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Abstract 

Purpose of the Study: The present research was undertaken to determine the impact of workforce diversity taxonomy 

like diversity climate, value, organizational justice, and identity on various dimensions of organizational culture.  

Methodology: A sample of 117 university teachers selected from the university and higher educational institutions in 

Pakistan. Convenient sampling techniques were used to collect the data through a Google survey, using workforce 

diversity. 

taxonomy inventory and organizational culture questionnaire. Data analyzed by using a t-test to compare the mean scores 

of various dichotomized groups to see the effect of workforce diversity taxonomy on organizational culture with the help 

of the SPSS package.  

Principal Findings: Results revealed that workforce diversity taxonomy like diversity climate, value, organizational 

justice, and identity significantly influenced organizational culture and its various dimensions. Perceived high and low 

respondents’ workforce diversity taxonomy differed significantly on organizational culture. 

Applications of the study: This study can formulate strategies to improve workforce diversity in universities and higher 

educational institutions in emerging economies like Pakistan.  

Novelty/Originality of this study: The present research contributes to the literature on perceived workforce diversity 

taxonomy and organizational culture in terms of autonomy, trust, communication, transparency, interpersonal relation, 

decision making, and overall organizational culture, particularly in university and higher educational institution’s 

teachers. 

Keywords: Organizational Culture, Workforce Diversity, Diversity Climate, Value, Organizational Justice, Identity. 

INTRODUCTION 

The present research work targeted the universities and higher educational institutions that most recurrently demonstrate 

a high employee diversity degree. “Workplace diversity is increasing internationally and is increasingly important to 

organizational success” (Taylor, 2011); human resource diversity, where enhances the innovation and creativity in the 

individuals and teams, subsequently entice great attention and challenges for the managers and organizations. Thus, 

managing the workforce diversity arises as an integral approach in organizations, especially in the universities and 

higher educational institutions, where workforce diversity is very high. Therefore, a vital need to institutionalize the 

workforce diversity for improved performances and efficiency within the people acquired from a diverse group of 

different backgrounds. For doing so, organizational culture could be another important key factor in any organization if 

it has a firmly held and widely shared set of beliefs supported by its strategies and structure. Regardless of any industry, 

organizational culture is an essential tool for effective management practices and attaining its objectives successfully 

(Betaken et al., 2010), especially for managing diverse human resources. 

Workforce diversity in corporations improves the employees’ performances and enhanced learning opportunities and 

growth. Diversity generally considers the difference in age, sex, experience, education, nationality, race, and other 

disabilities. Van Knippenberg and Shippers (2007) argued that effectively managed workforce results could be 

visualized as the comprehensive growth of the organizational members’ competitiveness among the people, improved 

work performance, innovativeness, and creative workplace. Thomas (1999) defines diversity as “those individual 

differences that are socially and historically significant and which have resulted in differences in power and privilege 

inside as well as outside of organizations.” Hashim, Ullah, and Khan, (2017) highlighted the two different perspectives 

as “Workforce diversity refers to the division of the workforce into distinct categories that (a) have a perceived 

commonality within a given cultural or national context and that (b) impact potentially harmful or beneficial 

employment outcomes such as job opportunities, treatment in the workplace, and promotion prospects—irrespective of 

job-related skills and qualifications”. Cox (1994) defined, “Cultural diversity means the representation, in one social 

system, for people with distinctly different group affiliations of cultural significance.” 

A consistent and observable pattern of behaviour within the organizations, a one-line statement describing the term 

‘organizational culture’, comprises several challenges and complexities. Organizational culture is a dynamic, 
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contextual, and having multi-faceted term, ‘it cannot be easily judged as good/bad, strong/weak, or effective/ineffective’ 

(Schein, 2004). academic literature revealed numerous definitions of organizational culture and classified its dimensions 

with various evaluation models. Organizational culture is the shared perceptions of organizational practices. It can be 

viewed as a collective approach to developing the norms within the organization to regulate the employees’ behaviour 

and functions for the attainment of organizational goals. A comprehensive definition beyond artifacts and behaviours of 

culture is a pattern of shared basic assumptions that a group learned as it solved its problems of external adaptation and 

internal integration, that has worked well enough to be considered valid and, therefore, to be taught to new members as 

the correct way to perceive, think, and feel to those problems’ (Khan & Ullah, 2021). Some of the authors highlight the 

other faceted of the organizational culture as; Martins and Terblanche (2003) defined “organizational culture as the set 

of subconscious values and beliefs deeply seated in the organizational structure and shared by its members”. 

Organizational culture is the setting to develop uniformity and efficiency in the workplace (Fralinger & Olson, 2007), 

and holds the organization together, and stimulates employees to think, behave and perform (Wilderom et al. 2001). 

RESEARCH OBJECTIVES 

The present research intended to explore the effect of workforce diversity taxonomy on organizational culture in a 

challenging educational environment among the University teachers of Pakistan. It aims to compare the high and low 

effects of diversity climate, value, organizational justice, and identity on all factors of organizational culture. 

REVIEW OF LITERATURE 

The interrelationship between employee workforce diversity and organizational culture attracts many researchers and 

academicians to target the diverse industrial sector. Furthermore, the internationalization of the business and human 

resources creates opportunities and challenges for the organizations to utilize and manage the resources within the set 

boundaries of the organizational culture. Therefore, in this section of the study, an attempt has been made to explore and 

investigate the previous studies focused on the interrelationship of employee workforce diversity and organizational 

culture in Universities and Higher education institutions worldwide. 

The literature on workforce diversity highlighted the impact on various dimensions like a significant impact on 

organizational performance (Richard et al. 2013; Chin and Huam, 2015; Cho et al. 2017), innovation orientation; (Talke 

et al. 2011), productivity; (Ali, 2016), and promotion of employees (Roman, 2017). In addition, several studies 

highlight the gender diversity practices of many universities, such as Vermeulen (2010) highlight diversity management 

for higher education institutions of South Africa and Germany. Meric et al. (2015) discussed and analyzed higher 

education institutions in the United States of America. Vázquez & Elston (2006) highlighted the academic career 

trajectories with particular reference to Spain. 

Many organizations witnessed significant improvement in the workplace environment, motivating and efficient 

employees, and retaining key employees, with the successful implementation of diversity management (Ullah, Malik, 

Zeb, Rehman, 2019). Other influences in the form of employees’ perception of marginalization and organizational 

efficiency resulted from managing diversity and teamwork (Ullah, Afghan, & Afridi, 2019). Green et al. (2015) 

highlight the benefits of diversity in adaptability, alternative solutions for problems, availability of various services, 

variety of skills, and expertise. Hashim, Ullah, Khan (2017) inferred the perception of gender diversity in the 

organization for the significant positive impact on employees’ performance. Hashim, Ullah, Khan (2017) found the 

diversity in the workforce and institutional effectiveness statistically significant. 

Universities and higher educational institutions have observed a high pressure to respond to globalization and 

international competition and adapt to the changing internal and external environmental factors (Beytekin et al. 2010). 

In response to the situations, organizational culture in terms of universities’ educational process and administrative 

authorities is acknowledged as an important factor in harmonizing integrated approach in response to global 

expectations (Bartell, 2003). Thus, a strong organizational culture values on ‘mission, leadership, information, strategy 

and socialization’ of university influenced the individual and institutions performance (Taye et al. 2019) 

HYPOTHESES  

To achieving the research objective the following hypotheses are formulated. 

H01: There would not be a significant effect of diversity climate on organizational culture and its dimensions. 

H02: There would not be a significant impact of value on organizational culture and its factors. 

H03: There would not be a significant effect of organizational justice on organizational culture and its facets. 

H04: There would not be a significant effect of identity on organizational culture and its factors. 

RESEARCH METHODOLOGY 

The present study sample consists of 117 faculty members working in different government and private universities and 

higher educational institutions in Pakistan. The questionnaire link was distributed through electronic means among the 

respondents through E-mails and other social media platforms. The respondents were assured that the privacy of 
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information would be treated as highly confidential, and the collected information will be used only for academic 

purposes. A descriptive research design model has been used to investigate workforce diversity taxonomy on 

organizational culture and its various factors. 

Organizational Culture Questionnaire, modified by Reddy (2002), has been used to collect the data from the 

respondents for analyzing organizational culture. The original questionnaire consists of 12 dimensions with fifty-nine 

items. In the current research, six dimensions as autonomy, trust, communication, transparency, interpersonal relations, 

and decision making comprised of 30 items used, and each item responded on a 5-point Likert scale on a continuum of 

strongly agree to disagree with a weighted score of 1 to 5 strongly, and in the case of negatively phrased question 

scoring was reversed. In addition, the questionnaire developer’s reliability and validity were pretested (Reddy,2002). 

The respondent’s total score on each dimension is considered a single score and a composite of all dimensions 

representing organizational culture. 

To measure employees’ perception towards workforce diversity in the organization, the Workforce diversity Inventory 

developed and standardized by Taylor (2011) has been used to collect the data. Workforce diversity factors such as 

diversity climate, identity value, and organizational justice were included in the set of questionnaires. Each factor 

consists of four items, and each item is rated on 5—point Likert scale with a response category of strongly disagree to 

agree with a weighted score of 1 to 5 strongly. In the case of a negatively phrased question, scoring was reversed. Thus, 

a higher score on each count of WDI reveals a high perception towards workforce diversity. In addition, the reliability 

and validity of the scale were determined. 

In the present research study, to analyze the data, a t-test was found as a suitable statistical method to compare different 

groups on relative mean scores of studied variables as organizational culture and its various dimensions. Furthermore, to 

test the effect of workforce diversity taxonomy, variables were dichotomized to form the groups based on the median of 

diversity climate, value, organizational justice, and identity. SPSS statistical package used to analyze data. 

RESULTS AND DISCUSSION  

Table 1 represents the perceived organizational culture in terms of autonomy, trust, communication, transparency, 

interpersonal relation, decision making, and overall organizational culture of university teachers as the effect of 

diversity climate. The obtained scores of high and low groups were compared on each factor of organizational culture. 

The calculated mean value of employees on autonomy found M=19.23 and M=16.18 for a high and low group of 

diversity climate with sd.=2.96 and 2.78 respectively. Two group of employees differed significantly (t= .52, p< .01) on 

autonomy. The result interpreted that an organization’s success depends largely on the autonomy provided to employees 

(Kossel & Sonia, 1993) for effective performance. Diversity climate refers to the perception of relationships among the 

members of varied groups and organizational norms, policies, practices, and procedures that were directly or indirectly 

maintaining and eliminating discrimination that influenced the autonomy provided to employees for effective 

performance in the organizations (Cropanzano, Li & James, 2007). Perceived high diversity climate scored significantly 

greater on autonomy dimension of organizational culture than low diversity climate group of employees attributed to 

enjoying more freedom and acting freely to select their work method and exercise freedom in taking the initiative in the 

organization. The diversity climate at the workplace facilitates and promotes cultural and social cohesiveness and the 

transformation of information within the groups (Douglas, 2010).  

Table 1 Showing the impact of diversity climate on organizational culture among university teachers (N=117).  

Table 1: Impact of diversity climate on organizational culture among university teachers (N=117) 

Variables  Value N Mean Std. Deviation t Sig. Level 

Autonomy High Group 69 19.23 2.96 4.452 0 

 

Low Group 48 16.81 2.78 

  Trust High Group 69 19.34 3.33 2.145 0.034 

 

Low Group 48 18.04 3.09 

  Communication High Group 69 15.14 2.75 1.697 0.092 

 

Low Group 48 14.31 2.38 

  Transparancy High Group 69 15.05 2.79 8.114 0 

 

Low Group 48 19.85 2.38 

  Interpersonal Relation High Group 69 12.73 2.79 -1.031 0.305 

 

Low Group 48 13.06 1.95 

  Decision Making High Group 69 20.14 2.95 9.235 0 

 

Low Group 48 14.45 3.69 

  Overall Culture High Group 69 101.66 11.6 6.743 0 

 

Low Group 48 87.54 10.43 
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Trust one of the dimensions of organizational culture linked to performance, communication, and cooperation in the 

organization influenced by diversity climate Trust is associated with honesty and integrity in communication and 

determines positive relationships (Hofhuis et al., 2016). The mean trust score of high and low diversity climate found 

19.34 and 18,04 with sd. 3.33 and 3.09, respectively. The two groups high and low diversity climate compared on trust 

revealed significant difference (t = 2.145, p< .05). The positive diversity climate is important for managing workforce 

diversity plans and affects employees’ trust (Rynes and Rosen,1995). Researchers of many disciplines are interested in 

explaining and managing workforce diversity from a global perspective. Hofhuis et al. (2016) observed a significant 

positive correlation between diversity climate and trust. A high diversity climate appeared to increase trust; group 

identification reduces interpersonal conflict and aggression, and miscommunication within group members (Drach-

Zahavy and Trogan 2013; Hofhuis et al. 2012). 

The perceived high and low diversity climate groups of employees show a mean score on communication 15.14 and 

14.31 with sd. 2.75 and 2.38, respectively. The two groups compared on communication dimension of organizational 

culture; they did not differ significantly. The result explained that perceived high and low diversity climate did not face 

language barriers, as instructions issued in the concerned language. However, language fluency and cultural confidence 

are noticed in diverse work settings. Overall score on communication dimension observed high that revealed strong 

organizational culture increased employee’s commitment at work. To increase strong culture needs open and honest 

communication in a diverse workplace, which enhances the commitment of employees, especially teachers at 

universities and colleges. 

Two university teachers classified into perceived high diversity climate and low diversity climate than transparency. 

The mean score of high diversity climate on transparency was observed 15.05 while the low group found 10.85 with sd. 

2.79 and 2.69, respectively. The difference between a high and low diversity climate on transparency was significant (t 

= 8.11, p< .001) beyond .01 levels. Perceived high diversity climate scored significantly greater than low diversity 

group on transparency. The result characterizes by high diversity group members perceives a strong organizational 

culture filled with values and favouring organizational policies and practices, which increases the higher degree of 

employee commitment, involvement, and satisfaction and, consequently, leading to organizational effectiveness. On the 

other hand, the perceived low diversity group scored low on transparency refers to a weak organizational culture that 

gives fewer values to policies and practices leading low degree of organizational effectiveness. The employee with high 

diversity climate received regular feedback; they know policies and rules and decisions are transparent. Hofhuis et al. 

(2016) suggested that employees with a perceived high diversity climate revealed job satisfaction, developed group 

identification, and shared knowledge with group members. On the other hand, they perceived a low diversity climate 

not clear about policies, rules, feedback, and decision-making leading to conflict between group members (Hofhuis et 

al. 2016; Fiske, 1998). 

An interpersonal relationship is one of the dimensions of organizational culture that measures the experiences of 

university teachers in Pakistan as the outcome of perceived high and low diversity climate. Two teachers with perceived 

high and low diversity compared on interpersonal relations. The obtained mean score on interpersonal relation found 

12.79 and 13.06 with sd. 1.88 and 1.29 for perceived high diversity climate and low diversity climate, respectively. The 

difference between the two groups was not found significant (t=1.031). The results interpreted that every member 

established independent relations at the workplace and performed their task, and rarely cooperate with their 

counterparts; on the other hand, established dependent relationships and requires cooperating to achieve the goals. 

Indeed, there is a competitive relationship within the group members, and everyone is making an effort to compete with 

their counterparts. In the university, all faculties cooperate; hence, they developed a mutually cooperative interpersonal 

relationship and made a joint effort to achieve the university’s objectives. Therefore, two groups of university teachers 

with perceived high diversity climate and low diversity climate did not differ significantly on interpersonal relationships 

and experiencing similar fate is grounded in interpersonal relationships (Manila, 2007) includes task-related relation 

involves in exchange of resources and relationship appears mutual association (Khan & Ullah, 2021). 

Results shown in Table1 revealed the influence of perceived high and low diversity climate on decision making. The 

mean score on decision making of high diversity climate found 20.14 and low diversity climate 14.45 on decision 

making and standard deviation calculated 2.95 and 3.69 respectively. The two groups of university teachers differ 

significantly (t= 9.23, p<.001) on decision making. The perceived high diversity climate comes from different 

backgrounds with different skills accepted; they are treated fairly with values and dignity contributing to the 

organizational decision-making process (Gunderson & Sutcliffe, 2002), leading to effective utilization of skills (Pink-

Harper et al., 2017). The high diversity climate perceived that they would share in decision-making. In contrast, the low 

diversity climate group significantly scored low on decision-making, having a different perception of share in decision-

making (Baan, 2016). 

The results shown in Table1 revealed the mean, Sd. for the overall organizational culture of high diversity climate and 

low diversity climate groups. The mean score on overall organizational culture of perceived high and low diversity 

climate groups was found 101.67 and 87.5 with standard deviation 11.60 and 10.3, respectively. Compared to 

organizational culture, the difference was found statistically significant (t = 6.7, p< .001) beyond .001 levels of 

significance. Organizational culture is a vital factor of HRM function. The respondents with a perceived high diversity 
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climate viewed that existing strong organizational culture may attract the teachers to perform their tasks effectively to 

achieve the set standard. The results interpreted that an individual cannot create a university culture. Still, it can be 

developed jointly by accepting the values in creating university culture, adopting a multidimensional approach to 

teaching and research (Hashmi, Ullah & Khan, 2017), and focusing on realizing the specific goals. A diverse climate’s 

most significant benefits may form employees’ retentions, highly instigate motivation, and a healthy workplace 

atmosphere (Khan & Ullah, 2021). Therefore, the proposed hypothesis (H01) was rejected. 

Table 2: Impact of value on organizational culture among university teachers (N=117) 

Variables  Value N Mean Std. Deviation t Sig. Level 

Autonomy High Group 79 19.05 2.76 4.158 0 

 

Low Group 38 16.55 3.16 

  Trust High Group 79 19.6 3.05 3.955 0.034 

 

Low Group 38 17.15 3.17 

  Communication High Group 79 14.96 2.68 0.963 0.092 

 

Low Group 38 14.47 2.51 

  Transparancy High Group 79 13.96 3.44 3.06 0 

 

Low Group 38 12.02 3.07 

  Interpersonal Relation High Group 79 12.75 1.82 -1.181 0.305 

 

Low Group 38 13.1 1.29 

  Decision Making High Group 79 18.82 3.91 3.73 0 

 

Low Group 38 15.71 4.36 

  Overall Culture High Group 79 99.16 12.16 4.15 0 

 

Low Group 38 89.02 12.47 

  
Table 2 shows the influence of value on various dimensions of organizational culture. In the classification of workforce 

diversity, value has been identified as one of the dimensions of workforce diversity that influenced the perceptions of 

preferences, beliefs, and behaviour in a diversified workplace (Taylor, 2011). The perceived high and low value 

influences organizational culture. This research tried to see the impact of high and low value on different dimensions of 

organizational culture. The mean score of perceived high value and low value on autonomy was calculated at 19.05 and 

16.55 with sd. 2.7 and 3.16, respectively. The mean difference between the two groups on autonomy was significant (t = 

44.15, p< .01). Respondents with high value believe that they enjoy more freedom and autonomy in selecting their own 

choice of work as compared to their counterparts. Two groups were compared on trust and observed a significant 

difference (t = 3.95, p< .01) that perceived high-value respondents significantly more weight to trust that affected 

organizational culture. The differences in values influence organizational outcomes. The teachers with high value 

believe that trust based on cooperation and good intention that other teachers’ action will be motivated to a strong 

organizational culture. As far as communication is concerned, perceived high value and low-value subjects did not 

differ significantly (t = .96), suggesting that communication is either formal or informal meant for sharing information 

within the organization members. Both the groups perceived good communication in a diversified workforce can 

contribute to achieving organizational goals (Ullah, Afghan, & Afraid, 2019) and develop a conducive work 

environment. The mean score on transparency of perceived high value found 13.96, whereas the mean score of 

perceived low value found 12.02. Two university teachers in Pakistan did not differ significantly on the transparency 

count of organizational culture (t = 3.06, p< .01). The perceived high-value section of teachers viewed a high degree of 

openness in decision-making, appraisal system, and transparency in information sharing compared to their counterparts, 

leading to developing strong and healthy organizational culture. Interpersonal relation is concerned with no significant 

difference observed between the two teachers with perceived high value and low value. Respondents were sharing 

similar attitudes and values towards interpersonal relations. However, perceived low-value teachers put more emphasis 

on interpersonal relationships than high value. Hence, interpersonal relation is vital for developing healthy 

organizational culture. 

The mean score of perceived high-value respondents on decision making a count of organizational culture found 

18.82 with sd. 3.91 whereas a mean score of perceived low vale respondents found 15.71 with sd. 4.36 on decision-

making count. The two groups of respondents differ significantly in decision making (t= 3.73, p< .01). The high-

value subjects believe in responsibility, growth, honesty, trust, and commitment affect decision-making. They 

believe decisions are being made good for the organization leading healthy organizational culture. Since the 

perceived high value drives their goals and motivates them to set priorities in decision making makes a difference 

between perceived low-value respondents. The effect of the value observed on overall organizational culture. The 

mean score on overall organizational culture was observed 99.16 and 89.02 for the perceived high-value group and 

low group, respectively. The mean difference between a high and low group of teachers was significant beyond .01 
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levels of significance. The high group of respondents significantly scored greater than a low group of respondents on 

organizational culture. Hence differences appeared because of value perception towards the determinants of 

organizational culture. The proposed null hypothesis (H02) there would not be a significant effect of value on 

organizational culture was not accepted. 

Table 3: Effect of organizational justice on organizational culture among university teachers=117) 

Variables  Value N Mean Std. Deviation t Sig. Level 

Autonomy High level 79 19.0506 2.76377 4.158 0.000 

 

Low Level 38 16.5526 3.16823 

  Trust High level 79 19.6076 3.0568 3.955 0.000 

 

Low Level 39 17.1579 3.1753 

  Communication High level 79 14.962 2.68635 0.963 0.339 

 

Low Level 38 14.4737 2.51199 

  Transparancy High level 79 13.962 3.4472 3.06 0.003 

 

Low Level 39 12.0263 3.0799 

  Interpersonal Relation High level 79 12.7595 1.82022 -1.181 0.24 

 

Low Level 38 13.1053 1.29008 

  Decision Making High level 79 18.8228 3.91499 3.73 0.000 

 

Low Level 39 15.7105 4.36762 

  Overall Culture High level 79 99.1646 12.6071 4.15 0.000 

 

Low Level 38 89.0263 12.47806 

  
Table 3 shows the effect of organizational justice on organizational culture and its factors. Perceived high 

organizational justice and low organizational justice compared on various autonomy. The mean score of perceived 

high and low organizational justice on autonomy found 19.06 and 16.65 with sd. 2.79 and 3.11, respectively. The 

two groups compared on autonomy and result revealed a significant mean difference (t = 4.11, p< .001). The result 

interpreted that the group of perceived high organizational justice enjoys significantly greater autonomy than low 

organizational justice. There was a significant difference observed between high and low perceived organizational 

justice on trust (t= 2.30, p< .05). The faculties perceiving high organizational justice, accepting fairness in 

procedures and policies, and believe that employees are trustworthy create a strong organizational culture. As far as 

communication is concerned, there was no significant difference observed between the two groups of faculties 

serving in the universities. Two groups based on high and low organizational justice differ significantly on the 

transparency dimension of organizational culture. The mean score of perceived high organizational justice and low 

organizational justice on transparency appears 14.59 and 10.90 with Sd.3.11 and 2.66, respectively. The difference 

between the high and low organizational justice on transparency was significant (t = 6.70, p< 001). The employees 

experiencing high organizational justice viewed more transparency in policies and procedures than their 

counterparts; they believe communication is clear and transparent, leading to solid organizational culture. The mean 

score of high and low groups of organizational justice on interpersonal relations was found 12.79 and 13.02 with Sd. 

1.85 and 1.25, respectively. As far as interpersonal relations are, a low concerned group of organizational justice 

showed better than a high group of organizational justice. Still, the difference between the two groups did not appear 

significant. Both groups show favourable and conducive interpersonal relations, leading to a strong organizational 

culture. Decision-making is one of the important factors of organizational culture, leading to determine strong 

culture. The perception of high and low groups of organizational justice towards decision making in the university 

setup develop strong and weak culture. The mean score of perceived high organizational justice and low 

organizational justice on decision making were found 19.69 and 1.20, whereas Sd. Found 3.10 and 4.00, 

respectively. Two university teachers differed significantly on decision making (t= 7.56, p< .001). The results 

showed the relationship between perceived organizational justice and decision making. Perceived high 

organizational justice accepts the fairness of procedures in the decision-making process. They are treated with 

respect and dignity (Greenberg, 1990; Rasta & Pourebrahimi, 2013) contrary to perceived low organizational justice. 

Therefore, perceived organizational justice may work as regulating tool for decision-making (Cassar and Buttigieg, 

2015). The mean score on overall organizational culture for high organizational justice was 100.49 with sd. 11.65 

whereas mean score on overall organizational culture for low organizational justice found 86.97 with sd. 11.09. The 

two groups in terms of overall organizational culture differed significantly beyond .01 levels of significance (t= 

6.14, p<.001). The faculties who perceived high organizational justice significantly believed more in values, 

policies, procedures, transparency, decision making, etc. They are contributing to develop a strong organizational 

culture. Hence organizational justice significantly influenced organizational culture. The proposed null hypothesis 

(H03) was rejected. 

Table 4 shows the results of identity as one factor of workforce diversity described in employees’ perception 

towards an organization that shapes emotions and behaviour (Hogg & Terry, 2000). The perceived in-group identity 
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and out-group identity were compared on autonomy. The mean score of in-groups on autonomy found 18.75 and sd. 

3.02 while meaning score of out-group employees found 17.29 and sd. 3.10. The difference between the groups was 

found (t= 2.44) statistically significant at a 0.01 level of significance. The mean score on trust was fond 19.00 with 

sd. 3.39 for university teachers who perceived in-group members and meant score on trust for the members who 

perceived out-group found 18.46 with Sd. 3.09. The two groups compared on trust; difference did not appear 

statistically significant. While a similar feeling was found in both groups. As far as communication is concerned, 

perceived in-group and out-group did not differ significantly. The mean score of in-group respondents was found 

14.06 and sd. 3.18 while meaning score of out-group respondents found 11.97 and sd. 3.51. The respondents of the 

in-group perceive more transparency than the respondents of the out-group. The difference between the two groups 

was significant (t=3.16) beyond .01 levels of significance. In-group faculties perceive a higher degree of openness in 

decision-making, promotional awareness, and performance appraisal system. In contrast, out-group members 

perceived less open decision-making and transparency in information sharing. The mean score on decision making 

of perceived in-group identity was found 19.34 with sd. 3.42, whereas the mean score of perceived out-group 

respondents were found 14.97 with sd. 4.36 on the same count. The perceived in-group identity and out-group 

identity differed significantly (t=5.54, p< .001). It is interpreted that in-group members viewed that whatever 

decisions are being made good for the organization and employees and communicated to aware them; and they 

believe that decisions are important based on problems and issues either by the top-level or joint process, on overall 

organizational culture perceived in-group identity and out-group identity compared to see the effect of perceived 

identity. 

The observed mean score on organizational culture was 99.07 and 89.92 with SD 11.79 and 13.47 for in-group and out-

group identity. Two respondents were found to differ statistically significant (t= 3.65) beyond .01 levels of significance. 

The result attributed to perceived in-group and out-group forms the behaviour and emotions of respondents at the 

workplace that determines intra-group and inter-group feelings and relations (Hogg & Terry, 2000). The perceived in-

group respondents’ positive self-worth accounted for strong organizational culture, while out-group respondents viewed 

exclusion based on an individual’s perceived social identity. Perceived inclusion/exclusion is associated with job 

satisfaction, organizational commitment, and organizational justice (Aquavit et al., 2009; Cho & Moor Barak, 2008). 

Identity develops an employee’s social bond towards the complete association of the organization leading strong culture. 

Therefore, the proposed hypothesis (H04) was not accepted.  

Table 4: Impact of identity on organizational culture among university teachers (N=117) 

Variables  Identity N Mean Std. Deviation t Sig. Level 

Autonomy In-Group 76 18.75 3.02049 2.443 0.017 

 

Out-Group 41 17.2927 3.10841 

  Trust In-Group 76 19.1 3.39804 0.865 0.389 

 

Out-Group 41 18.4634 3.0911 

  Communication In-Group 76 15.0789 2.73136 1.618 0.109 

 

Out-Group 41 14.2927 2.37954 

  Transparancy In-Group 76 14.0658 3.1888 3.167 0.002 

 

Out-Group 41 11.9756 3.51773 

  Interpersonal Relation In-Group 76 12.8421 1.8551 -0.291 0.772 

 

Out-Group 41 12.9268 1.2726 

  Decision Making In-Group 76 19.3421 3.42365 5.548 0 

 

Out-Group 41 14.9756 4.36742 

  Overall Culture In-Group 76 11.79804 11.79804 3.658 0 

 

Out-Group 41 89.47477 13.47477 

  
CONCLUSION 

The effect of workforce diversity taxonomy like diversity climate, value, organizational justice, and identity has been 

observed as significant on organizational culture and its factors. The results have shown that a perceived higher degree of 

diversity climate is the outcome of supportive policies and top management support, significantly influencing 

employees’ autonomy in the high organizational concern. It is evident from the results that the faculty members who 

perceived high organizational justice significantly believed more in values, policies, procedures, transparency, decision 

making, etc. than their counterparts. The result interpreted that the employees with perceived in-group may enjoy more 

autonomy and freedom and select their method of work and experience responsibility in the organization compared to 

perceived out-group employees. Thus, the faculties of the in-group perceive a higher degree of openness in decision 

making, promotional awareness, and performance appraisal system. 

In contrast, out-group members perceived less open decision-making and transparency in information sharing. The 
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perceived high diversity climate, value, organizational justice, and in-group identity significantly influenced all 

mentioned factors of organizational culture except communication and interpersonal relations. Therefore, managing 

workforce diversity is vital for developing positive and strong organizational culture. 

LIMITATION AND STUDY FORWARD 

The current study analyzed workforce diversity with rich facets like diversity climate, value, organizational justice, and 

identity on organizational culture in higher education and universities of Pakistan. However, future studies can deploy 

the same measure on other sectors of the economy by adding more workforce diversity and organizational culture 

measures. 

RECOMMENDATIONS 

Based on the outcomes of this study, workforce diversity significantly influences organizational culture; therefore, the 

policymakers must concentrate on ensuring workforce diversity to improve an organizational culture that will help 

improve performance. 
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