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ABSTRACT

Organizational goals are mainly concerned about the level of efficiency and effectiveness. This is not surprising as
the higher levels on efficiency and effectiveness lead to bulkier bottom-line. With the hefty income, organizations
can have more retained earnings and dividends. Higher retained earnings means that future development becomes
feasible. This pushes up the organizational market values. Dividends satisfy shareholders. Employees are loyal. If
this is so, organizations should all have continued to exist in the market. However, the market shows also that
organizations failed. This study attempts to seek possible causes on failure to reach the higher levels on efficiency
and effectiveness through the lens on diversity management and employee loyalty. As Indonesia is an archipelago
country that consists of people of multiple differences, it becomes important to evaluate the likelihood impact of
diversity toward employee loyalty to reveal the influential impacts to organizations. The incorporated variables in
this study includes; employee diversity, employee loyalty, quality of human resources, and productivity to represent
the level of managerial efficiency and effectiveness. Relying on the previous network and acquaintances, this study
includes respondents of Indonesian expatriates in other countries. The results are expected to show positive
relationships among variables. The results provide the foundation for educational institutions and educators to start
relaying the message on the importance of diversity.

Keywords: diversity; managerial efficiency; managerial effectiveness; employee loyalty; quality of human resources;
employee productivity



INTRODUCTION

Employee diversity and demography have been regarded as important elements toward shaping
the organizational culture (Gorton & Zentefis, 2020; Ramakrishnan & Testani, 2011) &
commitment (Alkadash, 2020; Aziz, et al., 2021; Cohen, 2013; Nikpour, 2017; Anantadjaya,
Finardi, & Nawangwulan, 2010; Abdurohim, Anantadjaya, Jayanto, Kusdibyo, & Cakranegara,
2022). Both the primary and secondary characteristics of people are likely providing degrees
of influence in terms of attaining productivity (Affum-Osei, Acquaah, & Acheampong, 2015;
Rabindarang, Khuan, & Khoo, 2014; Tandon, Mishra, & Mehta, 2020). Syed (2010) had
studied the relationship between demography and commitment, which consisted of some
factors of the primary and secondary characteristics of people (Khan, Khan, Khan, Nawaz, &
Yar, 2013). This is confirmed by Jones & George (2008) by noting the variations of people are
likely based on education, experience, physical appearance, age, gender, race, ethnicity,
religion, sexual orientation, socio-economy, ability, and others. This pushes-forth for
enhancement in human resources practices inside organizations worldwide in recruiting and
retaining diverse employees (Ferrel, Hirt, & Ferrel, 2016). According to Saikh (2019), some
notable benefits of diversity inside organizations include; multiple perspectives, improved
engagements, attract talents, enhance global image, higher revenues, and easier troubleshooting
(Anantadjaya, Nawangwulan, Kusumah, Setio, & Kartika, 2015; Setio & Anantadjaya, 2014).

An age-related relationship had been previously investigated in Ghana, India and Nigeria, for
instance, to have connections to commitment (Affum-Osei, Acquaah, & Acheampong, 2015;
Bashir & Abdul, 2020; Amangala, 2013). Likewise, gender & commitment relationships had
also been previously studied (Rabindarang, Khuan, & Khoo, 2014; Affum-Osei, Acquaah, &
Acheampong, 2015). Along with gender-based research, gender roles (Elkhdr & Kanbur, 2018),
socio & cultural differences (Rabindarang, Khuan, & Khoo, 2014) are influential for
masculinity and femininity (Khan, Khan, Khan, Nawaz, & Yar, 2013). Though females tend to
be less-committed in a masculine-based organizations, however, studies have found out that
female educators show a higher degree of commitment (Bashir & Abdul, 2020). Also, there
were evidence on productivity improvement due to the mix of female and male workers in
organizations (Khan, Khan, Khan, Nawaz, & Yar, 2013). In an international setting, ethnicity
may push-up the level of satisfaction and motivation toward jobs when there are colleagues
from the same ethnicity. Ethnicity may also provide joyful experience in inter-cultural
interactions (Fujishiro, Heaney, & Hoppe, 2013). In the studies by Jones, Ni & Wilson (2009)
found out that minorities tend to have a higher perception on discrimination at work. This
results in employee disengagement and intention to stay. Management fairness must be ensured
to all employees in accordance with the positions, ability, or competence. Individual’s marital
status generally correspond to the level of motivation toward work and job satisfaction (Knerr,
2002). Unmarried individuals have the tendency to show relatively minimal levels for work
motivation and job satisfaction. This is translated into a lesser level of organizational loyalty,
nonetheless (UKEssays, 2017). Blood type has also been studied to show influence onto
individual’s personality (Sakamoto & Yamazaki, 2002; Cattell, Young, & Hundleby, 1964). As
the personality contributes to the individual’s behaviors, it certainly affects the level of quality
of human resources toward loyalty and productivity.



Studies on years of work experience, or work background (Harvey, 2004), for instance, enable
people to rely on multiple perspectives on organizational planning, strategies, alternatives and
out-of-the-box solutions (Alexandra, 2017; Mohebbifar, Khosravizadeh, Mohseni, Bakhtiari,
& Cheginy, 2014). Previous studies on employees’ work experience found out that the longer
years of work experience, the higher the levels of work motivation and job satisfaction
(Mohebbifar, Khosravizadeh, Mohseni, Bakhtiari, & Cheginy, 2014). The quality of human
resources are derived from knowledge, skills and ability (Baartman & de Bruijn, 2011).
Education shows the approximation on accumulated knowledge, contributes in shaping the
behaviors of the individuals (Nakosteen, 2021). As higher education contributes to higher
employment opportunities, better compensation, and better bargaining power, it is often
regarded as a crucial contributor in shaping the level of quality of human resources,
employment loyalty, employment diversity, and productivity (Organization for Economic Co-
operation and Development, 2019). As the basic element in demography, individual’s age
drives personality, taste and preferences (Mialki, 2021; Tandon, Mishra, & Mehta, 2020), just
like the certain characteristics of generations of baby boomers, millennials, generation X,
generation Z, or others. One’s age approximates the quality, engagement, and productivity
(Sousa, Ramos, & Carvalho, 2019).

From the perspective of employee loyalty, Susan DeFranzo (2021) stated that it is defined as
people who are devoted to the organization’s success. They believe that being a part of the
organization is in their best interests, have plans to remain within the organization for the long-
term, and do not actively seek other employment opportunities elsewhere (DeFranzo, 2021).
Money is not the sole reason for an employee to work in an organization, as other factors of
non-financial compensation such as providing safe and appropriate working facilities can help
increase job satisfaction and loyalty (Sutanto & Perdana, 2016). Saydam Gouzali (2004) claims
that it is impossible to use the exact same motivation-raising methods for every employee, due
to the different factors and the differences in attitudes towards motivators that push an employee
to work. Managers need to study these factors more closely to turn these motivators into
“weapons” that will act as a stimulus to promote diligence, the presence of high levels of
potential and loyalty to the organization. There are 4 indicators of employee loyalty; obedience
(Sutanto & Perdana, 2016), responsibility (Yazaki, 2010; Maineldi, Hendriani, & Daulay,
2014), dedication (Sutanto & Perdana, 2016; Gaither, 2016), and integrity (Gouzali, 2004;
Sutanto & Perdana, 2016; Indeed, 2021).

From the employee productivity it is derived from the notions of efficiency and effectiveness
(Anantadjaya, 2009). The level of efficiency is characterized by the proper use of effect without
wasting materials, or doing things right (Guy, 2022), whereas the level of effectiveness is when
accomplishments are in accordance with the intention, or doing right things (Guy, 2022). This
productivity acknowledges the breath of efficiency and effectiveness in terms of the flow of
human resources.

2. METHODOLOGY

This study relied on the previous network and acquaintances. Via online questionnaire
distribution in social media and direct emails, a total of 200 Indonesian expatriates in the US
were included in this study, initially. However, upon the relying of the questionnaires, there



were unfulfilled responses obtained. Relying on the Raosoft Sample Size Calculator, which is
available online, the use of 200 total samples have satisfied the statistical inferences to have
10% error but yet still maintain 99% confidence level though with 50% to ensure the largest
possible sample size as this study do not presume skewness in the data. Starting with this
assurance, the sampling method was incorporated based on at least 2 ways in obtaining
responses. Initially, the purposive sampling was used to start establishing contacts with the
Indonesian expatriates. The snow-balling sampling was also used to get the contact rolling from
one expatriate to another. This study strives for distribution of the Indonesian expatriates. The
respondents were extended their consent and their names were maintained anonymous while
their respective responses were acknowledged for further data analysis

, Figure 1: Raosoft Sample Size Calculator
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While the targeted respondents were 300 to proportionately represented the mainland of USA,
there were 57 incomplete responses, for a total of 357 respondents. The spread of the samples
is shown in the following table,

Table 1: Sampling Process

Details Notes #s of Respondents
Population | Indonesian expatriates in the USA
Regions Northeast 75
Sampling Midwest 75
— Cluster | All respondents were South 75
maintained anonymously
throughout this study West 75
Total Samples 300

The questionnaire consists of employee diversity (age, gender, ethnicity, blood type, marital
status, experience, education, residence), quality of human resources (knowledge, skKills,
attitude), employee loyalty (obedience, responsibility, dedication, integrity) and productivity
(efficiency, effectiveness). This study attempts to focus on the vital role of diversity in
employee loyalty to bring about the satisfactory level of productivity. Once this process is
properly managed, it is expected that the cycle will re-invent itself toward sustainability
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Referring to the above discussions and the variables used in this study, the hypotheses are as

follows;
H: : Thereis a positive & significant relationship between Diversity and Quality of HR
Hy There is a positive & significant relationship between Quality of HR and Employee
Loyalty
Ha There is a positive & significant relationship between Employee Loyalty and

Employee Productivity

3. DATA ANALYSIS

The available data from the respondents were run into the SPSS. The results are statistically
acceptable for validity (.77) & reliability (.80), then it was analyzed in AMOS to simultaneously
evaluate the relationships among variables. The level of fitness of the model appeared to be
satisfactory. It is interesting to note that the presence of diversity provides some degree of
influence toward the quality of HR inside companies. The sequence continues with the presence
of quality of HR positively influences the presence of employee loyalty, which brings about the

positive relationship unto the employee productivity.

Table 2: Goodness of Fit Model Results
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Index)
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Source: (Budiman, Anantadjaya, & Prasetyawati, 2014)

With all positive influence among variables, it is interesting to note such relationships provide
evidence to what people have actually expected inside organizations. The presence of diversity,
first of all, as the variable in this model, is certainly explained by numerous sub-variables, such
as; age (.76), gender (.17), ethnicity (-.14), blood type (.51), marital status (.24), experience

(.82), education (.47), and residence (.26). The only negative explanatory power can be
observed from ethnicity.
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Nonetheless, since this study emphasizes on Indonesian expatriates whether in the US, the
differences within Indonesian ethnic groups, of more than 1,300 ethnic groups (Rahmat, 2021;
Badan Pusat Statistik, 2021) become inapparent for the world to notice. Also, the chances of
meeting people from the same ethnic group are relatively slim though there were chances that
the same ethnicity would likely collaborate together in the work spaces. Inside firms,
management shall pay a closer attention into these elements as way to properly gauge the
presence of organizational diversity.

The presence of quality of HR is portrayed from the classic combination of knowledge (.55),
skills (.60), and attitude (.71) in this study. As the attitude shows the highest explanatory power
unto the presence of quality of HR, this result confirms the vital role of attitude in employees’
mindset, not only better than knowledge and skills, but also better than 1Q, aptitude, talent,
intelligence, education, money, wealth, past history, connections, and networking (Vaughn-
Furlow, 2017).

From the perspective of employee loyalty, the results show obedience (.76), dedication (.69),
responsibility (.65) and integrity (.42), respectively. These results mirror the common practice
as employees’ loyalty often times is tied into the level of employees’ obedience rather than the
other elements. Though there are possibilities in falling into the trap of blind obedience
(Pejvack, 2020; Hess, 2013), it appears that basic conformity still measures the level of loyalty
& the worldwide organizations where the Indonesian expatriates are employed seem to
maintain the perception that obedience is the key success factor in controlling employee loyalty.

The results on productivity reveals that efficiency is able to provide the explanatory power of
63% while effectiveness is a mere 61%. These results provide evidence that both efficiency and
effectiveness are able to support the existence of employee productivity. With the fact that the
impact to employee productivity is 77%, these outcomes appear to support this research model
that there are relationships between employee diversity, quality of HR, loyalty and employee
productivity

Figure 3: Filtering Process
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To provide qualitative confirmations, this study run also the systematical literature review on
some keywords used in the model, which are; employee diversity, quality of HR, employee
loyalty & employee productivity. Based on those keywords, the search into the CrossRef
database was incorporated to reach 1,000 literatures. The filtering steps are based on the article
citations, the names of Publishers, and a minimum of 10 citations; to drop down to 370
literatures and 87 literatures.

It is a bit surprising to know that based on the number of citations that there were only 87
articles selected based on the filtering steps were published in Emerald (49 literatures), Wiley



(15 literatures), Springer (12 literatures), Informa UK Limited (11 literatures), Elsevier (11
literatures), Inderscience Publisher (4 literatures), Cambridge University Press (2 literatures),
SAGE Publication (2 literatures) & others (15 literatures). The other publishers consisted of
MDPI, AMH International, Public Library of Science, National Bureau of Economic Research,
JSTOR, Macrothink Institute, A and V Publication, 1GI Global, Edward Elgar Publication,
Growing Science, and American Psychological Associations.

Figure 4: Selected Publishers
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The total numbers of citations can be seen from the Figure 5: Number of Citations that there
were 1,899 in Emerald, 2,133 in Wiley, 491 in Springer, 645 in Informa UK Limited, 567 in
Elsevier, 73 in Inderscience Publisher, 94 in Cambridge University Press, 26 in SAGE
Publication, and 310 in Others.

Figure 5: Number of Citations
2,133

The following pie chart shows the total accumulated citations over the years with a total of 121
publications; before the year of 2000, there were 11% citations (or about 14 publications),
between the year of 2001-2010, there were 25% citations (or about 30 publications), between



2011-2020, there were 62% citations (or about 75 publications), and there were only 2%
citations (or about 2 publications) following the year 2021 onwards.

Figure 6: Accumulated Citations
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This shows that the selected keywords have become popular and organizations appear to have
experienced complexities around managing employee diversity, enhancing quality of HR,
staggering slides in employee loyalty and diminishing employee productivity. The emphasis
toward employee-related matters have been perceived as increasingly valuable for
organizational sustainability instead of just a mere expendable without significant roles &
contribution.

CONCULUSION

Based on the analysis in this study, it can be safely concluded that the role of employee diversity
holds a vital role in pushing-forward the quality of HR, employee loyalty and productivity. The
sets of literature appear to be providing support toward the relationships among the variables
and sub-variables. The positive relationships and impact are confirmed. Also, the additional
mini analysis on the systematic literature review seems to suggest the rising interest in these
subjects.

Future studies may have to explore more potential respondents to even enrich the dynamics, or
even putting more focus into particular variables, such as the negative explanatory power of
ethnicity, or the minimal power of gender as to touch-on the gender issues encircling the topic
on diversity
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