table given ahead shows the number of respondents as per their education level. The figures of the table show that 2% of 

all the population members had attained education till intermediate level whereas 40% have attained education level of 

bachelors. In addition to this, 28.1% of all the respondents have attained education till master’s level and 17.6% have reached 

to PhD level of education. The remaining respondents making up to 11.7% of the whole sample population has chosen others 

as a response to their question. 

Table 4: Work experience details of sample 

 Frequency Percent Valid Percent Cumulative Percent 

Valid    Less than 5 years 150 48.6 58.6 58.6 

        5-10 years 84 32.8 32.8 91.4 

    More than 10 years 22 8.6 8.6 100.0 

Total 256 100.0 100.0  

The table given ahead shows the number of respondents as per their work experience. The figures of the table show that 58.6% 

of all the sample population has found to have less than 5 years of experience whereas 32.8% have found to have 5 to 10 years 

of work experience. The remaining respondents were making up to 8.6% of the whole sample population have more than 10 

years of work experience. The table demonstrates that the ratio of young people in industrial sector is high because most of the 

respondents were having less than 5 years of industry experience. However, this also tends to denote that young population is 

involved in professional and industrial fields which show that the future of Pakistan is in safe hands.  

RESULT AND FINDING  

According to the results derived from the research, it is clear from the first hypothesis that gender diversity is important to 

boost up the work efficiency and integrity of the organisation. However, the trend seems to have not been identified by 

organisations in Pakistan since most of the organisations tend to discriminate between male and female employees showing 

more emphasis towards male employees who are thought of being more hard-working and dedicated towards their job. From 

the results of study, it can be suggested that employers in Pakistan should diversity their workforce and also look to hire female 

candidates for the same position as male candidates since it would increase the work efficiency and integrity within an 

organisation as women tend to work more or equally passionately in their respective fields similar to men.  

It can be stated that rigid cultures were followed in traditional times where employees were satisfied with the culture. However, 

the dynamics have been changing and the workforce demands flexible culture as per their convenience which not only satisfies 

the employees but also improves productivity, efficiency and integrity within an organisation. Thus, organisations should 

provide flexible work environment and culture to employees in order to ensure integrity and diversity within an organisation. 
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Women also tend to work efficiently within flexible working environments so organisations should provide flexible culture to 

all genders alike.  

Gender diversity is also necessary for the organisation because the fourth hypothesis was accepted which states that flexible 

culture has significant influence on the organisational integrity. It can be illustrated that having diverse minds in a group of 

employees tend to bring novel and unique ideas and solutions to problems therefore can benefit the management in the 

decision-making process. It is therefore recommended to organisations that flexible workplace environment and culture should 

be promoted by management as it tends to positively contribute towards organisational integrity. At managerial level, it is 

beneficial to have a female supervisor as females working within a company might not feel comfortable to interact with a male 

supervisor due to culture of Pakistan and thus, are more comfortable with female supervisors. Thus, the organisations are 

recommended to encourage females to apply for executive positions in the organisation in order to increase the integrity at 

workplace. This can also lead to decline in harassment cases as females are considered inferior and this mind-set can be 

changed by having women at an authoritative position within the organisation. 

DISCUSSION AND ANALYSIS 

With respect to the aim of the study, it mainly emphasizes in analysing the influence of diversity on the organisational integrity 

from the context of Pakistani Industrial sector. For achieving the key aim of the study, there are mainly three objectives that 

have been formulated. The first objective that has been established mainly seeks to determine whether an increased gender 

particularly woman representation in the Pakistan industry can lead towards the improvement in the organisational integrity. 

While referring to the objective, it has been achieved through conducting questionnaire survey and deploying an appropriate 

survey for achieving the objective. Therefore, the multi-group analysis is incorporated for determining whether the female 

employees influences on the organisational integrity in the Pakistan industry. The results of the multi-group analysis have 

revealed that the diversity has significant influence on organisational integrity. Therefore, this has led towards achieving the 

objective in which it has been determined that increased gender particular woman in the Pakistani industry positively 

influences on the organisational integrity. 

The second particular objective has been achieved through analysing the studies and literature for identifies as how the female 

leaders has an association between diversity and organisation integrity. The last objective of the study was reflected towards 

understanding the importance of work place diversity for increasing the organisational performance. This particular objective 

pertained with examining and investigating literature while also conducting research on the context of Pakistani industry.  

Reliability and Convergent Validity Testing Confirmatory Analysis 

Following the initial assessment for demographics and correlation analysis, the confirmatory factor analysis has now 

proceeded. Confirmatory factor analysis (CFA) is assumed as an effective form of factor analysis that helps in evaluating the 

measures or indicators involved in the study. With reference to the findings of Brown (2012), CFA is an essential factor 

analysis tool that helps in determining what indicators of constructs are relevant. Here it becomes important to mention that 

CFA is mainly bifurcated into assessment. One is concerned with testing the reliability and convergent validity. The other is 

concerned with the assessment of discriminant validity. Specific to the assessment of the reliability and convergent validity 

testing, the reliability is determined through the Cronbach Alpha and Composite reliability while the convergent validity is 

determined through average variance extracted (AVE).  

Table 5: Reliability and Convergent Validity Testing 
 

Variables Indicators Factor Loading  

Cronbach's 

Alpha 

Composite 

Reliability 

Average Variance 

Extracted (AVE) 

Diversity D1 0.680 0.790 0.865 0.618 

 

D2 0.848 

   

 

D3 0.841 

   

 

D4 0.763 

   Flexible Culture FC1 0.846 0.835 0.890 0.671 

 

FC2 0.866 

   

 

FC3 0.848 

   

 

FC4 0.707 

   Organisational Integrity OI1 0.635 0.766 0.851 0.591 

 

OI2 0.821 

   

 

OI3 0.842 

   

 

OI4 0.761 

   Workplace Abuse WA1 0.674 0.839 0.886 0.611 

 

WA2 0.815 
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WA3 0.828 

   

 

WA4 0.859 

     WA5 0.717       

The aforementioned table represents the reliability and convergent testing of all the indicators involved in all the seven 

constructs of the study. As already discussed, the threshold value for the factor loading is considered as 0.6 therefore, if all the 

indicators appear at 0.6 or greater than 0.6, then it can have accepted and suggests the indicator is extracting sufficient variance 

from the construct. While referring to the above-mentioned table, it is justified to say that all the indicators extract sufficient 

variance from their construct because the factors loadings obtained from Smart PLS are above 0.6. Furthermore, in terms of 

determining the reliability of each construct, the reference is made with the Cronbach alpha and composite reliability. As 

already discussed, in order to claim the variables are reliable, the value for Cronbach alpha and composite reliability must be 

greater than the 0.7. On the basis of the aforementioned table, it is justified to say that all the variables are reliable as the values 

of all the indicator have appeared as greater than 0.7. The last measure in the above-mentioned table is AVE. With reference to 

the findings of Valentini (2016), the threshold for AVE is considered as AVE and the indicators whose values appeared greater 

than 0.5, then it is suggested that the construct fulfil the criterion of convergent validity.  

Discriminant Validity (HTMT Ratio) 

Other than convergent validity, it is also necessary to examine the discriminant validity of the constructs which in this study 

has been tested with HTMT ratio. The results have been presented in the table as follows: 

Table 6: Discriminant Validity 
 

  Diversity 

Diversity 

Fatigue 

Flexible 

Culture 

Gender of 

Supervisor 

Organisational 

Integrity 

Sexual 

Harassment 

Sexual 

Violence 

Diversity 

Fatigue 0.5900 

      Flexible 

Culture 0.5872 0.7141 

     Gender of 

Supervisor 0.1224 0.0302 0.1310 

    Organisational 

Integrity 0.1017 0.6684 0.8118 0.8151 

   Sexual 

Harassment 0.0968 0.0387 0.0782 0.0225 0.0902 

  Sexual 

Violence 0.0629 0.0497 0.0484 0.0389 0.0674 0.5911 

 Workplace 

Abuse 0.0110 0.0150 0.0180 0.0210 0.0280 0.0309 0.0644 

The aforementioned table is concerned with discriminant validity. As per the findings of Henseler (2016), the discriminant 

validity is mainly examined by means of HTMT ratio whose threshold value is considered to be 0.85. The researcher has 

further stretched that the value for HTMT ratio must be lesser than 0.85 in order to claim the values are valid and distinct. In 

the aforementioned table, the values for all the HTMT ratios have appeared as lesser than 0.85. This suggests that all the 

constructs are distinct and valid. The highest value has been found as 0.8151 between the ratios workplace abuse and diversity 

fatigue. Conclusively, it can be suggested that all the variables are still distinct and valid.  

Structural Equation Model- Path Analysis 

The following is the structural equation modelling (SEM) which is deemed as an essential multivariate statistical analysis 

technique preferably uses to evaluate the structural relationship. The findings of Model (2012), suggested that the technique 

forms with the blend of multiple regression analysis and factor analysis. In addition to this, the technique is considered an 

important technique in terms of analysing the relationship between the measured variables and latent constructs. The following 

is the path analysis for the developed structural equation model which is also being bifurcated into specific segments in the 

form of direct effect, specific indirect effect, total direct effect and multi-group analysis. With reference to the findings of 

Ulrich (2018), the threshold for the probability values of t-statistics is considered to be 5% or 0.05. Meanwhile, the value for 

path coefficient is also essential to consider while determining whether the impact is negative or positive. In this sense, it can 

be articulated that the p-value along with the path-coefficient value helps in determining whether or what nature of impact of 

one variable is observed on the other variables.  
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The tool that has been incorporated for testing the first hypothesis is through the correlation analysis. On the basis of the 

results, the p-value is 0.000. it has been found that diversity has a significant and positive association with the organisation 

integrity. Therefore, the first hypothesis has been accepted whereas its null hypothesis has been rejected. Several studies have 

supported the hypothesis such as Barett (2018) highlights that organisation with high level of diversity improves the integrity 

of organisation as these components are inter-related with each other.  

While referring to the second hypothesis, it was assumed that the flexible culture mediates the relationship between diversity 

and organisational integrity. The regression analysis has been conducted in which flexible culture mediating effects has been 

measured between diversity and organisational culture. The results of the analysis indicate that the flexible culture significantly 

mediates between diversity and organisational integrity. On the basis of the result as the p-value is 0.000, the second hypothesis 

has been accepted where flexible culture mediates the relationship between diversity and organisational integrity. 

Table 7: Path Coefficients along with their bootstrap values and ‘T’ Values 

With respect to the third hypothesis, it examines the significant influence of diversity on flexible culture. Similar to the second 

hypothesis, the regression tool has been applied through Smart PLS where it has been found that diversity has a positive impact 

on flexible culture. Therefore, on the basis of the results with the p-value is 0.000 the third hypothesis has been accepted 

whereas its null hypothesis has been rejected.  

While referring to the fourth hypothesis, it has been assumed that there is a significant influence on the flexible culture on the 

organisational integrity. The results can be observed in the direct effect section in which it has been found that the flexible 

culture positively influence on the organisational integrity. Therefore, with the p-value of 0.000 the alternative hypothesis has 

been accepted whereas the null hypothesis is rejected. The fifth hypothesis is emphasized in measuring the moderating effect of 

diversity fatigue between diversity and organisational integrity. The moderating effect has been found with the p-value of 

0.769 which shows that have insignificant between the two variables diversity and organisational integrity. Thus, the null 

hypothesis is accepted in which the diversity fatigue does not have a moderating effect between diversity and organisational 

integrity.  

The sixth hypothesis of the study is based on the moderating variable female supervision which has a significant relationship 

between diversity and organisational integrity. On the basis of the results, it is found that female supervision does not have a 

significant relationship between diversity and organisational integrity. Therefore, the sixth hypothesis of the study has been 

rejected as female supervision does not have a significant relationship between diversity and organisational integrity. However, 

direct effect is found with the help of MGA analysis of the female supervision on organisational integrity which was negative 

as well. The last and seventh hypothesis of the study explores the moderating effects of work place abuse on diversity and 

organisational integrity. With respect to the results with the p-value of 0.709, the workplace abuse is found to have 

insignificant affect to diversity and organisational integrity. Therefore, the last null hypothesis is accepted whereas the 

alternative hypothesis is rejected. 

CONCLUSION 

There are three different research objectives which had been decided on in the initial planning phases of this research. These 

three research objectives are to find out whether an increased gender (w.r.t women) representation in the Pakistani industry 

lead to an improvement in organisational integrity, to investigate how the incidence of female leaders influences the association 

between diversity and organisational integrity, and to know whether work place diversity has an important effect on increase in 

organisational performance (Rasli, 2018; Sattarm, 2019). As many as seven different hypotheses have been statistically tested 

H  Path  Β St.D T-values P Values Remark  

H1 Gender diversity -> organizational integrity. 0.304 0.046 6.623 0.000 Supported  

H2 Flexible culture ->gender diversity ->organizational 

integrity 

0.321 0.045 7.183 0.000 Supported  

H3 gender diversity ->flexible culture 0.246 0.049 5.027 0.000 Supported 

H4 Flexible culture -> organizational integrity. 0.290 0.045 6.474 0.000 Supported 

H5 Diversity fatigue -> gender diversity -> 

organizational integrity 

0.115 0.124 0.294 0.769 Rejected  

H6  Female supervision ->gender diversity -> 

organizational integrity 
0.037 0.036 1.314 0.753 

Rejected  

H7 Work place abuse (sexual harassment, sexual 

violence)-> gender diversity -> organizational 

integrity 

0.030 0.014 0.373 0.709 

Rejected  
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in order to meet the research objectives. Out of these seven-research hypotheses, four have been accepted while 3 have been 

rejected. 

The first hypothesis pertains to the concept of diversity and organisational integrity significantly related with each other. This 

hypothesis was edited by the correlation analysis. The statistical tests point out that this hypothesis must be accepted due to the 

reason that there is a significant positive relationship of organisational integrity with the concept of diversity. The second 

hypothesis stated that flexible culture practically mediates the relationship between organisational integrity and diversity at the 

workplace. In order to statistically validate this hypothesis, regression analysis was conducted. Results and the findings present 

the idea that there is a positive evidence as to the mediating role of flexible organisational culture between the variables of 

organisation integrity and diversity at the workplace (Masschelein, 2015; Morgan, 2016; Nichols, 2015).  

The third hypothesis stated that there is a significant influence of diversity on physical culture. Again, the regression analysis 

was used in order to validate and statistical verify the hypothesis. This time the regression analysis for supplied through smart 

PLS and a positive result was obtained in that there is a positive influence on flexible culture (Menzel, 2016). Hence the third 

hypothesis was also accepted. The fourth hypothesis stated that there is a significant influence of flexible culture on the 

organisational integrity. The direct effect section has particularly discussed this hypothesis and has found a significant positive 

influence of flexible culture on the construct of organisation integrity (Kelly and Kelly ,2017). The fifth hypothesis assesses the 

moderating influence of the construct of diversity fatigue between the constructs of organisational integrity and diversity. This 

moderating effect was found to be insignificant and hence the hypothesis was rejected. The sixth hypothesis stated that there 

exists a moderating variable of female supervision which has a significant influence on the relationship between organisation 

integrity and diversity at workplace. The results and the findings of this study reveal that this moderating effect is insignificant 

which automatically rejects the null hypothesis under consideration. The final hypothesis which is the seventh hypothesis of 

this study states that there exists a moderating influence of workplace abuse on the relationship between diversity and 

organisational integrity. Since this moderating effect turns out to be insignificant in the context of the Pakistani industry, this 

particular hypothesis has also been rejected. 

LIMITIONS AND STUDY FORWARD 

There are several limitations that are linked with this study, and which has been faced by researcher during the completion of 

this research. According to Greener (2018), no research study can be entirely inclusive from all aspects; thus it is essential to 

list down the key limitations of the research to portray the transparency of the study. In the context of this study, time 

constraint was one of the key limitations that researcher has faced during the completion of this research, which as a result has 

limit the scope of study in terms of limited sample size, and the absenteeism of qualitative research design.  

As this research is conducted only in Pakistan so the results of this research are also restricted to Pakistan. In future, same 

research can be conducted in other countries. In this way, the results could be different in different countries due to the 

tradition and perspective of their countrymen and because of different of economic situation, political stability and terrorism 

etc. Secondly, same research could be conducted on different sectors as this research was particular to the industrial sector 

only. In future, the researchers are recommended to conduct research on service, especially financial services sector, because it 

has been seen that females are encouraged to work in the financial sector with banks being the top employers of females. Thus, 

it would lead to know whether the results differ from industry to industry or the culture and tradition of a country have more 

impact on diversity and integrity within an organisation. 
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