Public Organization Review (2021) 21:119-135
https://doi.org/10.1007/511115-020-00479-0

®

Does Gender Diversity Affect Workplace Happiness Check for
for Academics? The Role of Diversity Management apeaes
and Organizational Inclusion

Mohamed Mousa’

Published online: 27 July 2020
© The Author(s) 2020

Abstract

The author investigated the relationship between gender diversity and organizational
inclusion and moved forward to examine whether gender diversity, diversity manage-
ment and organizational inclusion predict workplace happiness by collecting 320
questionnaires from academics in three public universities in Egypt. A t-test was used
to identify how gender may affect perceptions of diversity management and organiza-
tional inclusion. Hierarchical regressions were applied to test whether gender diversity,
diversity management, and organizational inclusion can predict workplace happiness.
The findings showed no relationship between gender diversity and organizational
inclusion, and the authors confirmed that gender diversity, diversity management,
and organizational inclusion can effectively predict workplace happiness. Theoretical
and empirical implications are discussed at the end of the paper.

Keywords Gender diversity - Diversity management - Organizational inclusion -
Workplace happiness - Academics - Egypt

Introduction

Over the past two decades, the concept of diversity has gained currency in management
literature (Wikina 2011). Different employers have considered it a driver for their
continuity and a tool for accessing new markets (Ozgener 2008; Madera et al. 2013).
According to Kundu and Mor (2017), there is a growing trend from employees
nowadays to join institutions that value diversity and respect differences. Therefore,
organizations have started to regularly review and update their diversity-related policies
and/or activities in order to realize an inclusive work context which ensures justice,
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engagement, tolerance and equal opportunities for staff regardless of their differences
(Healy et al., 2010). This is in line with what has been mentioned by Roosevelt Thomas
(1990), who points out that the main mission of any diversity management protocol
should be to develop an organizational climate that appreciates differences and respects
an individual’s uniqueness. Consequently, the implementation of effective diversity
management procedures may entail a dramatic change in an organization’s culture,
values and traits (Celik et al., 2011; Shore et al., 2011; Mousa 2018a; Mousa, 2018b;
Mousa et al. 2019a). The same has been affirmed by a research study (2019), who
highlighted that treating all employees as insiders may regularly require tailoring
activities/procedures through which employees can feel involved, supported, engaged
and that they belong.

Like other aspects and phenomena in human resources management, diversity
management is based on social exchange theory, which says that investments in the
staff of an organization (pay, promotion, development opportunities, information,
status, love etc.) are constantly met by positive employee returns (performance,
commitment, citizenship behaviour) towards the organization they work in (Blau,
1964; Van de Voorde et al., 2012 and Paauwe et al., 2013). Furthermore, and according
to Simons (2002) and Jonsen et al. (2011), the roots of diversity management discourse
can be traced back to equal employment initiatives and affirmative action protocols in
the US in the 1960s, and since then this concept has attracted attention from researchers
in disciplines such as public policy, public administration, sociology, humanities,
marketing and public relations. However, HRM scholars have only touched upon this
vast research field over the past two decades and since perceiving the demographic
changes in the labour market, growing interest in business ethics, corporate orientation
to go global and government policies in Europe to include foreigners and immigrants in
their labour markets (Ravazzani, 2016).

Studies by Selden and Selden (2001) and Ashikali and Groenveld (2015) have
shown that organizations in western countries have a long history in implementing
affirmative action, equal employment opportunities and other diversity-related mecha-
nisms that ensure the fair representation of minority groups at different organizational
levels. This may come as a result to attempts by these organizations to build diversity,
which often entails attracting, hiring, developing and retaining a diverse range of elite
personnel regardless of their differences in order to boost the organization’s performance
(Ely and Thomas, 2001; Nishii, 2013;). However, Kirton and Greene (2010) indicate
that the main shortcoming of diversity management is its complete focus on
representing, developing and retaining minorities. This sometimes fuels negative feel-
ings and behaviours in members of majority groups towards their workplace. Conse-
quently, Guillaume et al. (2014) affirm that diversity management may be seen as a
threat to the dominant culture in organizations if it is not properly designed and adopted.

Kundu and Mor (2017) highlight that any sound management of diversity should
start by assessing employee perceptions of how their organization deal with dissimi-
larities and what actions are taken to promote workplace inclusion. Needless to say that
such perceptions of diversity differ from one individual to the next because of differ-
ences in age, gender, education, religion and work experience. A research study done
by Mousa (2017) explored how nurses perceive cultural diversity in public hospitals in
Egypt and one of the main findings was that the nurses receive lower assessment rates
and feel discriminated only when their managers are men.
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Numerous authors (e.g. Cox, 1991; Thomas, 1991; Richard and Johnson, 2001;
Oslen and Martins, 2012 and Ravazzani, 2016) differentiate between the following
three stages or dynamics of managing diversity in different work settings. First,
assimilating minorities, which focuses on the fair representation of different groups
through adopting quota systems. Second, integrating diversity, which entails voluntary
actions by organizations to form a pool of employees who are different in religion, race,
nationality, age, language and so on, which is often seen as an attempt to secure
legitimacy through meeting local socio-cultural expectations. Third, leveraging variety,
which entails the organization planning sets of activities to include diverse staff that the
organization considers a main driver of competitive advantage. This occurs through
employing heterogeneous teams and securing team development, training and learning
opportunities (Janssens and Zanoni, 2014).

According to Vuuren et al. (2012, p. 156), cultural diversity means “differences in
ethnic background, historical origins, religion, socio-economic status, personality,
disposition, nature and more”. Heuberger, Gerber and Anderson (2010, p. 107) define
it as “many types of differences such as racial, ethnic, religious, gender, sexual
orientation and physical ability, among others”. Kundu (2001); Mousa et al. (2020a,
b), Avery et al. (2008), Jain (1998), King et al. (2011), Windscheid et al. (2018),
Humphrey et al. (2006) and Heuberger et al. (2010) highlight that cultural diversity
refers to the co-existence of people who are affiliated with different social classes at
different organizational levels. Consequently, the management of cultural diversity
entails realizing individual career aspirations without being hurdled because of
religion, gender, family status, race or related factors (Nishii, 2013). This is what
has been highlighted and announced by the anti-discrimination policies that US
organizations have adopted since 1960 (Tereza and Fleury, 1999). Dogra (2001)
highlights the fact that early studies on cultural diversity have focused on racial
discrimination. Since 1990, the scope of research on cultural diversity has ex-
panded to include the assessment of coherence and/or integration in different
societal and work contexts.

Egypt, which is considered one of the oldest and richest civilizations and often
perceived as one of the leading countries in the Middle-East in terms of history and
culture, and population size, witnesses remarkable inequalities in terms of gender, age,
religion and political affiliation (a research study, 2018b). In the Egyptian context,
cultural diversity and its management have not been perceived as being of research
interest by practitioners or academics. A research study done by Alas and Mousa
(2016) and another by Mousa and Alas (2016) assert that Egyptians and the current
Egyptian political regime tend to introduce their country as a model of tolerance and
humanity that other countries should address and follow despite the lasting state of
division in terms of religion, gender, political ideology and even linguistic dialect
this country suffers from. Moreover, Egyptians affirm from time to time that
discrimination has no value in their behavioural dictionary. This may justify the
scarcity of research on cultural diversity and its management in Egyptian societal
and organizational settings.

Alas and Mousa research study (2016) conducted a number of semi-structured
interviews with MBA students in a private business school in Egypt and assert the
need to consider diversity management as part of the current MBA courses or to tailor
specific courses and training sessions on cultural diversity in order to deal with the state
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of division in Egyptian society since the January 2011 revolution and the growing
conflict between Egyptians who classify themselves based on religion, gender and
political ideology. Hofstede and Hofstede (2005) discuss the following four dimensions
of shaping culture: power distance, uncertainty avoidance, individualism and mascu-
linity. According to Mousa (2017), masculinity, which is the basis of the superiority
men have within Egyptian society, and individualism, which reflects how the family
influences individual behaviour, are the two dominant dimensions in Egyptian culture.
Moreover, the same study elaborates that the man is the breadwinner and dominant
voice in the Egyptian family, while the woman is mainly responsible for raising
children. The author of the same study conducted a number of interviews with nurses
in a public hospital in Egypt and concluded that nurses often receive low assessments if
their managers are men. Moreover, there is a kind of exclusion and/or marginalization
of Christian nurses because of their religion. Moreover, a study by Mousa (2018a)
focused on physicians in Egyptian public hospitals to address the effect of cultural
diversity challenges on organizational cynicism among those physicians, has indicated
a positive correlation between discrimination as one of the main cultural diversity
challenges and the negative attitudes physicians have against their colleagues and their
workplace (labelled as organizational cynicism).

Given the fact that diversity management is new to Egyptian organizational
settings and that studies of diversity are still at an embryonic stage in Egyptian
academia, the author of this paper addresses academics in three three public
universities in an attempt to, first, explore how gender diversity may affect percep-
tions of diversity management policies and the sense of organizational inclusion.
Second, to examine the association between diversity management and organiza-
tional inclusion, and lastly, to identify the relationship between gender diversity,
diversity management, organizational inclusion and workplace happiness in the
selected context. The impetus for the study lies in addressing diversity management
and organizational inclusion in an organizational setting that suffers from clear
cases of division and conflict as is common in other socio-cultural and political
settings in Egypt today. The remainder of this paper is structured as follows: first
the author will present the theoretical background and hypotheses, followed by the
study design, then the results, and lastly the discussion, implications, conclusion,
limitations and future research.

Theoretical Background and Hypotheses
Gender Diversity and Diversity Management

Gender diversity has become a major challenge for organizations. Politically, Gatrell
and Swan (2008) indicate that the unfair representation of women in the labour market
is unacceptable. Moreover, Joshi et al. (2015) highlight that gender diversity stimulates
more economic returns through fuelling productivity. Solakoglu and Demir (2016)
point out that the effective management of gender diversity entails positive organiza-
tional outcomes such as accessing new markets, building a good corporate image and
enhancing employee commitment. This comes in agreement with Farrell and Hersch
(2005) and Smith et al. (2005), who have indicated a positive association between
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gender diversity and firm performance. From their side, Vanderbroeck and
Wasserfallen (2017) affirm that selecting the right person for the right job is a dilemma
in business life today. Therefore, they affirm the need for a regular competency
framework assessment for measuring daily employee performance regardless of gender
in order to maintain more equitable career paths.

Larkin et al. (2012) and Perrault (2015) demonstrate that gender-balanced staffing has
become high on the socio-political and economic agendas undertaken by many
western governments. In 2016, the German government, for example, decreed a
law forcing public-owned organizations to follow a specific quota for hiring
women (Windscheid 2018). Moreover, organizations — whether public or private
— have to regularly and publicly report their gender diversity policies and/or actions (Ali
etal., 2014).

In academia, Su et al. (2015) confirm that women faculty face many career disad-
vantages such as under representation as a result of extensive family responsibilities.
The same has been confirmed by Dominici et al. (2009), who note the under represen-
tation of women in academic administrative positions such as rectors, deans and chairs
of academic departments. According to Su et al. (2015), the chairs of academic
departments play a major role in shaping the gender diversity scene and they can
effectively implement a sound gender diversity system if they have proper levels of
authority, information, financial resources and support. Accordingly, the author pro-
poses the first hypothesis as follows:

HI: Female academics well-perceive diversity management practices more than
their male colleagues.

Gender Diversity, Diversity Management and Organizational Inclusion

The concept of inclusion appeared in 1980 and was introduced by researchers in
the field of education (Gilhool, 1989). Later, sociology researchers used the
concept to describe the effective fair interpersonal relationships between individ-
uals in the same society (Babacan, 2005). Since 1990, management scholars have
started to focus on inclusion and could be classified into two schools of thought.
Scholars of the first school pay attention to the individual’s perceptions of the
degree of involvement, integration and equality experienced in his workplace
(Lirio et al., 2008; Shore et al., 2011, Mousa & Ayoubi, 2019a, b, Mousa et al.
2020a, b). Consequently, the employee’s sense of belonging, involvement and
justice is constantly addressed by researchers in this school. In the second school,
scholars target the procedures and actions undertaken by different organizations
to ensure engagement and workplace harmony (Mor Barak, 2000; Roberson,
2006). According to Tang et al. (2017), organizational inclusion has been taken
seriously, drawing on the recommendation of the “workforce 2000” project
initiated by both the US Department of Labor and the Hudson Institute in
1987. The results of the project highlight the need to shift from diversity
management to organizational inclusion as a result of the growing number of
diverse individuals who access the labour market in the USA and other western
countries. Romer (1990), Jansen et al. (2014) and Tang et al. (2015) confirm that
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inclusion is the mechanism organizations can employ to constitute an organiza-
tional identity and subsequently eliminate workplace conflicts between diverse
employees.

For Davidson and Ferdman (2002) and Pless and Maak (2004), organizational
inclusion refers to the effective participation and/ or engagement of individuals in
realizing their goals and those of their organization while feeling respected and
appreciated. Davidson (2011) and Humberd et al. (2015) highlight that devel-
oping an inclusive culture and fostering open communication are essential to
maintaining organizational inclusion. Many authors (e.g. Cox, 1994; Ainscow
and Sandill, 2010; Nishii and Mayer, 2009; Ainscow and Sandill, 2010)
elaborate that HR systems, leadership style and internal values strongly affect
the level of organizational inclusion.

According to Booysen (2007), the concept of diversity management differs from the
concept of organizational inclusion, and they both vary across organizations and
researchers. Wah (1999), Guillory and Guillory (2004), April et al. (2009) and Van
Dijk et al. (2012) define diversity as the tangible and intangible differences among
individuals, while organizational inclusion entails understanding and utilizing
these individual differences for the betterment of individuals and their organi-
zations. Daya (2014) elaborates that diversity management involves a kind of
fair representation for different societal demographic populations at different
organizational levels. Accordingly, diversity management starts and ends as a
set of managerial actions while organizational inclusion starts as a managerial
action but ends as an individual feeling (Harrison and Klein, 2007). Human
(2005) and Daya (2014) point out that implementing organizational inclusion
may involve a change in an organization’s vision, strategy, culture, communi-
cation policies, HR systems, leadership style and moral values. Accordingly, the
author proposes the following two hypotheses:

H2: There is an insignificant statistical relationship between gender diversity and
organizational inclusion.
H3: Diversity management is positively associated with organizational inclusion.

Gender Diversity, Diversity Management, Organizational Inclusion and Workplace
Happiness

Due to the growing academic focus on positive psychology over the past
decade, workplace happiness has increasingly become a topic of interest (Guest,
2017). Seligman and Csikszentmihalyi (2014) consider workplace happiness as
a river for many positive work attitudes such as fewer turnover intentions and
absenteeism levels. Fisher (2010) highlights that the feeling of happiness at
work entails an implicit assessment of one’s job including its duties, future and
responsibilities. This may justify why the same author affirms its importance in
shaping both the organization’s continuity and the employee’s future organiza-
tional behaviour.

Generally, the concept of happiness has received considerable attention from psy-
chology and philosophy researchers who confirm that individuals feel happy if they
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exhibit higher emotional intelligence (Carmelie et al., 2009) and stable personal life
(marriage, owning house, etc.) (Weimann et al., 2015). Erdogan et al. (2012) indicate
that public health and public policy researchers have also paid attention to the
determinants of individual happiness. Xanthopoulou et al. (2012) confirm that the
concept of workplace happiness is still underdeveloped. The same has been con-
firmed by Kristensen and Johansson (2008), who indicate that management scholars
have only tended to show interest in workplace happiness over the past decade in an
attempt to stop or at least eliminate negative emotions and cynicism from stiff
competition, heavy work-loads and unfair treatment in different work settings.
Moreover, Erdogan et al. (2012) highlight the need for more empirical research
on happiness at work.

According to Fisher (2010), workplace happiness reflects an attitudinal construct
comprised of three dimensions: engagement, job satisfaction and affective
organizational commitment. Moreover, happiness at work is often derived from
personal experiences the employee has had, witnessed or even heard about. Zelenski
et al. (2008) and Erdogan et al. (2012) consider that workplace happiness is largely
based on leadership style, workplace justice, communication policies, organizational
culture and more. It is no surprise therefore that Weimann et al. (2015) state that
workplace happiness is not fixed but may change as a response to changes in work
conditions (development opportunities, financial remuneration, promotion, assessment,
etc.). Accordingly, Fisher (2010) perceives workplace happiness as healthy positive
feelings an employee maintains towards the job itself (work atmosphere, feeling at
work, job title), job characteristics (pay, development opportunities and assessment)
and the organization as a whole. Accordingly, the author proposes the following
hypothesis:

H4: Gender diversity, diversity management and organizational inclusion can
statistically predict workplace happiness.

Methodology
Sample

The conceptual framework of the present quantitative study was drawn from
previous literature on diversity management, organizational inclusion and work-
place happiness. To the best of the author’s knowledge, the relationship between
gender diversity, diversity management perception, organizational inclusion and
workplace happiness has not been addressed before, particularly within the context
of universities.

The study was conducted on academics in three public universities located in
Egypt. The main reason for choosing these universities was one author’s relation-
ship with a number of academics who work there in addition to the approval of
those universities to collaborate with the author of the present paper. The first is a
university with 360 academics, the second has 260, and the third 340 academics.
Accordingly, the total sample size (study community) the authors of the present
paper could address is 960 academics. All the academics invited to participate are
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Egyptian, and many of them completed their education (MA and/or PhD) in
Western countries.

The author targeted all academics in the chosen universities and decided to
employ a hierarchical multiple regression analysis. He distributed 960 question-
naire forms and successfully collected 320 completed questionnaires. Before
distributing the questionnaire, the author decided to rely on purposive sampling
in which a questionnaire was handed to every academic in the chosen universi-
ties. The choice of purposive sampling ensures that every academic is contacted
and represented in the collected sample, and this reduces the possibility of a
bias.

Measures

Concerning the measures, the author of this paper found that only two variables —
diversity management and organizational inclusion — have previously been researched.
Accordingly, the author had to develop a model for workplace happiness, for which
there is no commonly accepted model. The following describes the measures used in
the questionnaires.

For diversity management, the author used six items of workplace diversity
management developed by Mor Barak et al. (1998) after updating them to fit
the Egyptian organizational academic setting. The following is an example of
the items included in Mor Barak’s 1998 model: Our university makes promo-
tion and tenure decisions fairly and regardless of employee differences.

For organizational inclusion, the author used the organizational inclusion model
(6 items) developed by Mousa and Puhakka (2019) without changing any of them
as they were originally designed and tested in an Egyptian organizational context.
The following are examples of the items included in A research study by Mousa and
Puhakka’s 2019 model of organizational inclusion: My workplace respects the
uniqueness of academics, I did not feel any discrimination while working in my
current workplace and My workplace treats all academics as insiders.

For workplace happiness, the author, based on their items on the study by
Fisher (2010), who elaborates that workplace happiness is a construct of three
dimensions: engagement, job satisfaction and affective organizational commit-
ment. Proposes the following six items to test workplace happiness:

1) I have positive emotions towards my university and accordingly I continue my
organizational membership.

2) I am satisfied with my job’s duties, responsibilities and description.

3) I am satisfied with my current salary, development opportunities and career
aspirations.

4) I feel passionate to engage, integrate and effectively participate with my colleagues
in performing our job responsibilities.

5) Ifeel pride in being affiliated with my current university and work with my current
colleagues.

6) 1 feel a sense of involvement, equality, security, safety and harmony in my current
workplace.
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Results

The following presents the reliability analysis for diversity management, orga-
nizational inclusion workplace happiness and gender using Cronbach’s alpha.
Cronbach’s alpha is used to assess the internal consistency of each of the
variables used in the study. As depicted in Table 1, there is a significant
correlation among the four variables (ranging from 0.152 to 0.362). Table 1
shows the reliability analysis for the four variables using Cronbach’s alpha.

For H1 and H2, the author used a t-test to identify how gender may affect
perceptions of diversity management and organizational inclusion. As shown in Ta-
ble 2, the results show a relationship between gender diversity and perceptions of
diversity management (t=-320, P <0.05). For female academics, the mean is 3.88,
while the standard deviation is 0.80; meanwhile, the mean for male academics is 3.20
and the standard deviation 0.68. The results indicate that female academics perceive,
appreciate and respect diversity policies at their universities better than their male
colleagues. Therefore, H1 is supported. Table 2 also shows that there are no consider-
able difference in the perception of male and female academics regarding their per-
ceived level of organizational inclusion. As shown below in Table 2, M =3.50 while
SD = 0.68 for female academics, and M = 3.48 and SD = 0.67 for their male colleagues.
Accordingly, H2 is also supported.

For H3, the author used a chi-square test to explore the association between diversity
management and organizational inclusion. All expected cell frequencies were greater
than five.

The table reflects a statistically significant association between diversity manage-
ment and organizational inclusion; x2(1)=74.439, p=.000. @ =0.624, p=.000 re-
flects a strong association between the two variables Tables 3 and 4.

For H4, which addressed the relationship between gender and workplace
happiness via the mediation of diversity management and organizational inclu-
sion, a three-step hierarchical regression analysis was used after securing the
availability of the conditions needed to adopt this type of regression (Miles and
Shevlin, 2001). The author verified that there were no signs of multicollinearity
in any of the three regression variables. All tolerance values are greater than
0.20 and the VIF are less than four. When adopting the first step of the
hierarchical regression, gender was not found to be a significant predictor of
workplace happiness (t=1.511, P=0.08) and accounted for 1.9% of the vari-
ance. In the second step, diversity management was added and found to be a

Table 1 Cronbach’s «, descriptive analysis and correlations

Variable M SD A 1 2 3 4
Diversity Management 3.34 0.74 0.88 1.00

Organizational Inclusion 343 0.69 0.86 0.152 1.00

Workplace Happiness 3.39 0.58 0.89 0.362 1.323 1.00

Gender diversity 0.163 0.021 0.101 1.00

Note: «, Cronbach’s « coefficient estimates, P <0.05
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Table 2 Diversity management and organizational inclusion on the basis of gender diversity

N Diversity Management Mean (SD) Organizational inclusion Mean (SD)
Gender T=-3.20 (df=279) T=-0.55 (df=279)
Male 240 3.20 (0.63) 3.48 (0.67)
Female 80 3.88 (0.80) 3.50 (0.68)
Total 320 3.52 (0.73) 3.485 (0.672)

Note: P<0.05

significant predictor of workplace happiness (t=5.622, P<0.01) R? increased
to 0.129 and ARZ2=0.110. The second model added an 11% increase to the
variance. In the third step, organizational inclusion was also added (t=4.981,
P<0.01) and R? increased to 0.249 and AR2=0.120. Therefore, the second
model added a 12% increase to the variance. To summarize, gender alone was
not found to be a significant predictor of workplace happiness while diversity
management and organizational inclusion were positively related to workplace
happiness. Therefore, H4 was supported.

Discussion

The results showed that female academics show a more favourable percep-
tion of diversity management policies than their male colleagues. This is
logical result and comes in line with Kirton and Greene (2010), who indicate
that diversity management prioritizes the fair representation of women,
minorities and the disabled. Therefore, members of such groups develop
and maintain positive feelings towards any diversity-related policy and/or
procedure. Kundu and Mor (2017) and Mousa (2018) elaborate that diversity

Table 3 Chi-square test for association between diversity management and organizational inclusion

Organizational inclusion

Disagree Neutral Agree

Diversity management Disagree Count 11.0 7.0 12.0

Expected Count 59 21.1 53

Neutral Count 2.1 60.8 34

Expected Count 114 43.8 10.2

Agree Count 9.2 26.3 7.5

Expected Count 7.1 27.2 6.1
Pearson Chi-Square Value 74.439
Asymp. Sig. (2-sided) 0.000
Cramer’s V Value 0.624
Approx. Sig. 0.000
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Table 4 Results of hierarchical multiple regression for predicting workplace happiness

Predictor B SEB B T Tolerance VIF ~ R? F AR?
Step 1 0.019  2.880

Gender 0.121 0.071 0.121 1210 1.000 1.000

Step 2 0.129 16960 0.110
Gender 0.05  0.068 0.050 0.710 0.970 1.001

Diversity Management 0.21 0.039 0.244 5.730 0.970 1.001

Step 3 0.249 22990 0.120
Gender 0.044 0.054 0.034 0.800 0.970 1.001

Diversity Management 0211 0.035 0311 5.808 0.972 1.061

Organizational inclusion 0.216  0.045 0.228 4.998 0.979 1.021

Notes: VIF: variance inflation factor, dependent variable: workplace happiness, P < 0.01

perception differs from one individual to another based on gender, religion,
race etc. However, building a business based on diversity, which entails
hiring and retaining personnel regardless of their cultural differences, was
constantly met by positive perceptions particularly from minority and lower-
class affiliated individuals (female academics in this case). This indicates
why female academics perceive diversity management policies and/or busi-
nesses based on diversity initiated by their universities more clearly than
their male colleagues. What may contribute to this result is the fact that
women faculty face many career disadvantages and under representation,
particularly in leading academic positions, such as rectors, deans and heads
of academic departments as elaborated by Su et al. (2015). Consequently,
any organized and/or planned effort to correct their current situation and
create more opportunities and/or representation for them should be perceived
and highly respected.

The fact that there is no relationship between gender diversity and organi-
zational inclusion as proved by the results, as was expected by the author.
According to April et al. (2009), Van Dijk et al. (2012) and A research study
by Mousa and Puhakka (2019), organizational inclusion entails securing equal
opportunity for every organizational member to effectively participate, integrate
and engage without paying attention to individual differences in gender, eth-
nicity, sexual preference and so on. This means that implementing a sound
organizational inclusion policy ensures that all cultural differences (gender in
this case) are ignored and only offers assistance to individuals in attaining both
individual and organizational goals, while feeling involved, appreciated and
respected. This explains the insignificant relationship between gender diversity
and organizational inclusion.

Diversity management was reported to be positively associated with or-
ganizational inclusion. For Booysen (2007) diversity management differs
from organizational inclusion. The same has been highlighted by Daya
(2014), who indicates that diversity management involves fair representation
for individuals who affiliated with different societal demographics at
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different levels of the organization, whereas organizational inclusion reflects
utilizing the differences among staff for the betterment of every staff mem-
ber as well as their organization. This means that organizational inclusion
can be seen as a positive outcome of a diversity management policy or, as
described by Human (2005) and Harrison and Klein (2007), organizational
inclusion is the bright side of diversity management. Accordingly, the
positive association between diversity management and organizational inclu-
sion is also considered a logical result and fits previous studies. Furthermore,
the result obtained regarding H3 is in line with Oslen and Martins (2012) and
Ravazzani (2016), who indicate that organizations (universities in this case) often
start by using affirmative actions and quota systems when managing diversity, then
they constitute a pool of different personnel to meet socio-cultural expectations, and
finally, they leverage variety through implementing a planned inclusive atmosphere
through which diverse employees feel like insiders. This affirms the positive
association between diversity management and organizational inclusion.

Lastly, the results showed that gender diversity, diversity management and
organizational inclusion are predictors of workplace happiness. Fisher (2010)
considers workplace happiness as an attitudinal construct that involves three
dimensions: engagement, job satisfaction and affective organizational commitment.
Moreover, Zelenski et al. (2008), Fisher (2010), Mousa et al. (2020a), Mousa et al.
(2020b) and Erdogan et al. (2012) highlight that workplace happiness comes as an
outcome of workplace justice, an open communication policy, inclusive work
culture and others. This explains to a large extent how both diversity management,
which is concerned with workplace justice, and organizational inclusion, which
promotes openness, integration and respect, are perceived as determinants or may
even be drivers of workplace happiness.

Implications

As seen in the results of this study, diversity management and organizational inclusion play a
significant role in shaping and maintaining workplace happiness. Accordingly, the author
proposes that the administration of the universities involved in the study establish units for
managing diversity and inclusion. Such units should collaborate with HR personnel when
recruiting academics to ensure a merit-based approach. This approach views academics/
employees based on their educational credentials regardless of their cultural differences such
as gender, religion, political ideology and so on. The administration of the universities in this
study should also employ competency-based assessment when evaluating the performance/
productivity of academics. This competency-based assessment evaluates academics in terms
of research production, teaching skills, and practical contributions regardless of their cultural
differences (gender in this case). Lastly, and to promote engagement and/or integration, an
open communication policy should be enhanced across different academic levels. This would
encourage academics to discuss and express their fears, hopes, worries and suggestions with
the heads of their departments and rectors of their schools. This would not only boost
productivity but also fuel the academic’s sense of involvement and insider-ness. Consequent-
ly, workplace happiness will be enhanced. Lastly and given what has been highlighted by
Morphet (2008), employees who serve in the public sector are similar to those working in the
private one in facing work challenges of anxiety, stress, and burnout. Morphet (2008)
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highlights that new governance structure, funding possibilities, and mechanisms of service
delivery that the public sector emphasize have reframed public servants’ job responsibilities,
duties, and tasks. This may justify why concepts such as work/life balance and workplace
happiness have started to find a space on the work practices done by public administration
personnel (Mousa, 2018; Mousa et al., 2019b). Accordingly, the author of this paper
recommends that the administration of public universities also to pay more attention to the
level of happiness their academics experience. This can be tested regularly by addressing those
academics’ affective commitment and job satisfaction from time to time.

Conclusion, Limitations and Future Research

This study focused on academics in three public universities operating in Egypt
to explore the relationship between gender diversity and diversity management
perceptions, gender diversity and organizational inclusion, and diversity man-
agement and organizational inclusion and finally whether gender diversity,
diversity management and organizational inclusion predict workplace happiness
or not. Based on the three different statistical tests used by the author to
analyse the completed questionnaire forms, the author found that female aca-
demics maintain more favourable feelings/perceptions towards diversity man-
agement than their male colleagues. Moreover, there is no relationship between
gender diversity and organizational inclusion, whereas a significant positive
association between diversity management and organizational inclusion has
been discovered. Finally, the author confirmed that gender diversity, diversity
management and organizational inclusion can effectively predict workplace
happiness.

Limitations

The author only addressed academics in public universities in Egypt without paying
attention to private ones there. This limits the author’s ability to generalize the results.
The second limitation is the common statistical shortcoming of collecting data from the
same respondents, which sometimes leads to a statistical inflation of the results
produced.

Future Research

The author suggests other HR researchers test the same hypotheses in private univer-
sities, which represent a completely different organizational context as explained
earlier. Furthermore, the author suggests HR researchers test the same hypotheses in
non-academic organizational settings such as hospitals, schools, ministries, state-owned
organizations and also small and medium sized enterprises. The author finds it reason-
able to suggest that HR researchers collaborate with public policy, sociology and
humanities-affiliated academics/researchers to produce more trans-disciplinary or
multi-disciplinary research on the same topic. This may yield more in-depth knowledge
about the topic and the four main variables, namely: gender diversity, diversity
management, organizational inclusion and workplace happiness.
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