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Abstract— Workplace diversity is currently at the forefront of
the agenda of organizations that wish to innovate, grow, and
transform in an inclusive way. It has become a significant driver of
team productivity and performance in the Indian manufacturing
industry, which has historically been marked by a homogeneous
work force. Diversity in this sense includes variations in tenure,
gender, age, education, and culture, all of which contribute in a
distinctive way to the formation of team dynamics. Merging
different perspectives is becoming increasingly important to
innovation, quality, and debugging, especially as manufacturing
processes become increasingly technology-intensive and complex.
Recent empirical studies show that diversity is positively associated
with team performance and worker productivity when it is
managed. Firms where formal inclusion practices—diversity
training, open communication, and fair evaluation procedures—
had been introduced saw increased employee motivation, better
interpersonal relationships, and greater team cohesion.
Unmanaged diversity, on the other hand, has been associated with
conflict, misunderstanding, and underutilization of talent.
Disengagement and inefficiencies resulted from resistance by
majority groups to inclusive policies, which they saw as favoritism.
It is thus necessary for strategic human resource practice alignment
for equity and inclusion practices to ensure that diversity initiatives
in the manufacturing industry are achieved. The evidence suggests
that diversity should be infused into the corporate culture and
supported through frequent training, fair performance appraisals,
and leadership accountability, as well as being reflected in hiring
statistics. Workforce diversity, when aligned with organizational
values and business objectives, can generate quantifiable
improvements in team performance, innovation, and long-term
competitiveness in the manufacturing industry.

Keywords—Workplace diversity, Indian manufacturing sector,
team performance, employee productivity, inclusion practices,
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I. INTRODUCTION

Due in part to ingrained, long-standing attitudes and practices,
organizations vary in their capacity to leverage the varied
attributes of their workforce. Any quality that sets one person
apart from another is considered diversity. Differences in gender,
race, age, physical ability, sexual orientation, religion, skills, and
length of service within the company are all included in the
concept of diversity. Major points of contention regarding
various attributes in organizations today are reflected in this list.

Organizations in a growth stage, at most, adhere to the legal
requirements concerning the makeup of the workforce. Although
diversity may be discussed superficially, the organization does
not support the notion that diversity is beneficial. As always, the
organization's procedures and practices remain largely

unchanged. Although diverse members of the organization are
actively sought out and incorporated into daily operations during
a tolerance stage, their abilities may not be fully utilized.

The range of individual differences within an organization is
referred to as diversity. Although it may seem straightforward,
diversity includes a wide range of characteristics, including race,
gender, ethnicity, age, personality, tenure, cognitive style,
organizational function, education, and background. Diversity
encompasses people's perceptions of others as well as themselves.
Their interactions are influenced by those perceptions. Human
resource professionals must effectively handle challenges like
communication, adaptability, and change if they want a diverse
workforce to work as a cohesive unit.

Because of the growing diversity of the workforce, which is
mostly due to management's recognition that a diverse workforce
generates creative ideas and improves overall organizational
efficiency, more and more businesses are giving diversity
management strategies careful thought in order to preserve
employee harmony.

II. LITERATURE SURVEY

Diversity management, in its broadest sense, is the
methodical and deliberate commitment made by organizations to
hire, retain, reward, and advance a diverse workforce.

A growing number of chief executives, training experts,
diversity consultants, and academics have developed and
enthusiastically supported diversity management theories and
techniques (Saji, 2004). Diversity can increase the efficacy of an
organization. Companies with a reputation for managing
diversity and experience in doing so will probably draw in the
best employees (Carrel et al., 2000).

The coexistence of workers from different sociocultural
backgrounds within an organization is referred to as diversity.
Cultural characteristics like race, gender, age, colour, physical
ability, ethnicity, etc. are all part of diversity. Age, national origin,
religion, disability, sexual orientation, values, ethnic culture,
education, language, lifestyle, beliefs, physical appearance, and
economic status are some examples of the broader definition of
diversity (Wentling and Palma- Rivas, 2000). According to
Bryan (1999), diversity necessitates an organizational culture
where each worker can pursue their career goals without
hindrance from their gender, race, nationality, religion, or other
non-performance-related characteristics. According to Torres
and Bruxelles (1992), managing diversity entails providing an
equitable workplace where no group has an advantage or
disadvantage and allowing the diverse workforce to reach its full
potential.
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According to research, diversity has improved performance
by enlarging the group's viewpoints. Strong empirical evidence
supports the positive correlation between effective diversity
management and an improvement in organizational performance
(Ozbilgin and Tatli, 2008). Teams with heterogeneous attitudes
were contrasted with those with homogeneous attitudes on a
number of attitude measures in order to assess creativity.
Creativity in problem solving was evaluated based on both
originality and usefulness. The findings showed that
heterogeneous teams were more creative than homogeneous ones,
provided that the team members had comparable skill levels (Cox
& Blake, 1991).

The need to leverage a diverse workforce's creative, cultural,
and communication abilities to enhance business policies, goods,
and customer experiences is the primary motivator for higher
level diversity strategies. Because their work requires them to
step outside of their comfort zone and experience things they may
not be familiar with or drawn to, diversity executives emphasize
the value of having an open mind (Rodriguez, 2006). A team will
have a difficult time coordinating if its members don't build
strong relationships with one another. However, the team is
unable to produce the learning that can only be obtained through
interaction between various individuals when such networks stay
concentrated among homogeneous sets of people (Reagans &
Zuckerman, 2001).

Because they can better understand the needs of their clients,
companies with a diverse workforce are able to deliver superior
services (Wentling and Palma-Rivas, 2000). Employing women,
minorities, people with disabilities, and other groups will enable
businesses to reach these specialized markets (Mueller, 1998)
and a variety of market segments (Fleury, 1999). Developing and
leading a diverse workforce should be viewed as a social and
moral requirement since all facets of society have an interest in
the growth and well-being of society overall (Mueller, 1998).
Diversity issues will become more significant as economies
transition from manufacturing to service sectors, as successful
business operations in these sectors depend on efficient
interpersonal interactions and communications (Wentling and
Palma-Rivas, 2000).

In the upcoming years, there will be a significant increase in
diversity, and successful organizations understand that they must
act quickly and are prepared to invest resources in managing
diversity in the workplace. In light of this, the current study was
carried out to investigate the diversity dimension in the Indian
context through an examination of the manufacturing and service
sectors.

The organization will have to incorporate diversity
considerations into human resource management decisions
involving recruitment, selection, placement, succession planning,
performance management, and rewards (Cascio, 1998). The
organization ought create a working culture that enables the
motivation, satisfaction, and engagement of employees with
diverse backgrounds. Performance standards need to be clearly
and independently formulated, adequately communicated, and
applied on objective criteria free of prejudice. Determine wanted
and unwanted behaviour that should be grounded on performance
feedback conversations that involve a multiracial workforce.

III. OBJECTIVES

e To study the diverse workforce employability in service
and manufacturing organizations.

e To understand the difference in the workforce diversity in
service and manufacturing organizations.

e To find the impact of working on selected demographic
factors.

IV. SIGNIFICANCE OF THE STUDY

This research holds special interest in the context of
India's changing industrial labour force, in the manufacturing
sector, which has traditionally been -characterized by
demographic homogeneity and absence of inclusion practices.
Globalization and modernization forcing organizations to
seek diversification require insights on the impact of
demographic factors—age, gender, education, and tenure—
on team performance. The research addresses this newly
emerging gap by examining the impact of workforce diversity
on performance drivers in manufacturing and service settings,
particularly focusing on employee experience, equality,
inclusion, and treatment of others.

Based on empirical data of thirty factory and service
sector workers, using analytic techniques like ANOVA for
comparative testing, the study offers evidence-based results
on where diversity improves performance and where issues
need to be addressed. The formal and statistically reliable
inquiry is critical to organizations wishing to implement or
develop diversity programs, especially where the outcome
impacts productivity, motivation, and employee cohesion.
The focus on quantitative outcomes, like fairness perceptions,
inclusion, and recognition of skills, makes the study useful to
human resource practitioners and organizational leaders.

In addition, the study has particular relevance in the sense
that it adds to a relatively under-researched area of research
in the Indian setting. Despite the existence of international
literature to refer to the benefits of diversity, sector-level
research in India is scarce, particularly comparisons between
the manufacturing and the service sector. Through sectorial
difference explanation and provision of gaps in perception
and practice, the study adds to academic research and
business strategy. It makes a case for formalized diversity
management and offers a template for the explanation of the
ways in which inclusive practices can be linked to business
outcomes in the competitive Indian industrial setting.

V. HYPOTHESIS DEVELOPMENT

Workplace diversity has been associated increasingly
with enhanced innovation, teamwork, and productivity by
international research. Yet, within the Indian corporate
sector—particularly within the manufacturing sector—there
is a question about whether diversity is leveraged to
maximum benefit or is controlled to enhance team
performance. Since the manufacturing sector has generally
been less diversified and less quick in embracing diversity
practices than the service sector, it is important to investigate
whether diversity impressions and impacts differ significantly
between these sectors. The current study presumes that
employee impressions of diversity practices and their impact
on performance differ based on demographic characteristics
like gender, age, tenure, and qualification.

The study is grounded on responses to ten key questions
that assess the pervasiveness of diversity programs and their
impacts, along with attitudes toward fairness, equal
opportunity, and representation, within the workplace. Since
the service sector is more customer-oriented and is faster in
embracing liberal human resource practices, we anticipate
that the employees of service organizations would have more
positive views on diversity and inclusion programs than
employees in the manufacturing sector. Perceptual variations
would also occur along demographic profiles, and thus
diversity experience varies even within the same industry.

Therefore, the research suggests the following hypotheses:
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e HI - There is a wide gap in the attitudes of employees
towards diversity issues, as classified by demographic
variables of age, gender, education, and tenure.

e H2 - There is a large difference in the attitudes towards
diversity practices between the manufacturing industry
and the service industry.

e H3 - Practices of diversity play a strong role in how
employees perceive team cohesion, equity, and
motivation in the workplace.

These hypotheses are subsequently tested using two-way
ANOVA in order to determine within-group (demographic)
and between-group (sectorial) differences, allowing the study
to make inferences regarding the effect of diversity
management practices on team performance across sectors.

VI. RESEARCH METHODOLOGY

( Age ‘ Educahonal\
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Length of
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Gender
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Fig. 1. Division of Sectors within the Manufacturing Industry

The study focuses on the investigation of manufacturing and
service industries. Information for the paper was selected through
secondary data and the empirical study was done in the research
conducted, correlated to the business expectations. The study
focuses on the diverse beliefs and how that impacts the workforce.
The study was carried out through interviews of thirty workers
who worked in the manufacturing and service industries, roughly
a random collection of samples was done. The respondents
answered a questionnaire, giving their answers to the relevant
sections on diversity impact applied in their organizations. The
findings and analysis come from demographic factors such as
educational level, age, gender, and tenure of. service in
manufacturing and service industries. Data collected is tabulated
in Microsoft Excel and total and mean is Two-way ANOVA is
computed and applied for comparative analysis to test whether
there exist any differences in the answer to the questions on the
manufacturing and service industries.

VII. FINDINGS AND ANALYSIS

The below questions were asked in the questionnaire to the
manufacturing and service respondents sector.

e Does experience have an influence on the work
environment?

e Have diversity programs been instituted in your company
in the workplace?

e Has any of your co-workers treated you unfairly at work?
e Does your organization include a diverse range of workers?

e Is your organization ready to observe other communities'
holidays and festivals?

e Does your organization offer equal opportunity to all
employees?

e Does your company provide fair treatment to all staff?

e Does your company realize that there is a kind of ability
or skill that the person has?

e Isage as factor influence diversity in the workplace?
e Does your company hire more women workers?

The response to the questions by the workforce according to
gender in the manufacturing and service sectors is shown
graphically below through bar diagrams.
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Fig. 2. Responses for Questionaire in the form of bar graphs

VIII. THE ANOVA TABLE

Two way analysis of the domain and the responses given to
the questions by the sample in the manufacturing and service
sectors.

TABLE L MEAN SCORES ACROSS QUESTIONS
Manufacturing | Service | Qs Totals
Q1 4.385 4.235 8.620
Q2 3.154 2.647 5.801
Q3 2.692 2.353 5.045
Q4 4.000 4.118 8.118
Q5 3.846 4.059 7.905
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Q6 3.769 3.941 7.710
Q7 3.615 3.529 7.145
Q8 3.231 3.353 6.584
Q9 3.308 3.059 6.367
Q10 2.923 3.118 6.041
Domain Totals 34.923 34.412 69.335
TABLE II. TOTAL SCORES
Correction Factor 240.366
Sum of Squares between Questions 5.964
Sum of Squares between Domains 0.013
Total Sum of Squares 6.266
TABLE III. TwWO WAY ANOVA SUMMARY
Sources | Sum of | Degree Mean F- F-
of Squares of Squares | Ratio | Table
Variation Freedom at
5%
Between 5.964 9.000 0.663 20.60 | 3.179
Questions 3
Between 0.013 1.000 0.013 2460 | 5.117
Domains
Residual 0.289 9.000 0.032
6.266 19.000

The correction factor (CF) in ANOVA is a statistical factor
used to correct for the overall mean of the dataset in the
computation of the total variation, or sum of squares. It ensures
the observed variation is properly partitioned into different
components, such as between groups, for example, questions or
domains, and within groups, referred to as residual error.
Statistically, it is calculated by squaring the grand total of all the
observations and then dividing by the number of observations. In
your research, the grand total of the responses summed across all
questions and sectors was 69.335, and the number of
observations was 20, calculated from 10 questions multiplied by
2 domains. This provides a correction factor of 240.366, which is
then subtracted from the sum of squared responses to calculate
the total sum of squares appropriately. The CF actually helps in
normalizing the data and ensuring consistency in the variance
distribution in the ANOVA model.

In the ANOVA table, the correction factor provides the
benchmark against which the different sources of variation are
contrasted. After calculating the correction factor, it is subtracted
from the total of the squared individual group totals to calculate
the total sum of squares (SST)—a measure that indicates overall
variability in the data set. From the total, variation attributable to
particular elements, e.g., questions (SSB), domains (SSD), and
residual error (SSE), are calculated. This breakdown in analysis
facilitates determination of whether differences in group means
observed, e.g., responses to diversity questions or sector
differences, are statistically significant. In the absence of the
correction factor, the measured variation may be exaggerated or
misrepresented by ignoring the effect of the grand mean. Thus, it
acts as a stabilizing point of reference allowing proper

partitioning of variance, hence making the ANOVA results and
conclusions drawn therefrom more reliable.

Response to Questions is Varying Significantly and No
Significant Difference in Response to Questions across Domains
is Observed.

The diverse workforce employability in service and
manufacturing organizations is significantly there in both the
mean responses show that male and female respondents have the
same view of the experience needed in the workplace as the
averages of the responses is all more than 4.2. The responses vary
significantly to the diversity programs conducted by the
manufacturing sector than the service sectors. Male employees
are more optimistic towards diversity in the service industry than
in manufacturing.

The impact of work on certain demographic conditions, as
reflected in the responses given, is that the average observations
of equal opportunities, recognition of skills, employee treatment,
employability by age and gender is low in both organizations
need to incorporate diversity programs within the workplace,
especially in the service organizations, with increased focus, they
are directly responsible to the results due to direct interaction with
the customers, as seen that experience matters majorly in case of
service sector. The variation in the diversity of workforce in
service and manufacturing firms is this sense of commitment and
obligation among workers is primarily a result of their experience,
age, and education.

IX. CONCLUSION

Diversity management seeks to build and maintain a good
work environment in which individuals' differences and
similarities are not only recognized but also valued, thus enabling
all workers to tap their full potential and contribute towards the
organization's strategic goals. It provides every worker with the
chance to advance their skills, advance their career, and add value
through their unique insights and experiences. People from
diverse backgrounds are likely to bring new ideas, new solutions,
and diverse insights, and this is most likely to lead to more
efficient work processes and better products and services.

Strong diversity management is required by entities that seek
to maximize creativity and harness untapped potential as a means
of development and competitiveness. This is most relevant to the
Indian manufacturing and service industries, where traditional
workforce structures are constantly in conflict with the
imperatives of diversification. Demographic variables of gender,
age, level of education, and tenure have been shown to strongly
influence how workers experience diversity in the workplace in
recent research, including the current study.

As industries transform into more technologically advanced
and globally integrated frameworks, the encouragement of
inclusive and fair workplaces becomes not only a question of
ethics but also a strategic necessity. Organizations that prioritize
diversity and inclusion through systematic programs, leadership
accountability, and fair evaluation frameworks are likely to
experience improvements in team unity, worker motivation, and
overall productivity. The Indian manufacturing and service
industries must incorporate diversity management into their key
human resource practices in the future in order to become
competitive, adaptable, and socially accountable in a changing
economic scenario.
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