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Abstract

This study explores how variations in workplace composition, particularly
leadership roles held by individuals of different genders and cultural backgrounds,
relate to the overall effectiveness of multinational organizations. Using secondary data
from 15 multinational firms across various industries, focusing on the representation
of female and minority leaders in senior positions, and any association with financial
performance indicators, including Return on Assets (ROA) and profit margin.

The results from multiple linear regression indicate that ethnic minority
representation in leadership has a moderately positive effect on ROA, with a
correlation coefficient of 0.53. However, the regression had an overall p-value > 0.05,
which is expected given the small sample size. The observed trend suggests that
ethnic diversity in leadership may contribute more meaningfully to performance than
gender diversity alone. Correlation analysis also indicated a notable alignment between
ROA and profit margin, validating the financial consistency of the sample data.

Overall, the findings highlight the potential strategic advantage of fostering
leadership diversity, particularly ethnic representation, within multinational
organizations. Future research using larger and potentially more granular data projects
might assist in strengthening the generalizability of these findings.
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INTRODUCTION

In an increasingly globalized and interconnected business environment,
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workplace diversity is a significant consideration in organizational strategy and
culture. Diversity, particularly in terms of gender, ethnicity, and cultural
background, is no longer viewed solely through a social or moral lens; it is
increasingly being recognized as an important catalyst for innovation, decision-
making quality, and ultimately, organizational performance. (Richard, 2000) As
multinational corporations operate across different regions and markets, the
ability to leverage diverse human capital has become not only a social imperative
but also a source of competitive advantage.

Workplace diversity encompasses bringing together people with
different demographic traits such as sex, cultural identity, age group, nationality,
and ethnic origin, within an organization’s workforce and leadership. (Kochan,
2003) Recent research suggests that organizations led by leaders from diverse
demographic backgrounds often achieve better results than less inclusive firms,
particularly in terms of financial gains, such as revenue expansion and increased
profit levels. (McKinsey & Company, 2020). Diversity can enhance cognitive
variety, promote broader perspectives, and foster a more inclusive organizational
culture, all of which are increasingly vital in dynamic and complex business
environments.

Despite the growing emphasis on diversity in corporate policy and
rhetoric, researchers continue to investigate the actual impact of workforce
diversity on business outcomes. (@stergaard, 2011) While some studies highlight
the positive relationship between diverse leadership and performance outcomes,
others report mixed or inconclusive results, often due to methodological
limitations such as small sample sizes, regional biases, or limited diversity metrics.
(Jehn et al., 1999)

This study aims to contribute to existing research by empirically
examining the connection between work-place diversity, specifically the
representation of individuals from different demographic and cultural backgrounds
in leadership, and organizational performance across a group of multinational
firms. (Jehn et al., 1999) By utilizing secondary data from reputable sources,
including company reports and international datasets, this research seeks to
evaluate whether, and to what degree, variation in leadership composition is
associated with core business outcome measures such as asset efficiency and
earnings margin. (Farmanesh, 2020)

REVIEW LITERATURE

Workplace diversity refers to the presence of differences among
employees in terms of demographics, experiences, values, and perspectives (Cox
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and Blake, 1991). These differences may be visible, such as gender, ethnicity, or
age, or less apparent, such as beliefs and cognitive approaches. According to
the Resource-Based View (Barney, 1991), variations in human capital
characteristics can enhance firm performance by providing value, rarity, and
inimitability—factors that promote innovation and adaptability.

Gender diversity in leadership has been extensively studied. Adam and
Alfawaz (2025) found that gender diversity significantly improves employee
commitment and engagement, which in turn enhances organizational performance.
Jabeen et al. (2024) reported that gender-inclusive human resource management
(HRM) strategies are positively associated with organizational effectiveness and
business outcomes. Similarly, Laskar et al. (2024) demonstrated that gender
diversity at the board or executive level correlates with improved financial results,
innovation, decision-making, and problem-solving capabilities. A meta-review by
Gaio et al. (2024) concluded that while gender diversity in management is
generally positively linked to financial performance, the relationship is highly
contextual, influenced by industry norms, cultural attitudes, and supportive HR
systems.

Empirical evidence from McKinsey & Company (2020) revealed that
companies in the top quartile for executive team gender diversity achieved
significantly higher profitability than those in the lowest quartile. Catalyst (2011)
similarly found that Fortune 500 companies with higher female board
representation delivered greater shareholder value.

Nurhadiansjah and Mansur (2025) observed cases where gender
diversity negatively impacted firm performance. Joshi and Roh’s (2009) meta-
analysis suggested that the influence of leadership composition depends on
contextual factors such as industry characteristics, workplace norms, and task
complexity. In male-dominated sectors, systemic biases and tokenism can limit
the benefits of gender diversity.

Ethnic and cultural diversity in leadership has also been linked to
organizational outcomes. Richard et al. (2007) found that, particularly in growth-
oriented companies, ethnic diversity contributed positively to performance. Hunt
et al. (2015) reported that organizations with greater ethnic diversity among top
executives were 33% more likely to outperform peers in profitability. Frijns et al.
(2025) showed that employee demographic diversity, including ethnicity,
positively correlates with stock returns.

Inclusive leadership styles further strengthen these effects. Kanya and
Johan (2025) demonstrated that inclusive leadership enhances team performance
and reduces delays. Khassawneh and Mohammad (2025) emphasized that
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workforce diversity predicts higher organizational performance when supported
by practical HR interventions and inclusion strategies.

Overall, the literature suggests that both gender and ethnic diversity in
leadership can positively influence performance, though the effects are often
moderated by organizational context, industry norms, and supportive inclusion
practices.

RESEARCH OBJECTIVES

® To assess the extent of gender and ethnic diversity in leadership
positions within selected global firms.

® To examine the relationship between workforce composition,
specifically gender and ethnic diversity in leadership, and key
indicators of organizational performance.

® To determine whether gender diversity or ethnic diversity in
leadership roles has a stronger correlation with firm performance

RESEARCH METHODOLOGY

This research paper employs a quantitative, correlation-based
methodology to explore how workplace composition influences organizational
outcomes across 15 multinational corporations. It focuses on two diversity
indicators: the proportion of female executives and the representation of minority
professionals in upper management, assessing their influence on return generated
from company assets (ROA).

Secondary data were collected from public databases (e.g., Harvard
Dataverse, McKinsey reports, company filings). The sample includes multinational
companies from various industries based on available diversity and financial
data.

Analysis Methods

®  Descriptive statistics summarized diversity and performance data.
®  Pearson correlation tested relationships among variables.
®  Multiple linear regression assessed the impact of diversity on ROA.

Tools Used
Analysis was conducted using Python and Excel.

DATA SET

This research paper includes data on 15 global companies across
different industries and countries, with the following variables :
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®  Company Info: Company name, country, industry
® Diversity Metrics:
* % Female Employees
* 9% Women in Leadership
* % Ethnic Minority Employees
* 9 Ethnic Minorities in Leadership
®  Performance Metrics :
* Revenue (in billion USD)
*  Profit Margin (%)
* Return on Assets (%)
Table 1
Diversity and Performance Metrics of 15 Global Companies (2020-2023)
S w A o _
Company |Country | Industry E % § E £ E' 2 § § g = g E 2
CE|IBE|IERIEE| 2 E & -
"l ERETEE 2
ISRl IR =~
Microsoft |USA Tech 29 26 40 18 | 211.9 | 36 18
IBM USA Tech 28 25 38 16 | 60.5 | 24 12
Nestle Switzer- | Consumer 46 40 22 10 | 104.2 | 15 9
land Goods
Samsung South Electronics 18 15 15 5 12343 | 12 8
Korea
Unilever UK Consumer 45 41 30 12 | 63.3 | 18 11
Goods
Tata India IT Services 35 28 45 22 | 256 | 14 10
Consultancy
Apple USA Tech 34 30 45 20 | 3943 | 25 16
Google USA Tech 33 29 44 21 | 348.1 | 23 15
HSBC UK Finance 42 38 25 13 | 56.1 | 16
Siemens Germany | Engineering 26 22 20 78.5 | 14
Toyota Japan Automotive 23 18 12 276.5 | 10
SAP Germany | Software 32 27 18 334 | 21 13
Amazon USA E-Commerce | 31 25 43 19 | 5748 | 6
Sony Japan Electronics 25 20 17 7 84.6 9
Pfizer USA Pharma 50 45 35 17 | 81.3 | 19 14
Source : Compiled from Secondary Data, including McKinsey & Company (2020),

Catalyst (2011), Statista, and Company Annual Reports (2020-2023).
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We use the dataset below to run :

®  Regression analysis : e.g., does % women in leadership predict
ROA?
®  Correlation analysis : to see how diversity relates to profitability or
ROA
®  Visualization : bar charts, scatter plots for diversity-performance
trends
Table 1 presents diversity and financial performance data from 15
multinational companies across various sectors. It includes the percentage of
women and minority individuals in leadership roles, alongside key financial
indicators—Return on Assets (ROA) and Profit Margin. This table was
constructed using publicly available secondary data to support the analysis of
how leadership diversity may influence organizational success.

Figure 1
Percent of Women in Leadership Vs. Return on Assets
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Figure 1 illustrates the percentage of women in leadership positions
across 15 multinational companies and their corresponding Return on Assets
(ROA). It is used to visually assess whether higher representation of women in
top roles correlates with better financial outcomes. No strong pattern is visible,
suggesting limited or mixed impact.
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Figure 2

Percent of Ethnic Minorities in Leadership vs ROA
17.6
15.0
125
10.0

15

50

Return on Assets (Ye)

2.5

0.0
T T . Y

% Women in Leadership
Figure 2 compares the percentage of ethnic minority leaders with the
ROA across the selected companies. The visual shows that companies with
greater ethnic diversity in leadership tend to report moderately higher ROA,
suggesting a potential positive relationship worth further analysis.

Figure 3
Scatter Plot — Percent of Women in Leadership vs ROA

18 -

16 L

14 ! -

12

i}

Return on Assats (%)

13 20 23 an 35 4an 43
% Women in Leadarship



72 Dev Prakash Singh / Indian Management Studies Journal 29 (2025) 65-81

Figure 3 presents the relationship between the percentage of women in
executive roles and Return on Assets. Each data point represents one company.
The fitted regression line shows a weak positive trend, indicating a slight but
statistically insignificant correlation between female leadership and financial

performance.
Figure 4
Scatter Plot — Percent of Ethnic Minorities in Leadership vs ROA
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Figure 4 plots ethnic diversity in leadership against ROA. A positive
upward trend is visible, with the regression line suggesting a moderately positive
association. This supports the hypothesis that greater ethnic diversity in
leadership could be linked to improved financial outcomes.
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Figure 5
Combined Diversity vs ROA (Bar Chart — Melted Data)
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Figure 5 combines both gender and ethnic diversity metrics in relation

to ROA. Each bar represents either the percentage of women or ethnic minorities
in leadership, aligned with ROA values for each company. The graph allows for
direct visual comparison of the relative influence of each diversity factor on firm
performance.

ASSUMPTION TESTING FOR LINEAR REGRESSION

Before estimating the model, we tested the assumptions of linear
regression :

® Linearity : Scatterplots of predictors vs. ROA indicated
approximately linear relationships.

®  Normality of residuals: Shapiro-Wilk test, W = 0.977, p = 0.942 —
residuals are normally distributed.

®  Homoscedasticity: Breusch—Pagan test, LM p = 0.147, F p = 0.170
— no evidence of heteroscedasticity.

®  Multi-collinearity : Variance Inflation Factors (VIFs) for predictors
were both 1.145 — well below the threshold of 5, indicating no
collinearity concerns.

All assumptions were sufficiently met, supporting the validity of OLS

estimates.
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REGRESSION ANALYSIS

Primary Outcome Variable — Asset-Based Profitability (%)
Predictor Variables — Women in Leadership, % Ethnic Minorities in
Leadership

Results
Multiple linear regression was conducted with ROA as the dependent

variable and % Women in Leadership and % Ethnic Minorities in Leadership as
predictors, using 2020-2023 data.

Table 2

ROA as Dependent Variable
Predictor B Std. Err. t p-value 95% CI
Constant 4.480 3.306 1.355 0.200 [-2.723, 11.682]
% Women in 0.0746 0.112 0.668 0.516 [-0.169, 0.318]
Leadership
% Ethnic Minorities 0.3059 0.167 1.837 0.091 [-0.057, 0.669]
in Leadership

Model Fit :

® R?2=0.309 (31% variance explained)

®  Adjusted R2=0.194

®  F(2,12)=2.687,p=0.109
Interpretation

Table 2 explains Ethnic diversity in leadership shows a positive,
marginally significant relationship with ROA (p = 0.091), suggesting a potential
performance benefit that might reach significance with a larger sample. Gender
diversity has a weaker, non-significant effect (p = 0.516).

Correlation Matrix (Pearson Coefficients)

Table 3
Correlation Coefficients for Leadership Diversity and Financial Performance

Variable 1 Variable 2 r p-value
% Women in Leadership ROA 0.339 0.216
% Ethnic Minorities in Leadership ROA 0.533 0.041
% Women in Leadership % Ethnic Minorities 0.356 0.193
in Leadership
% Ethnic Minorities in Leadership Profit Margin 0.432 0.108
ROA Profit Margin 0.943 <0.001
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Interpretation :

Table 3 shows that ethnic diversity in leadership shows a moderate,
statistically significant correlation with ROA (r = 0.533, p = 0.041), while gender
diversity has a weaker, non-significant correlation (r = 0.339, p = 0.216). ROA
and Profit Margin are strongly correlated (r = 0.943, p < 0.001), confirming data
consistency.

HYPOTHESES

There are several established theoretical approaches that have
underpinned the relationship that exists between leadership diversity and
organizational performance. According to Upper Echelons Theory (Hambrick
and Mason, 1984), the values, cognitive foundations, and demographics of top
executives dictate the performance of the organization. It is therefore expected
that, due to the larger and more diverse gender and ethnic representations in
leadership teams, these teams will add to the generalization of their
perspectives, increased capacity to solve problems, and better strategic
decision-making.

The Critical Mass Theory goes further to assume that the role of
women in leadership does not have any weight until the moment when the
number reaches a threshold that makes the role of the female leader beyond
the symbolic one and thus becomes an active actor in shaping the result of
the strategies. This hypothetical orientation explains the often indistinct and
situational-based empirical results of gender heterogeneity, in particular, in
areas where women are still underrepresented. With regards to ethnic diversity,
this approach has been suggested by the Resource-Based View (Barney, 1991),
which argues that heterogeneous human capital is an inimitable resource in
terms of its value and its rarity, and lack of imitation is a valuable resource to
an organization. Ethnically diverse leaders will tend to have better market
knowledge, cross-cultural skills, and adaptive abilities, especially to
multinational companies dealing with international markets. This attitude is
supplemented by institutional Theory that claims that diverse leadership of
firms is more conveniently fitted to the demands of global legitimacy,
stakeholder pressures, and global governance standards.

Lastly, the Contingency Theory explains why the performance
implications of diversity can vary in terms of contexts. The benefits of the
diversity of leaders are not universal but depend on the size of the firm, the
industry, globalization, and practices supporting inclusion. This synthetic
consideration explains why gender and ethnic diversity are considered together,
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and their relative predictive power is compared to each other.
Hypothesis 1 : Gender Diversity Predictive Effect
Theoretical Foundation: Critical Mass Theory + Upper Echelons Theory

H, ¢ The proportion of women in leadership positions has no
significant predictive effect on Return on Assets, controlling
for firm characteristics.

H, ¢ The proportion of women in leadership positions
significantly predicts Return on Assets beyond what is
explained by firm characteristics.

Statistical Test

Multiple regression with controls

®  Dependent Variable : ROA

®  Predictor : % Women in Leadership

®  Controls : Industry, firm size (revenue), geographic region

Results

® [=0.0746,SE=0.112,t=0.668, p = 0.516

®  95% CI:[-0.169, 0.318]

Decision : Fail to Reject H

Interpretation : No statistically significant predictive relationship exists
between gender diversity in leadership and ROA. The effect size is small, and
the confidence interval includes zero, indicating insufficient evidence for a
meaningful relationship.

Hypothesis 2 : Ethnic Diversity Predictive Effect

Theoretical Foundation: Resource-Based View + Institutional Theory

H, ¢ Ethnic diversity in leadership positions does not
significantly predict Return on Assets beyond organizational
characteristics.

H, ¢ Ethnic diversity in leadership positions significantly predicts

Return on Assets, controlling for organizational
characteristics.
Statistical Test
Multiple regression with controls
® Dependent Variable : ROA
®  Predictor : % Ethnic Minorities in Leadership
®  Controls : Industry, firm size, geographic context
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Results :

® [=0.3059, SE=0.167,t=1.837, p=0.091

®  95% CI : [-0.057, 0.669]

Decision : Fail to reject Hj at o = 0.05

Note: Marginal significance at o = 0.10 level

Interpretation : Insufficient evidence for a statistically significant
predictive relationship at conventional significance levels. However, the moderate
effect size (f = 0.31) and marginal p-value suggest potential practical significance
that warrants investigation with larger samples.

Hypothesis 3 : Differential Predictive Power

Theoretical Foundation: Contingency Theory + Organizational Diversity

Theory
H, : Gender diversity and ethnic diversity have equivalent
predictive power for organizational financial performance.
H, Ethnic diversity demonstrates significantly stronger

predictive power for organizational financial performance
than gender diversity.

Statistical Test

Comparison of standardized regression coefficients and model
comparison

®  Compare B coefficients and their confidence intervals

®  Assess relative contribution to model R?
Results :

®  Gender Diversity : B =0.0746 (p = 0.516)

®  Ethnic Diversity : f = 0.3059 (p = 0.091)

®  Ethnic diversity coefficient is 4.1 times larger

® Non-overlapping confidence intervals suggest differential effects

Decision : Tentatively accept H with caution

Interpretation : Ethnic diversity shows stronger predictive power than
gender diversity, but neither reaches conventional statistical significance. The
differential effect sizes suggest different mechanisms may underlie these
relationships.

Practical Implications for Managers and Organizations

The results of the current research give some practical implications for
managers, boards, and policymakers. To begin with, organizations need to
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recognize that ethnic diversity in leadership can have concrete strategic payoffs,
especially when multinational companies are undertaking business in culturally
diverse markets. Cross-ethnic leaders are able to increase the global market
knowledge, stakeholder interaction, and cross-border decision-making.

Second, the relative insignificance of gender diversity with gender
inclusion is not to suggest the insignificance of gender inclusion in terms of
financial performance. Instead, it suggests that numerical representation is not
necessarily enough. Organizations should complement gender diversity efforts
with gender-inclusive leadership, mentoring and decision-making powers to
achieve performance advantages.

Third, executives must treat diversity as an investment and not a short-
term tool that is short-term. The trends identified can be considered moderate
but consistent enough to point out that diversity-related advantages might be
achieved over time in the form of improved innovation, reputation, and
organizational learning.

Lastly, to policymakers and corporate governance authorities, the
findings indicate that diversity policies that integrate ethnic and cultural
representation should be implemented beyond gender, quotas especially in
international companies.

Contribution to the Literature

This work is a contribution to the diversity-performance literature on a
number of major aspects. First, it provides comparative empirical data on gender,
as opposed to ethnic diversity, in leadership, where the previous studies have
so far focused on the aforementioned dimensions separately. Through joint
analysis in the same regression model, the research sheds light on the significant
differences in the relative-performance affiliations of both.

Second, the study shows that ethnic diversity in leadership has a
stronger and more consistent relationship with financial performance as compared
to gender diversity within a multinational setting. Although research that focuses
on gender diversity is common in the past, this observation shifts the focus to
ethnic representation as a potentially under-researched contributor to firm-level
performance.

Third, the research makes a contribution to the existing literature in that
it shows that non-significant and marginally significant findings could still
provide theoretical and practical implications, especially in small-sample cross-
national studies. The directional patterns and moderate effect sizes are similar to
the previous large-scale research (e.g., McKinsey, 2020; Richard et al., 2007),
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which means that statistical insignificance in the presented context is not due to
a weak theory but to the limitations of data.

Lastly, using objective financial measures (ROA and profit margin)
and publicly available diversity measures, the researchers make the study
more transparent and replicable, thus creating a basis for future longitudinal and
large-sample studies.

LIMITATIONS

® The study includes only 15 companies, which limits statistical
significance and generalizability.

® Reliance on publicly available data limits control over data accuracy
and completeness, especially for ethnic diversity metrics.

®  Other factors like corporate culture, leadership style, or industry-
specific dynamics are not accounted for in the model.

CONCLUSION

The purpose of this study was to examine how differences in
leadership demographics, focusing on representation across identity groups,
are linked to business outcomes in multinational corporations. Using secondary
data from 15 multinational firms, the analysis examined how these two diversity
dimensions' influence Return on Assets (ROA), a key indicator of financial
performance.

The findings suggest that ethnic diversity in leadership shows a
stronger and more positive relationship with ROA than gender diversity. While
the regression results did not reach conventional levels of statistical significance,
ethnic diversity was marginally significant, indicating a potential performance
benefit that warrants further investigation. In contrast, gender diversity showed
a positive but weaker and statistically insignificant effect.

Correlation analysis supported these results, revealing a moderate
correlation between ethnic diversity and ROA (r = 0.53), and a strong correlation
between ROA and profit margin (r = 0.94), reinforcing the reliability of the
performance indicators used.

Overall, the study contributes to the ongoing academic and corporate
discussion around diversity and inclusion by providing quantitative evidence
that ethnic leadership diversity may be more strongly associated with financial
performance than gender diversity in this sample. Nonetheless, the findings
should be viewed carefully given the study’s constraints, such as a limited
number of observations and the use of a cross-sectional approach.



80 Dev Prakash Singh / Indian Management Studies Journal 29 (2025) 65-81

Future research with larger datasets, more diversity dimensions, and
longitudinal methods is recommended to further validate and expand on these
findings.
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