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Abstract 

Globalization has increased the complexity of business, particularly for multinational companies facing 

the challenges of diversity and inclusion in the workplace. Diversity and inclusion have been recognized 

as strategic factors that can drive innovation, productivity, and operational efficiency. This study aims to 

analyze the impact of diversity and inclusion policies on organizational performance in the context of 

multinational companies. Using a quantitative approach, data were collected through a questionnaire 

survey involving 200 respondents from various multinational companies. Analysis was conducted using 

multiple linear regression to measure the contribution of diversity and inclusion policies to organizational 

performance. The results show that diversity contributes 45% to the improvement of organizational 

performance, while inclusion contributes 37%. The R² value of 0.6416 indicates that the model can explain 

64.16% of the variability in organizational performance based on these two variables. Furthermore, the 

effective implementation of diversity and inclusion policies has been shown to increase employee 

engagement by 28% and operational efficiency by 15%. This study emphasizes that diversity and inclusion 

should be regarded as essential elements in an organizational strategy to enhance competitiveness in the 

global market. This research contributes to the literature on diversity and inclusion by providing relevant 

empirical evidence to support strategic decision-making in multinational companies. The study also offers 

practical guidance for managers in designing more inclusive policies to maximize human resource 

potential. 
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I. INTRODUCTION 

Globalization has significantly transformed the business landscape, particularly for multinational 

corporations that must address the challenges posed by cultural diversity across their areas of 

operation. In this context, diversity and inclusion have become increasingly critical issues, as they 

not only reflect social values but also provide opportunities for organizations to leverage diverse 

perspectives in their operations. Cultural diversity, along with the varied backgrounds and 

experiences of employees, can influence several aspects of an organization, including innovation, 

creativity, and enhanced decision-making processes. Furthermore, multinational corporations 

often need to adapt their management approaches to accommodate the needs of a diverse 

workforce. The complex and dynamic nature of the global business environment also demands 

that organizations remain flexible and responsive to change, a requirement that can be facilitated 

by integrating diversity and inclusion into their organizational strategies. These considerations 
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underscore the necessity of greater attention to diversity and inclusion policies in the context of 

organizational performance. 

Diversity and inclusion have also been shown to serve as catalysts for improved organizational 

performance. Studies reveal that companies with robust diversity policies tend to be more 

innovative and productive than those without such initiatives. For instance, research by (Brennan, 

2023) and (Sandberg et al., 2023) indicates that companies with high levels of diversity are 36% 

more likely to outperform their less diverse counterparts in financial performance. While these 

findings highlight the significant potential of diversity, the implementation of diversity policies 

is not without challenges. Many organizations struggle to create an inclusive work environment 

due to cultural barriers, unconscious biases, or a lack of understanding of how to effectively 

harness diversity. Further research is needed to identify specific mechanisms for integrating 

diversity and inclusion into organizational strategies to generate tangible impacts on corporate 

performance. 

Although diversity and inclusion have been widely discussed in the literature, most previous 

studies have limitations in quantitatively linking these concepts to organizational performance. 

(Naveed et al., 2022) , for example, emphasize cultural differences as a critical factor in 

organizational management but focus more on cultural dimensions without assessing their impact 

on productivity or innovation. (Fu et al., 2022)  explore the importance of creating inclusive work 

environments but fail to examine how inclusion directly contributes to organizational outcomes. 

(Galletta et al., 2022) highlight a positive correlation between diversity and financial performance, 

but their approach is descriptive and does not delve into the causal mechanisms underlying this 

relationship. Similarly, (Wolbring & Nguyen, 2023) discuss the integration of diversity policies 

into organizational strategies but rely solely on conceptual analyses without quantitative data. 

(Patrício & Franco, 2022) underscore the benefits of diversity for team performance, but their 

findings are confined to specific sectors and lack relevance to multinational corporations as a 

whole. Consequently, this study seeks to address these gaps by quantitatively analyzing the impact 

of diversity and inclusion policies on organizational performance, particularly in the context of 

multinational corporations, to provide more comprehensive and applicable insights for managing 

diversity in the global workplace. 

This research aims to explore the relationship between diversity and inclusion policies and 

organizational performance, particularly in multinational corporations. It seeks to answer whether 

the implementation of such policies has a positive impact on productivity, innovation, and 

organizational efficiency. Using a quantitative approach, the study endeavors to bridge the 

existing gaps in the literature, which remains limited in measuring the direct impact of diversity 
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and inclusion policies on specific performance indicators. Additionally, the research aims to offer 

practical recommendations for managers and policymakers in designing effective diversity 

strategies. The findings are expected to not only strengthen academic arguments but also provide 

significant contributions to modern management practices. As such, this study aspires to lay the 

groundwork for the development of more inclusive and strategic diversity policies. 

II. LITERATURE REVIEW 

1. The Concept of Diversity and Inclusion in Human Resource Management 

Diversity and inclusion have become central themes in Human Resource Management (HRM), 

particularly in multinational organizations facing the complexities of cultural dynamics. 

According to (Jejeniwa et al., 2024) and (Madera et al., 2023), diversity encompasses various 

individual characteristics, including race, gender, age, educational background, and cultural 

preferences, which directly influence workplace dynamics. These researchers highlight that 

diversity can foster creativity and innovation when managed effectively, as differing perspectives 

can lead to richer and more varied solutions. However, diversity also has the potential to create 

interpersonal conflicts if not supported by effective inclusion policies, especially when 

perceptions of inequity or unequal treatment arise. In this context, inclusion becomes a crucial 

element that fosters a sense of acceptance and appreciation in the workplace, thereby enhancing 

employee engagement. Well-planned inclusion practices enable organizations to fully harness the 

potential of their diverse workforce, contributing to operational sustainability in competitive 

environments. 

(Shore & Chung, 2022) argue that inclusion goes beyond the mere presence of diversity, 

emphasizing the empowerment of individuals from various backgrounds to fully contribute in the 

workplace. They underscore the importance of fostering an organizational culture that encourages 

the active involvement of all employees without discrimination or marginalization, creating a 

harmonious work environment. Additionally, successful inclusion involves policies that reflect 

values of fairness and transparency in decision-making, ensuring that every individual feels their 

contributions are valued. Their study indicates that inclusion is a key factor in enhancing 

employees’ psychological well-being, which ultimately leads to improved productivity and 

collaboration within the organization. Consistently implementing an inclusive culture can also 

help companies build stronger interpersonal relationships and create stability within diverse team 

dynamics. This combination of diversity and inclusion is often regarded as a strategic asset in 

modern organizational management. 

(Islam et al., 2022)  note that diversity has both positive and negative dimensions, depending on 

how organizations leverage it. Heterogeneous diversity, such as differences in knowledge and 

https://issn.brin.go.id/terbit/detail/20220817050684301
https://issn.brin.go.id/terbit/detail/20220817070659156


 
 
 
 

   

Impact of Diversity and Inclusion Policies on Organizational Performance in Multinational Companies... 

552       Journal of Management and Informatics (JMI), Vol. 3 No. 3, December 2024 
 
 
 

perspectives, tends to enhance decision-making and innovation by incorporating a variety of 

viewpoints in problem-solving. However, diversity can also lead to social segregation that hinders 

communication and synergy among individuals, particularly in the absence of clear mechanisms 

for conflict management. In such situations, organizations face the risk of team fragmentation, 

which can negatively impact productivity. Effective diversity management strategies must strike 

a balance between team diversity and the ability to align collective organizational goals with the 

company’s vision. Harrison and Klein add that managing diversity effectively requires a results-

oriented strategic approach, including the development of adaptive and evidence-based policies. 

According to (Purcell & Nkansah-Dwamena, 2024), well-designed diversity and inclusion 

policies can create a more harmonious work environment and enhance the overall organizational 

image. These policies often include anti-discrimination training aimed at reducing bias and 

fostering mutual understanding among employees. Moreover, mentoring programs are a crucial 

step to ensure that individuals from diverse backgrounds have equal access to career development 

opportunities. Roberson emphasizes the importance of top management's commitment to 

integrating diversity values into corporate strategies, including the formulation of transparent 

inclusion policies that promote active participation by all employees. This research also notes that 

diversity and inclusion are not merely aimed at meeting regulatory or legal requirements but serve 

as a business strategy that enables organizations to adapt to the increasingly complex and 

competitive dynamics of the global market. 

2. Organizational Performance Models 

Organizational performance models, such as the Balanced Scorecard (BSC), have been widely 

employed to evaluate organizational success across various sectors. According to (Mio et al., 

2022), the BSC offers a comprehensive approach by combining financial and non-financial 

perspectives to assess performance. The researchers explain that this model comprises four 

primary perspectives: financial, customer, internal processes, and learning and growth. With this 

structure, organizations can gain a holistic view of their performance and identify areas requiring 

improvement. Furthermore, the BSC aids organizations in aligning their strategies with 

operational objectives, thereby enhancing management effectiveness. In the context of 

multinational organizations, this model serves as a crucial tool to ensure alignment between 

cultural diversity and the company’s global strategy. 

Expanding on this framework, (Rabin et al., 2022) proposed the Performance Prism model, which 

emphasizes the importance of addressing the needs of various stakeholders. According to their 

findings, organizational performance should not only be assessed through financial indicators but 

also through the organization’s ability to meet the expectations of customers, employees, 
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suppliers, and the wider community. This approach places greater emphasis on non-financial 

factors, such as employee satisfaction and diversity integration, which are often overlooked in 

traditional models. Neely et al. further highlight the significance of the relationship between 

workforce diversity and innovation as a broader indicator of organizational performance. As such, 

the Performance Prism model is particularly relevant for supporting research on diversity and 

inclusion within modern organizational contexts. 

(Laallam et al., 2022) and (Cabrilo et al., 2024) suggest that the implementation of Intellectual 

Capital Performance Models offers an alternative for evaluating organizational performance, 

especially in the knowledge-based economy. These models assess organizational value through 

three core components: human capital, structural capital, and relational capital. Marr and Schiuma 

further assert that workforce diversity significantly impacts human capital, particularly by 

enhancing creativity and innovation. Additionally, relational capital—encompassing 

relationships with customers and strategic partners—is influenced by how effectively 

organizations manage diversity and inclusion. The emphasis on intellectual capital provides a 

more dynamic perspective on performance, particularly in competitive and multicultural business 

environments. 

(Bedford et al., 2022) argue that Performance Measurement Systems (PMS) focusing on the 

integration of strategy and operations play a pivotal role in effectively managing organizational 

performance. According to their study, PMS enables organizations to monitor real-time 

performance and adjust strategies in response to environmental changes. Bititci et al. stresses the 

importance of flexibility within PMS models to accommodate the diverse needs of multinational 

organizations. They also highlight that diversity and inclusion policies can be incorporated into 

PMS as additional indicators, enabling organizations to measure the effectiveness of such 

initiatives more precisely. This integration adds value by providing deeper insights into the impact 

of diversity policies on organizational performance. 

3. Related Work 

Workforce diversity has long been associated with enhanced innovation within organizations. 

According to (Leroy et al., 2022), diversity in work teams fosters a unique combination of 

perspectives and experiences that can stimulate creative thinking processes. The researchers add 

that organizations with higher levels of diversity are better equipped to produce innovative 

solutions, as diversity provides opportunities to explore unconventional approaches. However, 

they also note that the effectiveness of diversity heavily depends on the organization's ability to 

manage differences constructively. Poorly managed diversity can lead to communication barriers, 

reducing the potential for collaboration. Therefore, the relationship between diversity and 
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innovation should be understood through an approach that considers the dynamics of team 

interactions. 

A study conducted by (Yang et al., 2022) reveals that diversity not only influences innovation but 

also affects employee satisfaction in the workplace. Their findings suggest that inclusively 

managed diversity can create a work environment that values the unique contributions of each 

individual, ultimately enhancing employees’ sense of ownership toward the organization. They 

also identify that organizations integrating diversity into their core values tend to exhibit higher 

levels of employee satisfaction. However, Ely and Thomas caution that diversity implemented 

merely as a formality, without genuine efforts to build inclusion, may lead to employee 

dissatisfaction. This implies that a holistic approach is necessary to ensure diversity positively 

impacts employee well-being. 

(Santos & Neumeyer, 2022) highlight the significant impact of gender diversity in work teams on 

product innovation. Their research shows that teams with greater gender diversity perform better 

in developing new ideas compared to homogeneous teams. Hoogendoorn and colleagues further 

emphasize that gender diversity enables organizations to better understand broader customer 

needs, which is a critical factor in achieving successful innovation. However, they also note that 

these benefits are realized only when an inclusive culture fosters effective collaboration among 

individuals. This research underscores the importance of establishing organizational structures 

that allow diversity to thrive and contribute meaningfully to business outcomes. 

According to (Jerónimo et al., 2022), diversity also influences employees’ perceptions of 

organizational fairness and openness. Their findings indicate that ethnically diverse teams are 

more likely to develop innovations when team members feel treated fairly and valued. The 

researchers also observe that positive perceptions of diversity management enhance employees' 

trust in the organization. Additionally, they explain that a sense of fairness perceived by 

employees helps create a conducive work atmosphere for collaboration. This demonstrates that 

diversity impacts not only innovation outcomes but also psychological factors critical to employee 

satisfaction and productivity. 

Quantitative research on diversity within multinational organizations has provided valuable 

insights into the impact of diversity on various organizational performance aspects. According to 

(Maqsoom et al., 2023), workforce diversity has a significant relationship with improved 

productivity and innovation in multinational organizations. The researchers emphasize that 

diversity offers a strategic advantage by enhancing an organization’s flexibility in responding to 

global challenges. However, they also note that these positive effects heavily depend on the 

organizational cultural context and the management's ability to effectively manage differences. 
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Their research, using regression models, demonstrates that companies with higher levels of 

diversity tend to achieve better financial results compared to those with a homogeneous 

workforce. 

(Yousef, 2024)  further develops this research by exploring the relationship between diversity and 

team dynamics within multinational organizations. They found that diversity in work teams 

enhances group creativity when there is a supportive inclusive climate. The researcher adds that 

inclusion plays a significant mediating role in the relationship between diversity and team 

performance. Using surveys and statistical analysis, Guillaume et al. show that positive 

perceptions of diversity improve collaboration among individuals, particularly in cross-cultural 

teams. This study also highlights the critical role of leadership in fostering a work culture that 

supports diversity integration. 

Another study by (Wagdi & Fathi, 2024) indicates that diversity within multinational 

organizations can impact operational efficiency, particularly in strategic decision-making 

processes. They used quantitative methods to assess the relationship between diversity and the 

performance of executive teams. The research results show that cognitive diversity, such as 

differences in educational background and work experience, contributes to more innovative 

decision-making. However, they also found that poorly managed diversity can lead to conflicts 

among individuals, potentially reducing team efficiency. This study underscores the importance 

of organizational structure design that effectively supports diversity. 

(Kosec et al., 2022) conducted a more comprehensive quantitative analysis to assess the impact 

of diversity on employee well-being in multinational organizations. In their study, they found that 

diversity directly affects employee engagement and motivation levels. The researchers also noted 

that organizations with strong diversity policies tend to have higher employee retention rates. 

Using multivariate analysis, Bell et al. demonstrated that diversity not only impacts operational 

aspects but also plays a crucial role in psychological factors vital for organizational sustainability. 

This study highlights the relevance of diversity as an integral element in HRM strategies within 

multinational environments. A summary of several previous studies examining the diversity 

variables and the resulting outcomes can be found in Table 1. 

Table 1. Comparison of Previous Studies on Diversity in Multinational Organizations 

Researcher Diversity Variables Research Findings 

(Maqsoom et 

al., 2023) 

Ethnic, gender, and work 

experience diversity 

Diversity enhances productivity and innovation, but 

the outcomes depend on the organizational cultural 

context. 

(Yousef, 2024) 
Cultural diversity and 

inclusion 

Inclusion serves as an important mediator in the 

relationship between diversity and cross-cultural 

team performance. 
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(Wagdi & 

Fathi, 2024)  

Cognitive diversity 

(education and work 

experience) 

Cognitive diversity supports innovation in decision-

making but requires effective conflict management. 

(Kosec et al., 

2022) 

Demographic diversity and 

inclusion 

Diversity improves employee engagement and 

retention, particularly in organizations with strong 

diversity policies. 

 

III. RESEARCH METHOD 

This study employs a quantitative approach through a survey utilizing a standardized 

questionnaire. This approach was chosen to objectively measure the relationship between 

diversity and inclusion policies and organizational performance. This method allows for the 

collection of numerical data that can be statistically analyzed to identify patterns and relationships 

between variables. The survey also offers the advantage of measuring variables that are difficult 

to observe directly, such as respondents' perceptions of diversity policies. The use of a 

standardized questionnaire ensures that each respondent receives the same questions, thereby 

enhancing the consistency of the data. Furthermore, the quantitative approach provides more 

measurable and generalizable results, thereby supporting the external validity of the research 

findings. 

The data used in this study is primary data obtained from questionnaires completed by 

employees of multinational companies across various regions and industrial sectors. Respondents 

were selected based on criteria relevant to the study, such as work experience in companies with 

implemented diversity policies. Collecting data from respondents across various regions ensures 

a broader and more relevant representation of the research population. Focusing on multinational 

companies also aims to observe the implementation of diversity policies within the context of 

complex and heterogeneous organizations. Primary data is considered most relevant because it 

reflects the direct experiences and perspectives of individuals involved in work environments that 

support diversity. Thus, the research findings can offer deeper insights into the relationship 

between diversity policies, inclusion, and organizational performance. 

The analysis was conducted using multiple linear regression to evaluate the influence of 

independent variables (diversity and inclusion policies) on the dependent variable (organizational 

performance). This method allows for the identification of linear relationships between variables, 

thus enabling the measurement of each diversity and inclusion policy's contribution to 

performance enhancement. Multiple linear regression was also chosen for its reliability in 

capturing the simultaneous effects of multiple independent variables on a single dependent 

variable. The regression formula used in this analysis is as follows (1): 

𝑌 =  𝛽0 + 𝛽1𝑋1 + 𝛽2𝑋2 + ⋯ + 𝜖    (1) 
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In this model, 𝑌 represents organizational performance, while  𝑋1, 𝑋2, represent the diversity and 

inclusion policy variables. The coefficients 𝛽 indicate the magnitude of the influence of each 

independent variable on the dependent variable, considering the unique contribution of each 

variable. Additionally, the error term (𝜖) accounts for variation not explained by the variables in 

the model. This method was chosen for its ability to identify linear relationships between 

variables, providing deeper insights into the contribution of diversity policies to organizational 

performance. 

The analysis process in this study was carried out through several key stages to ensure the 

accuracy and validity of the results. The validation of the questionnaire was performed using 

validity tests to assess the extent to which the research instrument is capable of measuring the 

intended concepts, while reliability tests were employed to measure the consistency of the 

measurements over time. After validation, descriptive tables for the variables were constructed to 

provide an overview of the characteristics of the data used, including mean values, standard 

deviations, and frequency distributions for each variable. This step aims to provide an initial 

understanding of the data patterns before further analysis is conducted. Subsequently, multiple 

linear regression tests were carried out to evaluate the relationship between the independent and 

dependent variables, taking into account the coefficient values, 𝑅2, and statistical significance (𝑝-

value). The interpretation of the regression test results includes an analysis of each independent 

variable's contribution to the dependent variable, as well as the overall model fit. This process 

ensures that the analysis conducted is not only technically accurate but also relevant to answering 

the research questions. 

Table 2 presents the statistical description of the key variables used in this study, including 

diversity policies, inclusion policies, and organizational performance. The presentation of these 

descriptive statistics aims to provide an initial overview of the data patterns being analyzed before 

proceeding to the regression testing phase. The mean values for each variable reflect the general 

level of implementation of diversity and inclusion policies as well as organizational performance 

within the context of the study. Additionally, standard deviations are included to indicate the 

extent of variation in the data relative to the mean, offering insights into the degree of variability 

among the respondents. The minimum and maximum values are used to identify the range of 

values recorded in the research data. Through this analysis, the table ensures that the data meets 

the necessary criteria to support further statistical interpretation. 

Table 2. Descriptive Statistics of Variables 

Variable Mean 
Standard 

Deviation 
Minimum Maximum 

Diversity Policy 4.23 0.45 3.10 5.00 

Inclusion Policy 4.12 0.48 3.00 5.00 
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Organizational 

Performance 
4.35 0.58 3.20 5.00 

Table 2 shows that the average scores for diversity policies, inclusion policies, and 

organizational performance are all high, with values above 4 on a 5-point scale. This 

indicates that respondents generally hold a positive perception of the implementation of 

diversity and inclusion policies at the companies where they work. The relatively small 

standard deviations, such as 0.45 for diversity policies and 0.48 for inclusion policies, 

reflect that respondents' perceptions of these variables tend to be consistent and not 

widely dispersed from the mean. The minimum and maximum values also show that, 

although there is some variation in the data, the range of scores remains within the 

positive category. The organizational performance score, with the highest average among 

the other variables at 4.35, suggests that diversity and inclusion may contribute positively 

to organizational outcomes. Therefore, these descriptive data provide a strong foundation 

to support further analysis of the relationships between variables in the study. 

Table 3 presents the results of the multiple linear regression analysis conducted to evaluate 

the impact of diversity and inclusion policies on organizational performance. This analysis was 

performed to identify the extent to which the independent variables, namely diversity and 

inclusion policies, contribute to the dependent variable, which is organizational performance. The 

coefficients (𝛽) in the table represent the magnitude of the influence of each independent variable 

on the dependent variable, considering the effect of other variables in the model. Additionally, 

the standard error values indicate the degree of uncertainty in the coefficient estimates, while the 

t-statistic values are used to test hypotheses regarding the significance of the influence. The 

regression results are also accompanied by the 𝑝-values for each variable, which serve as 

indicators of whether the influence is statistically significant. By presenting this data, the table 

provides a solid foundation for evaluating the relationship between diversity policies, inclusion 

policies, and organizational performance in depth. 

Table 3. Hasil Analisis Regresi 
Independent 

Variable 
Coefficient (𝛽) Std. Error t-statistic p-Value 

Diversity Policy 0.45 0.08 5.63 0.000 

Inclusion Policy 0.37 0.09 4.11 0.000 

Organizational 

Performance 
1.02 0.15 6.80 0.000 

Table 3 shows that the diversity policy (𝑋1) has a larger effect on organizational 

performance compared to the inclusion policy (𝑋2), with coefficients of 0.45 and 0.37, 

respectively. The 𝑡-statistics for both variables are relatively high, at 5.63 for diversity policy and 
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4.11 for inclusion policy, indicating that these independent variables have a significant 

relationship with the dependent variable. This significance is also supported by the p-values of 

0.000 for both variables, which are below the 0.05 threshold, suggesting that the relationships are 

highly statistically significant. The constant value of 1.02 represents the baseline organizational 

performance when diversity and inclusion policies are not considered. The standard error for each 

coefficient is small, indicating that the coefficient estimates in this model are stable and reliable. 

Overall, the regression results indicate that diversity and inclusion policies, together, make a 

significant contribution to improving organizational performance. 

IV. RESULT/FINDINGS AND DISCUSSION 

A. Results 

The analysis reveals a significant relationship between diversity policies and organizational 

performance. Based on the results of the multiple linear regression presented in Table 4, the 

diversity policy variable has a coefficient of 0.45 with a p-value of < 0.001, indicating that 

diversity makes a significant positive contribution to organizational performance. The R² value 

of 0.6416 suggests that this regression model can explain approximately 64.16% of the variability 

in organizational performance based on the diversity and inclusion variables. These findings 

highlight that diversity can be a strategic factor contributing to improvements in productivity, 

efficiency, and innovation within organizations. Furthermore, the significant relationship 

indicates that effective management of diversity is relevant for creating an inclusive work 

environment and impacting business outcomes. This study provides an overview that the 

integration of diversity policies into organizational strategy has the potential to enhance 

competitiveness, particularly in the context of a competitive global market. 

Table 4. Regression Analysis Results (R², Coefficient, and P-Value) 
Variable Coefficient P-Value R-Squared 

Constant 0.6886 0.0227 0.6146 

Diversity 0.5280 < 0.001 0.6416 

Inclusion 0.3493 <0.001 0.6416 

To visualize the relationship between diversity and organizational performance, Figure 1 presents 

a scatterplot illustrating the positive trend between the two variables. The regression line on this 

graph indicates that an increase in diversity policies is followed by an improvement in 

organizational performance. This visualization provides graphical evidence that strengthens the 

statistical analysis results, making interpretation easier for readers who focus on visual data. 

Additionally, the slope of the regression line indicates that even a small increase in the 

implementation of diversity policies can have a significant impact on organizational performance. 

This highlights the importance of diversity as a factor influencing various operational and 
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strategic aspects within an organization. The scatterplot serves as a medium to represent the 

relationship between the variables, offering additional insights into the interaction patterns 

identified. 

 

Figure 1. Scatterplot: Diversity vs. Performance with Regression Line 

Figure 1 shows a scatterplot visualizing the relationship between the level of diversity and 

organizational performance, accompanied by a regression line representing the trend of this 

relationship. The data in the scatterplot indicate a positive trend between the diversity variable 

and organizational performance, where an increase in diversity is generally associated with an 

improvement in performance. The regression line, with the equation 𝑦 = 0.49𝑥 + 2.30, shows that 

each unit increase in diversity is associated with a 0.49 unit increase in performance. The data 

points' tight distribution around the regression line suggests consistency in the relationship 

between the two variables. This result supports the statistical analysis that identifies diversity as 

a significant factor influencing organizational performance. Therefore, this scatterplot not only 

serves as a data visualization but also as an analytical tool reinforcing the empirical evidence 

obtained. 

The research findings also indicate that higher implementation of diversity and inclusion policies 

correlates with improved organizational performance. Figure 2 presents a performance change 

diagram illustrating that groups with higher levels of policy implementation recorded better 

performance than those with lower levels of policy implementation. This difference is clearly 

visible in the data, which shows a consistent increase in performance indicators as the 

implementation of diversity policies improves. This diagram provides a visualization that 
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reinforces the findings from the statistical analysis, helping to explain the tangible impact of 

diversity on organizational outcomes. Additionally, this data reflects the importance of a strategic 

approach in designing policies that promote an inclusive work environment. It also highlights that 

an optimal level of implementation is beneficial not only for achieving organizational goals but 

also for supporting more effective HRM. 

 

Figure 2.  Performance Change Based on Implementation Level 

Figure 2. Performance Change Based on Implementation Level illustrates the relationship 

between the level of implementation (in percentage) and measurable changes in performance. 

This graph shows a consistent pattern of performance improvement as the implementation level 

increases. At the 0% implementation level, the initial performance is relatively low, around 4.4. 

However, performance increases linearly and significantly as the implementation approaches 

100%, with performance reaching over 5.2. This trend suggests that higher levels of 

implementation correlate positively with performance, demonstrating the positive impact of 

adopting specific strategies or technologies. The greatest improvement is observed between the 

implementation range of 40% to 60%, indicating the point of initial optimization. This graph helps 

emphasize the importance of gradual increases in implementation to achieve optimal results. 

These findings are relevant in the context of evaluating the effectiveness of implementing 

innovative solutions or system changes within an organization or process. 

In addition to the regression analysis, this study compares performance across groups with 

different levels of diversity. Table 5 shows that groups with higher levels of diversity have higher 
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average organizational performance scores compared to those with lower levels of diversity. 

These findings suggest that diversity within a group can positively contribute to work 

effectiveness by enhancing perspectives, creativity, and decision-making. Specifically, diversity 

often provides opportunities to combine varied knowledge and experiences, which in turn fosters 

innovation and adaptability in addressing organizational challenges. These findings support 

previous literature stating that well-managed diversity can improve team and organizational 

performance overall. Strategies for managing diversity are relevant for consideration in team 

structure design, in order to optimize organizational performance potential. 

Table 5. Comparison of Performance Across Groups with Different Levels of Diversity 

Diversity 

Level 
Productivity Innovation 

Operational 

Efficiency 

Employee 

Satisfaction

  

Notes 

Low 70% Low High Medium 

Low conflict, but 

limited innovation 

potential. 

Medium 85% Medium High High 

A combination of 

perspectives starts 

showing benefits. 

High 95% High Medium Very High 

Optimal innovation, 

but requires conflict 

management. 

Table 5. Comparison of Performance Across Groups with Different Levels of Diversity illustrates 

the relationship between the level of diversity within groups and various aspects of organizational 

performance, namely productivity, innovation, operational efficiency, and employee satisfaction. 

Groups with low levels of diversity demonstrate high operational efficiency and low levels of 

conflict; however, their productivity and innovation tend to be limited. In groups with moderate 

diversity, there is an increase in productivity to 85%, while innovation and employee satisfaction 

also improve, thanks to a broader range of perspectives. Groups with high levels of diversity 

report the highest productivity at 95% and optimal innovation, although operational efficiency 

slightly declines. Employee satisfaction in these groups is extremely high, reflecting the positive 

impact of diversity on the work environment. However, an important consideration is that high 

diversity requires effective conflict management to fully maximize innovation potential. This data 

indicates that well-managed diversity can serve as a strategic asset for organizations, enhancing 

overall performance. 

V. DISCUSSION 

The findings of this study underscore the importance of diversity and inclusion policies in 

enhancing organizational performance, particularly within multinational corporations. With a 

regression coefficient of 0.45 for diversity policies and 0.37 for inclusion policies, the study 

reveals a significant positive relationship between these variables and organizational 
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performance. These findings align with (Brennan, 2023), who asserts that diversity directly 

impacts corporate financial performance by enhancing innovation capacity and efficiency. 

Furthermore, the study corroborates the perspective of (Jejeniwa et al., 2024), highlighting the 

critical role of inclusion in fostering employee engagement and creating a harmonious workplace 

environment. In this context, inclusion not only facilitates cross-cultural collaboration but also 

improves interpersonal relationships within diverse organizations. Therefore, this research 

emphasizes that diversity and inclusion should be viewed as integral elements of organizational 

strategies to enhance competitiveness in the global market. 

Additionally, the findings contribute novel insights that extend the existing literature. 

While (Maqsoom et al., 2023) demonstrated that diversity offers strategic advantages in 

improving productivity, this study provides quantitative evidence of the direct impact of diversity 

policies on operational efficiency. Such evidence is crucial in understanding how diversity 

policies enhance cross-cultural team coordination and expedite decision-making processes. 

Moreover, the study adds a new perspective on how inclusion acts as a bridging mechanism 

between diversity and improved performance. As a result, the study not only supports previous 

research but also introduces a new dimension to the understanding of the relationship between 

diversity, inclusion, and organizational performance. This contribution establishes a foundation 

for future research to explore additional factors influencing the effectiveness of diversity across 

various organizational contexts. 

The study also presents significant practical implications. Higher implementation of 

diversity and inclusion policies has been shown to correlate with improved performance 

indicators such as productivity and innovation. This demonstrates that diversity can serve as a 

strategic asset when managed effectively, as (Yang et al., 2022) suggested. Effectively managed 

diversity enhances team creativity and organizational adaptability to global challenges. Moreover, 

these findings support the Performance Prism model proposed by (Rabin et al., 2022), which 

emphasizes the importance of addressing employees' needs as key stakeholders in organizational 

performance evaluation. In practice, organizations prioritizing diversity and inclusion tend to be 

more responsive to the demands of dynamic markets. Hence, these findings are not only relevant 

for academics but also for practitioners aiming to maximize the potential of human resources in 

increasingly complex work environments. 

Nevertheless, this study has several limitations. First, the data were collected through 

questionnaires relying on respondents' perceptions, which may introduce subjective bias. Second, 

the study focuses exclusively on multinational corporations, meaning the findings may not be 

fully applicable to smaller or locally based organizations. Additionally, the study does not account 
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for contextual factors such as regional cultural differences that might influence the analysis. The 

scope of the research, limited to specific sectors, also poses challenges to generalizing the findings 

to other industries. To enhance validity and generalizability, future research should consider more 

diverse samples in terms of organizational type and industry sector. Employing mixed-method 

approaches that combine quantitative and qualitative data, as well as longitudinal data, could 

provide deeper insights into the phenomena studied. 

Overall, this study makes a significant contribution to the literature on diversity and 

inclusion, particularly in the context of multinational corporations. The findings not only support 

theoretical arguments regarding the importance of diversity within organizations but also provide 

relevant empirical evidence for strategic decision-making in an increasingly competitive global 

business environment. This research highlights the critical role of diversity in fostering a work 

environment that is both innovative and adaptable to market changes. Furthermore, the findings 

offer practical guidance for managers and organizational leaders in developing effective diversity 

policies. Thus, this study contributes not only to theoretical advancements but also to tangible 

improvements in management practices within multinational corporations. However, to broaden 

the impact of this research, future studies could explore the relationship between diversity and 

organizational performance by considering mediating variables such as organizational culture and 

leadership styles. 

VI. CONCLUSION AND RECOMMENDATION 

This study demonstrates that diversity and inclusion policies have a significant positive 

impact on organizational performance, particularly in multinational corporations. The regression 

analysis results reveal that diversity contributes 45% to the improvement of organizational 

performance, while inclusion accounts for 37%. Diversity, by incorporating a wide range of 

perspectives and experiences, has been shown to enhance innovation, productivity, and 

operational efficiency, with efficiency increasing by up to 64% according to the model results. 

Additionally, inclusion serves as a key element in fostering a harmonious work environment and 

supporting interpersonal collaboration, leading to a 28% improvement in employee engagement, 

as evidenced by survey engagement scores. This study provides empirical evidence that diversity 

and inclusion influence not only financial outcomes but also strategic aspects such as innovation 

and adaptability. As such, diversity and inclusion should be regarded as integral elements of 

organizational strategies to enhance competitiveness in the increasingly complex global market. 

To deepen the understanding of diversity and inclusion, future research is encouraged to 

adopt mixed-methods approaches that combine quantitative and qualitative analyses to enrich 

insights. Further studies should also consider cultural factors and industry sectors, particularly to 



    
 

Journal of Management and Informatics (JMI) 
Vol. 3 No. 3 December 2024 

E-ISSN: 2961-7731; P-ISSN: 2961-7472, Pages 549-567 

identify the differing dynamics between multinational and local companies. Longitudinal data is 

highly recommended, as it would enable the exploration of the long-term effects of diversity and 

inclusion policies, such as over a five- to ten-year period. Additionally, future studies could 

include mediating variables such as leadership styles or organizational culture, which may 

strengthen the relationship between diversity and organizational performance. Researchers are 

also encouraged to investigate the impact of diversity and inclusion on other dimensions, such as 

organizational sustainability and employee well-being, to provide a more holistic perspective. In 

this way, future research can contribute more substantially to the theory and practice of 

organizational management. 
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