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Abstract

This study focuses on how cultural diversity contributes to teams' capabilities for
creative problem-solving and innovation within organizations. The author highlights three
critical aspects: the diversity of perspectives and the enhancement of information sharing as
defined in Hoever et al.'s (2012. p. 983) cultural diversity model and the critical roles of
organizational climate and psychological safety in embracing the creativity of culturally
diverse teams. To further explore this, the author designs a survey questionnaire focusing on:
1. The current state of cultural diversity, organizational climate, and psychological safety
within organizations. 2. Respondents' honest insights and opinions on the interaction between
cultural diversity, teams' creative problem-solving capabilities, and consequent innovation. 3.
The challenges and conflicts that arise from cultural diversity. 4. Two optional open-ended
questions for insights on recent experiences related to these themes.

The survey results are very positive with a strong belief among respondents that
cultural diversity positively correlates with enhanced creative problem-solving capabilities,
fostering innovation within organizations. Furthermore, hypothesis testing confirms 1. A
strong significant correlation between cultural diversity and creative problem-solving abilities
and innovation, and 2. A significant correlation between organizations' climate and
psychological safety with a focus on cultural diversity and innovation.

In summary, the study finds that organizations that emphasize cultural diversity
initiatives, particularly those that aim to cultivate a supportive organizational climate and
ensure psychological safety, have greater innovation potential. This is due to enhanced
engagement, efficiency, productivity, creativity, an expansive range of ideas, and a capacity
for generating creative and innovative solutions to problems, which all are considered

advantages of cultural diversity.



Keywords: Cultural Diversity, Diverse Perspectives, Creative Problem-Solving,

Organizational Climate, Psychological safety, Innovation, Challenges & Conflicts
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Introduction

Organizations are placing greater emphasis on promoting diversity in today's dynamic
society due to the rising global migration and growing market. Regardless of the size, more
organizations recognize the potential benefits of diversity and implement Diversity, Equity,
and Inclusion (DEI) initiatives as part of their overall strategy (Hunt et al., 2018). While
diversity itself offers numerous advantages, cultural diversity is particularly relevant in
today's increasingly globalized society and the market. Numerous studies have established
the benefit of integrating cultural diversity, including bringing a variety of values and
competitive advantage (Richard, 2000), which also directly leads to improved business
performance and innovation in organizations (Hunt et al., 2018). Many researchers declare
that cultural diversity strengthens each individual's creative ideas and solutions, are able to
come up with unique contributions others may not have considered, and an improved
understanding of consumer needs stemming from diverse perspectives and experiences (Hu et
al., 2022; Nathan & Lee, 2013; Cox & Stacy, 1991). Furthermore, Page (2007) highlights the
importance of diverse perspectives to enhance problem-solving skills. These advantages have
been again confirmed by McKinsey & Company's recent diversity and business performance
official report, where they found that organizations with the most diverse boards could
experience up to a 43% increase in higher profits (Hunt et al., 2018, p.13).

According to Hoever et al. (2012), this ‘creativity’, one of the biggest advantages of
cultural diversity, stems from information sharing and elaboration because of the varied
perspectives of culturally diverse individuals. When summarizing these findings, the author
identifies a significant correlation between individuals from diverse cultural backgrounds
within organizations and the generation of creative ideas and solutions, ultimately leading to
distinct innovation and business performance. However, although integrating cultural

diversity is considered crucial in organizations, there is still a lack of empirical research on



how it affects innovation within these environments. This problem not only drops the
discussions on the advantages of cultural diversity in organizations but also raises questions
regarding the importance of psychological safety and organizational climate (Hiemstra et al.,
2017; Minbaeva et al., 2021; Niebuhr, 2010).

This study focuses on three critical elements: Cultural Diversity within Organizations,
Enhanced Creative Problem-Solving Capabilities from Cultural Diversity, and Innovation
through Cultural Diversity. Concerning this, the author aims to conduct an empirical study of
the current corporate working environment by gathering the perspectives and insights of
current employees through a survey questionnaire. This approach seeks to understand survey
respondents’ views on the impact of culturally diverse teams in strengthening creative
problem-solving capabilities. This ultimately leads to improved business performance and
innovation within organizations. This study will not only contribute significantly to empirical
research on cultural diversity in organizations but also contribute to the current picture of this
topic.

Moreover, the study seeks to capture the present state of DEI initiatives in workplaces
globally by gathering the perspectives of current employees. This approach will enable the
author to assess the impact of organizations' DEI efforts on innovation. Furthermore, the
study intends to deepen understanding of how cultural diversity correlates with creative
problem-solving and to identify factors that could potentially augment creativity next to other
relevant variables by collecting authentic and honest opinions through open-ended questions.
The ultimate goal is to identify measures organizations can adopt to enhance their innovative
strategies, thereby providing convincing arguments for organizations to develop their
business strategies across various industries and types. Consequently, the author investigates

this study on three key research questions:



1. To what extent is cultural diversity acknowledged and valued by organizations and
employees in today's global society?

2. How does cultural diversity within teams impact their ability to generate unique ideas
and creatively solve problems, and what aspects of cultural diversity contribute to the
context of creative problem-solving?

3. In what ways can organizations improve the creative contributions of culturally

diverse teams?
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Literature Review

In order to conduct the study properly, it is important to first define the concepts this
study relies on. In the following section, the author conceptualizes the key terms: Innovation,

Cultural Diversity and Creative Problem-Solving.

Innovation

What is Innovation, and Why is it Important?

Innovation is an important aspect of success in today’s highly competitive market and
organizational setting. It is regarded as a potential advantage that can help organizations
remain competitive and achieve the desired objectives. Therefore, embracing innovation has
become a critical and must strategy for organizations to thrive and focus on the current
business prospect (Chou & Liu, 2013)

According to O'Sullivan and Dooley (2009), taking even small, innovative steps can
transform businesses into world leaders; therefore, pursuing innovation regardless of the type
or size of the organization is essential. Innovation provides an opportunity to enter and even
dominate the competitive market. (Peters & Pikkemaat, 2006). Morelos-Gomez et al. (2023)
also argue that innovation is essential for an organization's survival and continuous
development. Innovation can aid in boosting the organization's product and service qualities,
which provides advantages to both the organization and consumers. By competing in the
market, companies can improve their products and services while customers can enjoy better
quality and a more comprehensive range of offerings (Morelos-Gomez et al., 2023). Other
researchers have also further supported this statement. For instance, O'Sullivan and Dooley
(2009, p.31) define the term "innovation" as "the process of making changes to something
established by introducing something new that adds value to customers". Similarly, Hjalager

(2010) defines innovation as "everything that differs from business as usual or which
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represents a discontinuance of previous practice in some sense for the innovating firm" (as

cited in Kallmuenzer, 2018, p.2).

Drivers of Innovation

Kallmuenzer (2018) suggests that customers, competition, and employees play an
important role in driving innovation, while Goffin and Mitchell (2005) identify technological
advancements, changing customer needs, market competition, and evolving business
environments as key drivers. Organizations prioritizing prompt resolution of problems
demonstrate greater innovation (Jones et al., 2020). Additionally, effective leadership is
another crucial driver of innovation (Lewis et al., 2018).

Many innovation reports produced by professional business service firms are not so
different from existing literature studies. For example, PwC, which offers various
professional consulting services, published the Innovation Report 2011. In this report, PwC
emphasizes that innovation is not only a tool for reinforcing a brand's image but also for
attracting talented employees to organizations (PwC, 2018). Thus, attracting highly skilled
employees can help organizations innovate better. In addition, it has been found that fostering
a diverse work environment can help firms attract talented people better, which, in turn,

promotes innovation within the organization (Forbes Insights, 2011).

The Link between Diversity and Innovation.

Out of various drivers of innovation, diversity is considered to be a significant driver
of business growth and innovation. Many highly innovative companies have recognized this
and emphasized the importance of diversity in their creative practices and progress
(Mohammadi et al., 2017). For instance, Forbes Insights’s (2011) survey found that 56% of

companies with more than $10 billion in revenue strongly agreed that diversity drives
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innovation. According to Ostergaard et al. (2011), innovation is a collaborative effort that
often involves communication and interaction among employees, drawing on their diverse
qualities at all firm levels. Through these statements, the author recognizes that Employee
Diversity is closely linked to innovation, as it brings knowledge, skills, and experiences.
Even despite the negative results on the correlation between ethical diversity and innovation
in the findings of Ostergaard et al. (2011), the researchers still emphasize how a business's
knowledge is shaped by its employees' cultural and ethical backgrounds. Thus, greater
diversity within an organization means greater access to a broader range of knowledge. In
line with this claim, Forbes Insights (2011) researched the relationship between diversity and
innovation. One of their survey questions asked about the importance of embracing a diverse
workforce to leverage innovation through diverse perspectives. The results were positive,
with 48% of respondents strongly agree, 37% somewhat agree, and less than 14% disagree
(Forbes Insights, 2011). Additionally, Hewlett et al. (2013) provided additional arguable
evidence from numerous studies that showed companies with diverse teams were 45% more
likely to experience better market growth and 70% more likely to enter into new markets.
Furthermore, professional service firms, such as McKinsey & Company, have
released diversity reports along with their annual financial performances. These reports
include surveys, more profound studies, and financial data from over 300 companies. The
findings revealed that companies with diverse teams, regardless of ethnicity, gender, or

culture, tend to perform better and generate higher financial returns (Hunt et al., 2018).
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What'’s the likelihood that companies in the top quartile for diversity
financially outperform those in the bottom quartile?’

more likely
to outperform

more likely
to outperform

Gender-diverse

companies Ethnically diverse

companies

'Results show likelihood of financial performance above the national industry median. Analysis
is based on composite data for all countries in the data set. Results vary by individual country.

Source: McKinsey analysis

Figure 1. Culturally diverse teams with business performance (Hunt et al., 2018).

Last but not least, McKinsey & Company concluded that the positive results they
discovered demonstrated that diversity's benefits were not merely temporary. Instead, these
positive outcomes appear to be sustainable while highlighting the long-term value of diversity
within organizations (Hunt et al., 2018).

The correlations between diversity and performance still hold

Likelihood of financial performance’ above national industry median by diversity quartile

Percent
Why Diversity Matters? Delivering Through Diversity®
2014 2017
£ )
47 45
4th 1st 4th 1st
Ethnic/cultural* @ @
1 1
43 44
4th 1st 4th 1st

1 Average EBIT margin, 2010-13 in Why Diversity Matters and 2011-15 in Delivering Through Diversity

2 2014 results are statistically significant at p-value <0.1; 2017 results are statistically significant at p-value <0.05
3 Gender executive data: for 2014, N = 383; for 2017, N = 991

4 Ethnic/cultural executive data: for 2014, N = 364; for 2017, N = 589

NOTE: Percentages shown here are rounded to the nearest whole number; however, calculation of the differentials in quartile performance uses
actual decimal values

SOURCE: McKinsey Diversity Matters database

Figure 2. Correlations between cultural diversity and performance (Hunt et al., 2018).
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Cultural Diversity

Culture and Diversity

To accurately assess cultural diversity, it is crucial to examine the concept of culture
first. Culture is a topic that has been studied extensively and comprehensively for years.
There is more research conducted on the studies of 'culture' than on cultural diversity itself.
When seeking a fundamental definition of culture that is being used in our daily lives, it is
defined as "the general customs and beliefs, particularly the way of life, of a specific group of
individuals" and "the attitudes, behavior, opinions, etc. of a particular group of people within
society" (Cambridge Dictionary, n.d.). Tagiuri & Litwin (1968, p.25) adds to the definition
by stating that it is "the values of a distinct set of characteristics", and Schein (1985, p.19)
further defines it as "a pattern of shared basic assumptions" (as cited in Sharman, 2020).
Understanding the concept of ‘diversity’ is also essential in exploring cultural diversity
further. As defined by van Knippenberg et al. (2020, p.77), diversity is a defining feature of
any social unit, such as a group, team, organization, or nation. It refers to the degree of

variation among individuals within a unit with respect to a particular attribute of interest.

Cultural Diversity as a Whole

Thus, this study focuses on the intersection of 'culture’ with 'diversity' to investigate
the advantages of cultural diversity in fostering innovation. With 'culture' and 'diversity' now
defined, the exploration shifts towards understanding how scholars conceptualize cultural
diversity. The debate on the definition of cultural diversity is long-standing due to the
challenge of defining it universally (Nijkamp & Poot, 2015). Despite the growing research on
this theme, agreement on what 'cultural diversity' means still needs to be completed and
debated (Nijkamp & Poot, 2015). The term ‘cultural diversity’ is widely used in various

discussions, but there is still an apparent lack of theoretical support for these discussions. For
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instance, Ranaivoson (2013) argues that the issue of measuring and defining cultural diversity
worsens because there is no agreed theoretical system. Romanenko (2012) further criticizes
the primary empirical research method on diversity, which depends on the unique and own
definitions of cultural diversity. This leads to research terms being customized for specific
study goals or expected results instead of scholars following a universal definition. Ely &
Thomas (2001) reinforce this view by describing cultural diversity as a complex, dynamic,
and socially constructed phenomenon. Therefore, this study recognizes the need for a better
conceptual and definitional framework tailored to its context, which is critical for clarifying

the research findings in relation to its goals.

Measurement of Cultural Diversity

Cultural diversity is a complex and multidimensional concept that is affected by
various factors. Although many scholars define it differently, ongoing growth means that new
studies and findings exist (Hu et al., 2022). Meanwhile, as previously mentioned, Romanenko
(2012) argues that measuring cultural diversity is challenging due to the need for a common
theoretical framework. Therefore, measuring cultural diversity using multiple dimensions is
necessary to understand this concept better.

According to Cox (1993, as cited in Romaneko, 2012, p.16), cultural diversity can be
defined as representing individuals with different cultural affiliations within a single social
system. Ely & Thomas (2001) measured cultural diversity by considering demographic
factors such as race, ethnicity, nationality, sex, religion, etc., to understand how such
diversity affects the functioning of work groups. This definition and the measurement of
cultural diversity align perfectly with the purpose of this study and its setting. Therefore, the
author of this study aims to use Ely & Thomas' (2001) measurement of race, ethnicity,

nationality, and sex as a definition of cultural diversity.
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Role of Cultural Diversity

This study focuses on the influence of cultural diversity on creative problem-solving
and innovation in organizations. Cultural diversity encompasses integrating various
perspectives and information from individuals with different backgrounds, which can result
in improved organizational performance (Feitosa et al., 2022). Nathan & Lee's (2013)
research also supports the fact that cultural diversity in leadership teams can result in better
strategies and creative new ideas. Jang (2017) also suggests that at least one member with
multicultural experiences within a team can substantially boost creativity. This enhancement
occurs regardless of the team's overall diversity levels, as this individual can catalyze
diversity brokerage, bridging various cultural perspectives (Jang, 2017). Cultural diversity
can serve as a competitive advantage in various settings, including cost reduction, enhanced
decision-making process, resource acquisition, marketing, and organizational system

flexibility (Cox & Stacy, 1991, p.47).

Cultural Diversity in Real Work Settings

Cultural diversity is becoming increasingly important in all kinds of industries. The
advantages of having a diverse workforce are being more recognized, and organizations aim
to adapt to this reality. According to research by Monoharan et al. (2021), having a diverse
workforce resulted in more benefits than challenges in the role of cultural diversity in the
hotel industry. This was due to enhanced support and information processes. This is
particularly advantageous in the hospitality industry, where employees are required to interact
with customers and be creative problem-solvers (Devine, 2007). The benefits of cultural
diversity are also evident in professional service sectors, where it plays a significant role in

enhancing critical thinking, creative solutions, and competitiveness (Dodd, 2023). Suwarto et
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al. (2024) found that culturally diverse employees are more enhanced at delivering better

service excellence through an improved understanding of customer demands.

Challenges, Psychological Safety and Organizational Climate

Although there are numerous benefits to using cultural diversity, it also comes with
challenges. Pieterse et al. (2013, p.782) describe cultural diversity as a "double-edged
sword". To elaborate on this, cultural diversity provides pros and cons simultaneously due to
its potential to complicate communication and decision-making processes (Pieterse et al.,
2013). Monoharan et al. (2021) have highlighted that although the benefits of cultural
diversity outweigh the challenges, there are still visible challenges, particularly in the
hospitality industry. It was observed that communication and intercultural issues were the
most significant challenges faced by employees. Due to language barriers, employees had
difficulty understanding each other's cultures and how things were done in operations,
leading to conflicts within organizations and internal communication (Hu et al., 2022). These
issues reduce productivity and result in verbal or non-verbal misunderstandings (Devine,
2007). Communication challenges are not limited to the hospitality industry but are prevalent
in all types of organizations, mainly due to language barriers.

Furthermore, prejudice towards certain migrant groups has also been identified as a
challenge (Podsiadlowski, 2012). Prejudice can easily lead to discrimination and stereotypes,
which in turn can lead to exclusion. Discrimination is a remaining unsolved problem
everywhere (Pirhofer et al., 2022; Trenerry et al., 2023).

When implementing cultural diversity in organizations, it is important to consider
psychological safety and climate diversity factors, as these elements are crucial for creating
value, gaining knowledge, and fostering growth, development, and innovation (Acosta-Prado,

2020). Understanding the significance of these factors is important (Joo et al., 2022), as a
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diverse workforce, norms, and rules can easily influence team members' work behavior
(Paolillo & Silva, 2016). Furthermore, there is a strong correlation between psychological
safety, diverse climate, and work performance (Edmondson, 1999). Employees' performance
can be positively influenced when working in a safe and supportive environment (Singh et
al., 2013). Agarwal & Farndale (2017) add further supporting statement by saying that in a
work environment where individuals feel safe and supported, they are more open to change
and not afraid of making mistakes. This openness encourages everyone to lower their guard,
which helps in continuous improvement. Feeling psychologically safe also makes people
more energetic and willing to participate in creative tasks (Agarwal & Farndale, 2017). This
feeling of safety is fundamental in complex jobs requiring creative thinking. It also
encourages employees to take part in and contribute to innovative projects (Argarwal &
Farndale, 2017; Tkalich et al., 2024). Last but not least, psychological safety plays a pivotal
role in facilitating employees' engagement in information sharing, problem-solving processes,
and the enhancement of creative work performance (Scanner & Bunderson, 2015; Koopmann

etal., 2016).

Creativity and Problem-Solving

The Diversity and Creativity.

Although the significance of creativity and the advantages of diversity are frequently
acknowledged, there is still a lack of empirical studies and theoretical work on the matter of
creativity and diversity (Hoever et al., 2012). One of Cox & Stacy's (1991, p.47) creativity
arguments stems from their conceptualization of diversity, and the researchers describe that
creativity comes from the ‘diversity of perspectives’. Hoever et al. (2012) further develop this
argument by stating that creativity in teams may depend on how individuals take perspective-

taking into consideration while working in teams. When training in good perspective-taking
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is conducted, better and more active information elaboration and sharing phenomena will
happen, ultimately resulting in creativity (Hoever et al., 2012). Consequently, one can deduce

that the benefit of team diversity comes from diverse perspectives, which affects team

creativity.
Perspective
Taking
Information
Elaboration \
Diversity of v N Team
Perspectives Creativity

Figure 3. Team creativity cultural diversity model by Hoever et al. (2012. p.983).

The Creativity of Diversity that Unlocks Innovation

According to the research by Forbes Insights (2011), there is a positive correlation
between diversity and innovation, as it fosters creative contributions from a diverse
workforce, which also results in increased productivity. The study also found that diversity
enables teams to identify the diverse needs of consumers more effectively. Innovation also
relies on the ability to implement creativity, which means this creativity, in turn, improves
products and services and accelerates growth in the market (Morelos-Gomez et al., 2023, p.
78). Badilescu and Packirisamy (2022, p.57) referred to their diversity team as a "mosaic";
they likened a diverse team to a picture created by small pieces of color and cells that blend
together harmoniously.

Similarly, a diverse team comprises individuals with different skills, knowledge, and
ways of thinking, which enriches the culture and brings forth new perspectives and
intelligence. Furthermore, Hewlett et al. (2013, para. 3) divided diversity into two types:

Inherent Diversity (ethnicity or age) and Acquired Diversity (gained experience or skills).
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The study revealed that a diverse workforce fosters an environment where innovative and
unconventional ideas can be generated and shared regardless of diversity types. Moreover, it
was later discovered that inherent diversity plays a crucial role in improving market
comprehension. Lastly, diversity and innovation were found to bloom better in diverse
settings, with the help of individual improvement in productivity and preciseness (Gomez &

Bernet, 2019).

Creativity Leads to Better Problem-Solving

According to Page (2007), utilizing diversity as a tool can significantly benefit
problem-solving, as individuals from diverse groups bring a broadened of perspectives and
problem-solving strategies to the table. And, this results in unique and practical solutions that
stem from various perspectives. van Knippenberg et al. (2020) affirm this idea, noting that
diversity offers many perspectives that can aid in strengthening creativity, problem-solving,
and decision-making skills, ultimately contributing to innovation. The value of ethnic and
racial diversity also leads to enhanced creativity and problem-solving abilities by providing a
broader range of information and perspectives (Shore et al., 2009; Phillips, 2014) that can be
used more rigorously and precisely (Homan, 2019).

Page (2007, p.132) highlights the importance of considering the context in which an
individual contributes. According to this perspective, the diverse backgrounds of individuals
foster creativity and the acquisition of different information and experiences. When combined
with the creativity of others, this diversity creates more effective solutions to problems.
Similarly, W. Solheim (2018) suggests that each person's unique background shapes their
predictions and perspectives and that new approaches are developed when these perspectives
are combined. van Knippenberg et al.'s (2020, p.78-79) "informational resource perspective"

emphasizes this idea by stating that people have different ways of thinking, seeing, and
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feeling. Therefore, having a diverse team can offer a wider range of information, insights, and
perspectives. This, in turn, can lead to higher-quality solutions to problems (van Knippenberg
et al., 2020). W. Solheim (2018) argues that such diversity results in people with various
knowledge and expertise identifying problems and suggesting solutions that others may not

have yet considered.

Interaction Between Cultural Diversity and Creative Problem-Solving

Multicultural experiences encourage individuals to think beyond conventional
boundaries and explore new possibilities. Moreover, such experiences enable people to retain
unconventional knowledge and derive inspiration from various cultural contexts, thereby
facilitating the expansion of creative horizons (Leung et al., 2008). The broad range of
cultural identities represented among the employees in teams fostered deeper connections
with diverse communities, thereby equipping them with a more comprehensive and varied
pool of information. As a result, this has not only led to a significant enhancement in the
understanding of issues but has also notably improved their analytical outcomes (Ely &
Thomas, 2001).

Moreover, it has been observed that culturally diverse teams exhibit a higher risk-
taking tolerance, enabling them to generate creative and innovative solutions (Jones et al.,
2020). Finally, studies have shown that compared to homogeneous groups, heterogeneous
groups are better at generating high-quality solutions and creative approaches to the problem.
Cultural diversity in the workplace can also provide a competitive advantage by bringing a
range of viewpoints to the discussion. Such a group is more likely to critically analyze

alternatives and encourage minority opinions (Cox & Stacy, 1991, p. 50).



Hypotheses

After a thorough literature review, the following hypotheses have been formulated:

- HI: Cultural diversity in an organization significantly impacts creative problem-
solving due to culturally diverse perspectives and knowledge, which enables
organizations to be more innovative.

- H2: Organizations that emphasize cultural diversity, along with focusing on a
supportive organizational climate and psychological safety, significantly increase

their potential for innovation.

22
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Research Method

Research Problem and Background

The primary goal of this study is to explore the correlation between enhanced creative
problem-solving capabilities and cultural diversity in teams and organizations and how this
phenomenon subsequently fosters innovation within organizations. There are several factors
that highlight the significance of pursuing this study. Despite the various benefits of cultural
diversity, its integration within organizations often encounters criticism or is perceived as an
intimidating challenge. Issues such as communication barriers, interpersonal conflicts,
organizational inefficiency, misunderstandings, and a lack of cohesiveness are frequently
cited as criticisms against implementing cultural diversity (Yasmeen et al., 2020; Abdelazim,
2022; Matveev & Nelson, 2004). However, it is essential to note that these issues are merely
challenges that could arise within any team dynamic and that, despite these challenges,
cultural diversity empirically demonstrates that it offers more benefits than a problem (Ishaq
& Pratomo, 2020).

Again, it is crucial to recognize that such challenges are not exclusive to culturally
diverse teams but can also occur within homogeneous teams. Alternatively, even when
organizations appear to be successful in promoting cultural diversity, the actual experiences
of employees may significantly diverge from the organization's intentions. Consequently,
conducting this survey research facilitates understanding the insights into the authentic, real-
time experiences and the potential correlational relationship between cultural diversity and
creative problem-solving capabilities, subsequently establishing a link to innovation.

A significant barrier for organizations, particularly those operating within
homogeneous national contexts, is the reluctance to come out of their comfort zones,
resistance to change, or a lack of familiarity with managing culturally diverse teams. Thus,

this study aims to uncover the natural value of cultural diversity by conducting surveys with
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employees worldwide to understand how cultural diversity is perceived in today’s
organizational settings. The author ultimately intends to contribute to the empirical literature
on cultural diversity while also proposing convincing results that organizations can recognize
and value the potential of cultural diversity as a boost for innovation. Furthermore, evaluating
the psychological safety of employees and the organizational climate will enable both the
author and organizations to identify strategies for enhancing the management of cultural

diversity.

Research Design

As mentioned earlier, there is a lack of empirical studies on cultural diversity (Hoever
et al., 2012). To get up-to-date opinions from the public and to measure the variables from
the survey results, anonymous survey questionnaires are the most relevant research method
(Neuman, 2014). The survey questions are formulated based on a thorough literature review,
including an existing diversity survey template available online. Thus, the survey will cover
topics in: 1. Organizational Climate & Psychological Safety within the organization. 2. The
correlation between Cultural diversity and Creative Problem-solving 3. The correlation
between Creative Problem-Solving from Cultural diversity and Innovation 4. The Real
experience of working in a Culturally diverse team. 5. Challenges and Conflicts arising from
Cultural diversity

The analysis of the survey data begins by employing descriptive statistics in order to
create a foundational understanding of the collected responses. To understand the results
more comprehensively, visual assistance, including bar charts and mean scores, is utilized.
The author aims to thoroughly examine the data by integrating these analytical techniques,

allowing a solid assessment of how cultural diversity influences creative problem-solving
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within teams. The insights are crucial in comprehending the practical benefits of cultural
diversity in promoting innovation within organizations.

Furthermore, a detailed analysis such as correlational analysis, will be conducted to
evaluate the potency and the relationship between the degree of creative problem-solving
derived from cultural diversity and innovation. This will substantiate the theoretical
propositions with empirical evidence, showing whether a higher level of creative problem-
solving in cultural diversity connects with innovation. Moreover, the findings will be
important in understanding the practical implications of diversity in fostering an innovative

organizational environment.

Survey Questionnaire

The paper utilizes an anonymous online survey questionnaire with a 5-point Likert
scale, consisting of Strongly Agree, Agree, Neither/Nor Agree, Disagree, and Strongly
Disagree choices (scaled from 1 to 5). This scale is considered as reliable as the 7-point
Likert scale, yet it improves respondents' efficiency and ease of response (Aybek & Toraman,
2022). There is a total of 23 questions in the survey, excluding demographic questions.
Additionally, two optional open-ended questions at the end asked participants to share their
experiences in their own words without including personal information. Partial open-ended
questions allow respondents to express themselves freely and help the author understand their
responses' nuances, including unexpected answers (Neuman, 2014). Since the survey is
anonymous, no questions containing personal data are included to comply with strict GDPR
personal data regulations (Sikt, n.d.). Thus, no information regarding nationality or ethnicity
is collected in the demographic section.

Utilizing pre-made templates enhances the study's effectiveness, as such surveys are

often tested by other researchers and already structured and conceptualized (Hyman et al.,
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2006). For instance, the author referred to questions from the Centre for Cultural Diversity in
Ageing's staff survey template on cultural diversity and inclusion (Centre for Cultural
Diversity in Ageing, n.d.). To improve the quality and accuracy of the data, the author
includes additional questions relevant to the research topic and adapts the wording of specific
questions, as this helps to avoid the potential drawbacks of pre-made questions (Hyman et al.,

20006).

As mentioned earlier, the questions are measured and cover the following topics:

Organizational Climate and Psychological Safety within the Organization.

According to Acosta-Prado (2020), having a suitable organizational climate not only
improves employees' work performance but also positively impacts innovation capabilities by
fostering open-minded knowledge sharing among employees. Therefore, it is crucial for
organizations to promote inclusiveness, openness, and honesty among employees to
encourage innovation. Additionally, psychological safety is a critical factor in creating an
environment that encourages sharing information and creativity in the workplace (Scanner &
Bunderson, 2015; Koopmann et al., 2016). Survey questions such as, "My organization is
committed to DEI Initiatives" or "My organization provides training or support to help
employees understand and leverage Cultural diversity." are essential to grasp the

organization's commitment to its employees and their creativity.

The Correlation between Cultural Diversity and Creative Problem-Solving and

Innovation

The following section asks respondents about their beliefs and thoughts on how

cultural diversity contributes to creative problem-solving. This includes both respondents'
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personal experiences and their beliefs regardless of experience. Previous studies argue that
cultural diversity positively impacts innovation, even if not necessarily through creative
problem-solving (Zhan et al., 2015; Niebuhr, 2010). Asking these allows the author to get
direct answers from respondents on their perspectives on the relationship between these

variables, which can later be used to measure the correlation more effectively.

Examining the Role of Cultural Diversity in Enhancing Creative Problem-Solving

To focus more comprehensively on the influence of cultural diversity on creative
problem-solving, questions such as, "Teams with diverse cultural backgrounds approach
problem-solving differently compared to more homogenous teams." and "Interacting with
colleagues from different cultures brings more creative, unique, and innovative ideas to my
work" are included in the survey. These questions facilitate a deeper reflection among
participants concerning the relationship between cultural diversity and creative problem-
solving capabilities. While it is conceivable that some respondents might not directly
acknowledge the impact of cultural diversity on enhancing creative problem-solving, these
questions aim to make the respondents think more deeply about the correlation between

Cultural diversity and creative problem-solving.

Challenges and Conflicts arising from Cultural Diversity

As previously mentioned, while cultural diversity brings significant advantages, teams
with cultural backgrounds may face visible challenges due to communication and operational
complexity, misunderstandings, and discrimination among team members (Monoharan et al.,
2021; Hu et al., 2022; Pirhofer et al., 2022; Trenerry et al., 2023). To understand the
respondents’ experiences with challenges and conflicts related to Cultural diversity, questions

such as, "Cultural misunderstandings often lead to conflicts within our team" or "Differences
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in cultural norms and practices often lead to miscommunication in our team" are included in
the survey. It is crucial for organizations to recognize and understand these challenges and
conflicts in order to create a positive organizational climate and psychological safety, which

directly contributes to fostering innovation (Roberson et al., 2017).

Sample

This research aims to provide universally relevant results rather than being restricted
to a particular region. To minimize sampling bias and enhance generalizability, the study
focused on respondents residing in Europe, regardless of nationality or ethnicity. Hence, the
sample is not confined to any particular country, nationality, or ethnicity. This approach is
particularly appropriate given that Europe is a significant destination for migration, both for
non-EU citizens and among EU citizens, and is actively growing in diversity (United Nations
Western Europe, 2013).

In order to collect as broad a sample as possible, both Convenience Sampling and
Snowball Sampling from the non-probability sampling methods category are utilized.
Convenience Sampling is a straightforward approach that involves the author's direct access
to the sample, making the sampling process simple and convenient (Neuman, 2014).
Snowball Sampling, on the other hand, builds on Convenience Sampling and is particularly
useful when the population is geographically dispersed (Nikolopoulou, 2023). In order to
obtain more responses from diverse countries, rather than being restricted to a single country,
the author leveraged its network (Neuman, 2014). Utilizing these sampling methodologies
proves beneficial in obtaining responses not solely from specific regions within Europe but
rather from across the countries, just as the author proposed.

Although non-random sampling typically begins without a predetermined number

(Neuman, 2014), the large population of Europe - with approximately 741 million inhabitants
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as of 2024 (Worldometer, 2024) - necessitates an initial number. After careful consideration,
a realistic initial sampling of 250 was determined. As a result, 178 respondents participated in
the study; however, unfortunately, 28% of these (equaling 49 responses) were considered
non-valid and were not included in the findings due to incomplete survey responses. While
the 126 remaining responses fell short of the initial number and, perhaps, were insufficient

for generalization and representation, they still offered valuable insights into the research.

Data Collection & Analysis

Prior to commencing data collection, the author followed the strict guidelines of NSD,
the Norwegian Center for Research Data. Since the data was gathered anonymously, there
was no obligation to inform NSD about the collection process. SurveyXact, a survey software
tool, was employed to collect the data. The collection period spanned an entire month in
March in order to maximize the number of respondents. SurveyXact also provides an
anonymous option to prevent the collection of any personal information that may violate

NSD and GDPR regulations.

The distribution of the survey link was strategically executed through various social
media platforms, with the plan to engage residents throughout Europe, as previously noted. A
Snowball Sampling strategy was employed to ensure a diverse range of respondents from

various European countries.

The survey data was carefully analyzed using both SurveyXact's analysis tool and
SPSS software, both prgorams provided by the University of Stavanger. SurveyXact
facilitated easy result analysis and data conversion into an SPSS Unicode file. Once initial
analysis was completed with SurveyXact, more detailed analysis - including descriptive and

frequency analysis, as well as correlation analysis- was performed using SPSS.
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Reliability & Validity

In order to ensure the reliability of this study, a well-structured conceptualization,
employment of multiple indicators utilizing the Likert-Scale, and consistent measurement
techniques were implemented, in line with Neuman's (2014) recommendations for enhancing
high reliability. Although Neuman (2014) and Middleton (2023) recommend repeating the
survey research for reliability, the available time was insufficient for this approach.
Nonetheless, the author worked to make the survey and measurements as reliable and valid as
possible by utilizing a pre-existing diversity survey template that has been widely used and
drawing on relevant literature (Middleton, 2023). To maintain neutral and consistent
responses from the respondents, the author carefully formulated the survey to avoid being
influenced by emotions or mood. Furthermore, similar questions were grouped together in
separate sections to further enhance the reliability of the results. These measures proved

effective, as strong correlations were discovered between the results.

To enhance the trustworthiness and accuracy of the results, the author recruited
participants from various positions and age groups to avoid sampling bias. Anonymity was
also prioritized, as it allowed respondents to answer more honestly and thus provide more
accurate and true responses. The author clearly stated the importance of privacy and
anonymity in the survey introduction, which was another approach to ensure ethical
considerations. Moreover, the aspect of cultural sensitivity was carefully taken into account
and integrated into the survey introduction. This approach was adopted to ensure that
respondents felt a sense of safety, inclusivity, and respect. For further details, refer to
Appendix A. Finally, to improve both reliability and validity, the author focused on utilizing
the most recent and updated resources, avoiding overly old or outdated resources and

literature reviews (Hong et al., 2022)
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Respondents’ Profile

What is your age range?

<25

25-34
35-44
45-55
over 56

Total

What is your gender?

Female
Male
Prefer not to say

Total

What best describes your role within your organization?

Entry-Level/Staff
Mid-Level/Manager
Senior-Level/Executive
Owner/Entrepreneur
Freelancer/Consultant

Total

Table 1. Respondents’ profile.

Percent

28.6%

57.1%

7.1%

5.6%

1.6%

100.0%

Percent

53.2%

45.2%

1.6%

100.0%

Percent

74.6%

11.1%

7.1%

1.6%

5.6%

100.0%

31

Respondents
36

72

9

7

2

126

Respondents
67

57

2

126

Respondents

94

126

The demographic section of the study was designed with simplicity in mind,

excluding personal identifiers to align with the GDPR's regulations on collecting anonymous

data. The survey received 126 valid responses, with slightly more female respondents than

male respondents, exceeding ten individuals. Additionally, a small fraction of participants

(1.6%) chose not to disclose their gender. However, the age distribution among participants

was uneven, potentially due to the similarity in age between most respondents and the author.

Only 18 respondents were above the age of 35, limiting the number of perspectives from

senior organizational roles or those with extensive professional experience. The predominant

age category was the 25-34 range, encompassing 57.1% of participants.
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Similarly, the roles within the respondents' organizations were concentrated, with
74.6% of individuals identifying as being in entry-level or non-management positions
(equivalent to 94 individuals). In contrast, only 23 respondents reported holding mid-level to
executive positions, limiting the diversity of insights from those with leadership experiences

or extensive tenure in the workforce.

Reliability of the Findings

The reliability of the survey was thoroughly checked using Cronbach's Alpha test,
which is widely recognized as one of the most reliable tests (Bonett & Wright, 2015).
Hereby, a reliability score larger than 0.7 is considered reliable (Taber, 2018). However, it
should be noted that surveys conducted with heterogeneous groups may have lower
reliability, and the score can be affected by various factors, such as the number of items and
the nature of the questions (Taber, 2018; Tavakol & Dennick, 2011). The reliability test
results showed that Organizational Climate & Psychological Safety had a score of 0.794,
Cultural Diversity to Creative Problem-Solving and Innovation had a high score of 0.910, and

Challenges had a score of 0.706. Hence, all can be considered reliable.

Constructs N of Items Cronbach’s Alpha
Organizational Climate &
Psychological Safety 10 0.794
Cultural Diversity to
Creative Problem-Solving 8 0.910
and Innovation
Challenges 2 0.706

Table 2. Cronbach’s Alpha — Reliability test.
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Findings & Discussion #1: Organizational Climate and Psychological Safety within the

Organization.
Question Response Mean
My organization is commited to 27 I : 9O
DEI Initiatives (Gender Equality, 2.032
Diversity Receruitment, etg) 0% 25% 50% 75% 100%
Leadership in my organization cal Z L 2143
supports DEI Initiatives ’
0% 25% 50% 75% 100%
My organization provides training 1 I 24 [ 21 8|
or suppor employees to understand 2.794
and leverage Cultural Diversity | 0% 25% 50% 75% 100%
My orgnization needs better DEI 13 T 26 | 12 6|
training and practices for 2.540
employees 0% 25% 50% 75% 100%
My organization provides an o I
environment for open expression 2.135
of ideas, opinions and beliefs 0% 25% 50% 75% 100%
I believe my diverse backgrounds 32 I ° O
and experiences are considered as 1.960
an asset in my organization 0% 25% 50% 75% 100%
I am comfortable talking about my 30 T : 1
background, cultural and life 1.833
experiences in my organization 0% 25% 50% 75% 100%
I feel that my cultural background o I e 5 | 2302
is valued and utilzed in my team | 25% 50% 75% 100% ’
In my team/organization, it is safe 00 0 | 25 (o |
to take risks without feeling 2.333
insecure/embarrassed 0% 25% 50% 75% 100%
Employees of diverse backgrounds TN > O 2079
interact well in my organization | 5% 0% 5% 100%

@ strongly Agree @ Agree [ Neither/Nor Agree [l Disagree [ Strongly Disagree

Table 3. Findings 1.

Emphasizing organizational climate and psychological safety within organizations
enhances employee creativity and innovation by creating an environment where employees
feel empowered, safe, and valued (Shanker et al., 2017; Li et al., 2015). The findings of the
organizational climate survey were overwhelmingly positive. 76% of respondents expressed
satisfaction with their current organization's commitment to diversity initiatives, while less
than 6% had negative feedback. This positive trend was also reflected in the responses to

leadership's commitment to DEI, with 72% of respondents agreeing. However, when it came
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to the organization's commitment to 'training employees to leverage cultural diversity',
opinions were more diverse. While 47% of respondents had a favourable view, 24%
remained neutral, and 29% expressed a negative view. These findings align with the
following question, which revealed that 57% of respondents agreed that their organization

needed better employee DEI training and practices.

Psychological safety is critical, especially in managing diversity within organizations.
When there is enhanced psychological safety, the employees are more likely to be engaged,
motivated to learn and perform better (Frazier et al., 2016). Results from a survey on
psychological safety were overwhelmingly positive, with 78% of respondents agreeing or
strongly agreeing that they feel free to express themselves at work and less than 8%
indicating negative results. When asked about their cultural backgrounds as assets in the
organization, 78% of respondents had positive answers, with a significantly higher
percentage of 32% strongly agreeing. Notably, no one answered with a strong disagreement,
leaving only 7% in disagreement, and the mean measurement for this question was only 4

points.

Moreover, 90% of employees felt comfortable discussing their cultural backgrounds,
with less than 2% responding negatively. Results regarding whether employees' cultural
backgrounds were valued and utilized and whether employees felt safe taking risks without
feeling embarrassed were similar, with means of 2.302 and 2.333, respectively. Finally, when
asked about interactions between employees from different cultural backgrounds, 77% of

respondents answered positively, with less than 3% responding negatively.

The overall survey findings on organizational climate and psychological safety
revealed predominantly positive responses, which underlined respondents' significant

approval of their organizations' or teams' commitment to DEI initiatives and cultivating a
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supportive working environment. Notably, a remarkable outcome was observed in the
participants' comfort in discussing their cultural backgrounds and experiences, with a striking
90% indicating positive responses and an average score of 1.833. Furthermore, this trend of
affirmative responses was consistently observed across various demographic segments,
including respondents' age groups and their respective positions or roles within their
organizations, indicating a uniformly positive perception. These findings are further

elaborated in Table 3, providing a comprehensive overview of the data.

Although the training practices have received positive feedback, the score of 2.794
suggests room for improvement in leveraging cultural diversity more effectively. This implies
that while the results are encouraging, employees perceive a need for more training and
practices. Unfortunately, in the survey, asking for this reason was not included. Therefore, the

reasons for this outcome remain unclear.

Finally, one of the optional open-ended questions asked respondents about the ways
in which cultural diversity has contributed to innovative practices within their organization.
Some of the answers highlighted the positive impact of cultural diversity on the work
environment, such as making everyone feel welcomed and fostering a sense of psychological
safety. Additionally, one respondent shared that the best solution for innovation is improving
communication within the organization. Overall, these responses demonstrate an
understanding of the importance of creating a supportive organizational climate and
psychological safety environment, particularly within teams that embrace cultural diversity,

in driving innovation (See Appendix B for the original response).



| am comfortable talking about my background, cultural and life experiences within the
organisation.

Crossed with: What is your age range?

<25 25-34 35-44 45-55 over 56 Total
Strongly Agree 9 21 5 2 1 30.2%
Agree 24 42 4 4 1 59.5%
Neither/Nor Agree 2 7 0 1 0 7.9%
Disagree 1 1 0 0 0 1.6%
Strongly Disagree 0 1 0 0 0 0.8%
Total 36 72 9 7 2 126

| am comfortable talking about my background, cultural and life experiences within the
organisation.

Crossed with: What best describes your role within your organization?

Senior-

Levels;:;yf; LeveI/Manr;:; LeveI/Executi: °W“ef/5';:::: Freela:::lrt{;: Total
Strongly Agree 24 7 3 1 3 30.2%
Agree 60 7 5 0 3 59.5%
Neither/Nor Agree 8 0 1 1 0 7.9%
Disagree 1 0 0 0 1 1.6%
Strongly Disagree 1 0 0 0 0 0.8%
Total 94 14 9 2 7 126

Table 4. Elaborated analysis on the comparison of demographics.
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Findings & Discussion #2: Relationship between Cultural Diversity, Creative Problem-

Solving, and Innovation

Question Response (%) Mean

From my experience, including
diverse cultural perspectives
contributed to creative
problem-solving within the team.

2 Lo I 1.984

Regardless of experience, I believe

that the cultural diversity among the 7ol i 1.796

team leads to more creative ’
problem-solving.

From my experience, including

diverse cultural perspectives = o g 1.961
contributed to innovation within the :
team.

Regardless of experience, I believe
that the cultural diversity among the 36 T 2 1.858

team leads to more innovation.

Interacting with colleagues from

different cultures brings more @ w1714
creative, unique, and innovative ideas
to my work.

The cultural diversity of team
members enhances our work 25 23 [5 | 2.096

performance.

Teams with diverse cultural

backgrounds approach s woH| 1842

problem-solving differently compared ’
to homogeneous groups.

Overall, I believe that cultural

iversity enhan reati
diversity enhances creative @ IR v 0| 1802

problem-solving skills and, thus,
innovation in the organization.

Strongly Agree [l Agree Neither/Nor Agree [l Disagree ([l Strongly Disagree

Table 5. Findings 2

This survey section aims to directly inquire about the role of cultural diversity in
influencing creative problem-solving and innovation. Respondents were initially asked about
their experiences and perceptions of this topic. This approach was chosen to understand the
current climate and level of engagement. The results exceeded expectations, showing even
more positive outcomes than previously noted findings #1. When asked how cultural

diversity influences creative problem-solving, 77% of participants reported positive
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experiences, while 83% affirmed positive beliefs regarding its impact. These responses
overwhelmingly suggest that, regardless of personal experience, the majority view cultural

diversity as beneficial to creative problem-solving.

Among the open-ended responses, participants shared valuable insights on how
diversity in the workplace directly contributed to creative problem-solving. One notable
example highlighted the advantage of having team members from various religious
backgrounds. This diversity enabled a deeper understanding of different markets influenced
by religion, leading to the development of more targeted and creative marketing strategies.
One of the arguments presented by Cox & Blake's (1991, p.49) study on cultural diversity
highlights this assertion - precisely, the Marketing Argument, that cultural diversity
significantly influences consumer behavior. Similarly, another respondent shared how
cultural diversity within a restaurant staff improved issue resolution, prevented
misunderstandings, and enhanced service quality for customers from similar cultural

backgrounds (See Appendix B for the original response).

These examples underscore the weightiness of understanding and accommodating
diverse customer needs. In today's competitive business landscape, effective communication
and a comprehensive knowledge of the specific demands of customers from different cultural
backgrounds can provide a strategic advantage. Teams that embody cultural and religious
diversity are better positioned to develop innovative solutions that resonate with a broader
audience, ultimately contributing to an organization's profitability (Herring, 2009; Gaur et al.,

2017; Cox & Blake, 1991).

Several respondents in the survey mentioned that having a culturally diverse team is a
valuable resource as it allows for different perspectives, ways of thinking, and approaches to

problems. The common themes among these statements were the benefits of having "different
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points of view" and "different approaches.", which aligns with Herring's (2009, p.220)
findings that diverse teams tend to think more creatively outside the box, resulting in better
problem-solving skills, improved business performance, and higher profits. (See Appendix B

for the original response).

Regarding the relationship between cultural diversity and innovation, the results were,
again, positive. 75% of respondents reported positive experiences, and 84% had positive
beliefs and perceptions, with less than 4% reporting negative results. The data also revealed
that interacting with culturally diverse team members led to more creative, unique, and
innovative ideas, with 88% of respondents reporting positive outcomes and less than 1%
reporting negative ones, with a mean of 1.714. Similarly, 84% of respondents reported that
culturally diverse teams approach problem-solving more creatively than homogenous teams,
with less than 3% reporting adverse outcomes. It is worth knowing that these questions were
rated on a maximum 4-point scale, as, here, too, no respondents reacted to a "Strongly
Disagree" option. Diverse teams often bring unique ideas and better business performance but
may also experience more conflict. Conversely, homogenous teams may have better group
cohesion but end up with less adaptability and innovation (Herring, 2009, p. 219). Moreover,
71% of respondents reported a positive impact of cultural diversity on their work

performance, while less than 3% reported a negative effect, with a mean of 2.096.

Regarding the statement, "I believe that cultural diversity enhances creative problem-
solving skills and, thus, innovation in organizations," no respondent answered, "Strongly
Disagree." Instead, 86% of respondents replied positively, with less than 2% providing
negative answers and 12 respondents indicating neutral. The mean score for the statement

was 1.802.
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Findings & Discussion #3: Examining the Role of Cultural Diversity Contributing to

Innovation

In this study, several factors have been identified that demonstrate how cultural
diversity can enhance creative problem-solving and lead to innovation. These factors include
having a different point of view, thinking outside the box, using various approaches, and

having a better understanding of customers due to diverse experience backgrounds.

Additionally, the survey respondents provided further insights on the factors of
cultural diversity in fostering innovation. Collaborating with individuals from varying
cultural backgrounds and with varying life experiences can lead to a wealth of diverse
perspectives and ideas (Cox & Blake, 1991). Each person possesses unique knowledge and
skills, providing various resources to contribute to the team. Some respondents noted that this
could be due to differing educational backgrounds or even language proficiency, leading to

being advantageous.

Numerous respondents have articulated that cultural diversity within a team does not
solely introduce a multitude of perspectives but also significantly enriches the team's
atmosphere. The diverse cultural backgrounds foster an enhanced office culture characterized
by a more engaging work environment. This environment facilitates the learning of each
other's cultures, offering a novel life experience that has a positive psychological impact on
work dynamics and fosters deeper, more meaningful connections among team members.

Engagement in culturally diverse teams not only contributes directly to the resolution
of business cases but also substantially enhances employees' work-life quality. The empirical
data derived from the survey supports the participants' subjective experiences, which indicate
a 76% positive response rate regarding the impact of cultural diversity on the work

environment, with a mean score of 2.063. Additionally, the survey highlights that 73% of
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respondents experienced an enhancement in their professional growth, evidenced by a mean
score of 2.040, as detailed in Table 6. In sum, involvement in a culturally diverse team is
beneficial not only for the effective resolution of business challenges but also for cultivating a
psychologically safe, enjoyable, and stimulating work environment. (See Appendix B for the

original response).

Question Response (%) Mean

Working in a culturally diverse

team affected my working 15 I 3.921

environment negatively.

Working in a culturally diverse
team affected my working 22 v H 2.063

environment positively.

Working in a culturally diverse

environment has enhanced my 2 2 | 2.040

professional growth.

Strongly Agree @ Agree [ Neither/Nor Agree [ Disagree [l Strongly Disagree
Table 6. Findings 3.

According to Hoever et al.'s (2012, p.983) research on the relationship between
diversity and creativity, compelling perspective-taking leads to enhanced creativity within a
team, resulting in harmonious information elaboration and sharing. Li et al. (2015)
substantiate the diversity model in their research, focusing on cultural diversity and team
creativity. They argue that the processes of information elaboration and sharing are the
factors that facilitate team creativity. This model was emphasized by respondents who noted
that colleagues could build off each other's ideas, share different perspectives, and draw upon
diverse international resources and knowledge to generate creative and innovative ideas.
Notably, one respondent highlighted that cultural diversity in itself does not necessarily
impact creativity but rather the gathering and sharing of diverse cultural ideas. In summary,

these respondents directed Hoever et al.'s (2012) and Li et al.’s (2015) diversity model
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towards the notion that creativity is not solely dependent on a single idea but rather on team

members' ability to take different perspectives and share and elaborate on information.

Lastly, cultural diversity significantly enhances decision-making skills (Pieterse et al.,
2013; Ely & Thomas, 2001). This contribution is further corroborated by testimony from
various respondents, who highlighted the invaluable role that many cultural perspectives and
ideas play in facilitating a more effective decision-making process (See Appendix B for the

original response).

Findings & Discussion #4: Challenges and Conflicts arising from Cultural Diversity

Question Response (%) Mean

Differences in cultural norms and

practices often lead to I 37 21 2.794

miscommunication in our team.

Cultural misunderstandings often

4
lead to conflicts within our team.

35 | sa43

Strongly Agree [l Agree Neither/Nor Agree [ Disagree ([ Strongly Disagree

Table 7. Findings 4.

As established above, cultural diversity has its advantages but can also pose
challenges within a team (Pieterse et al., 2013; Monoharan et al., 2021). Therefore, it's
essential to not only consider the benefits of cultural diversity but also to seek opinions on the
potential challenges. The results of the survey were fairly evenly distributed. While 38% of
respondents agreed that they had experienced miscommunication, 37% were neutral, and
21% disagreed, with a mean score of 2.794. Misunderstandings and conflicts received less
agreement, with 22% agreeing, 35% neither agreeing nor disagreeing and 33% disagreeing,
with a mean score of 3.143. On the question of whether culturally diverse teams had a
negative impact on the work environment (see Table 6), 74% of respondents disagreed or

strongly disagreed, with less than 11% giving negative responses. Overall, these results
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suggest that while many respondents face challenges in culturally diverse teams, it does not

necessarily negatively impact their work environment.

Testing Hypotheses

H1: Cultural diversity in an organization significantly impacts creative problem-solving
due to culturally diverse perspectives and knowledge, which enables organizations to be

more innovative.

In order to test the hypothesis that cultural diversity in an organization significantly
impacts creative problem-solving, the author utilized a theoretical framework developed by
Hoever et al. (2012, p.983). The researchers argue that diversity of perspectives enhances
team creativity through well-informed perspective-taking and information elaboration.
Survey questions were formulated based on this theory, specifically asking how "diverse
perspectives" impact creative problem-solving by including "interacting" or "different
approaches." words. As shown in Table 8§, the results indicated that four of the relevant
survey questions had very positive results, supporting the idea that teams with diverse

perspectives impact creative problem-solving.

From my experience, including diverse

cultural perspectives contributed to m

creative problem-solving within t...

Regardless of experience, | believe
that the cultural diversity among the
team leads to more creative probl...

Interacting with colleagues from
different cultures brings more
creative, unique, and innovative ide...

Teams with diverse cultural
backgrounds approach problem-
solving differently compared to mo...
1 2 3 4 5

Table 8. Comparison by mean score.
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Correlation is a crucial and one of the most commonly and widely used tools for
examining the link between two variables, determining how one affects the other and
observing how their values shift while being correlated (Greasley, 2007; Turney, 2024). To
focus deeper on the initial hypothesis, the author conducted a Pearson correlation coefficient
test to determine the interaction between cultural diversity's impact on creative problem-

solving and innovation.

Innovation CPS from CD
Pearson Correlation 1 .816**
Innovation Sig. (2-tailed) <.001
N 126 126
Pearson Correlation .816™* 1
Creative Problem
Solving from Sig. (2-tailed) <.001
Cultural Diversity
N 126 126
** Correlation is significant at the 0.01 level (2-tailed).

Table 9. Pearson Correlation Coefficient of CPS from CD and Innovation.

Interpretation of Pearson correlation coefficient strength level depends on the value
(r) level (Turney, 2024). r = greater than .5 is considered strong and positive, while
between .3 and .5 is moderately positive, and r level less than 0 or -1 is considered weak and
negative (Turney, 2024). Hence, when the r-value is closer to r = 1, the more perfect the

correlation outcome is.

As indicated in Table 9, there is a robust correlation (r = .816) between Innovation
and Creative Problem-Solving stemming from Cultural Diversity, with a significance level of
<.001. This finding suggests that these variables very strongly and positively influence each

other in a mutually beneficial way (2-tailed). Also, since the r-value is closer to 1, the
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correlation becomes more significant, as previously mentioned (Turney, 2024). Furthermore,
this is reinforced by the latest survey results, where 86% of respondents (N=126) Strongly
Agreed and Agreed that cultural diversity enhances creative problem-solving and,
consequently, innovation in the organization.

Overall, | believe that cultural diversity enhances creative problem-solving skills and, thus,
innovation in the organization.

Respondents
Strongly Agree 37% 46
Agree 49% 62
Neither/Nor Agree 12% 15
Disagree |5 2% 3
Strongly Disagree | 0% 0

0% 25% 50% 75% 100%
Table 10. CD enhances CPS thus, the Innovation survey result.
H2: Organizations that emphasize cultural diversity, along with focusing on a

supportive organizational climate and psychological safety, significantly increase their

potential for innovation.

CPS from CD OC +PS
Pearson Correlation 1 .365**
Creative Problem
Solving from Sig. (2-tailed) <.001
Cultural Diversity
N 126 126
Pearson Correlation .365** 1
Organizational
Climate & Sig. (2-tailed) <.001
Psychological Saftey
N 126 126
** Correlation is significant at the 0.01 level (2-tailed).

Table 11. Pearson Correlation Coefficient of CPS from CD and OC & PS.
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A Pearson correlation coefficient test was again executed to evaluate the second
hypothesis. According to the findings in Table 11, the correlation coefficient results
demonstrate a moderate correlation with a r = .365 coefficient and a significant level of less
than .001. A sole r =.365 can seem weak alone, but with a significant level, p = <.001, as a
result, makes the correlation more significant. This suggests that an increased value in
Organizational Climate and Psychological Safety can moderately influence the Creative
Problem-Solving skills of culturally diverse teams. Moreover, the statistical significance level
of p =<0.001 demonstrates an evident association between the variables rather than the result

being coincidental (Greasley, 2007).

To examine the influence of these observations on innovation, the Pearson Correlation
test was again employed to analyze the relationship between organizations that prioritize
cultural diversity, foster a supportive organizational climate, and ensure psychological safety,

leading to their potential impact on innovation.

CD & OC & PS Innovation

Cultural Diversity Pearson Correlation 1 .651**
“C"liitrlilgzg;nizaﬁonal Sig. (2-tailed) <.001
Psychological Saftey | 126 126

Pearson Correlation .651** 1
Innovation Sig. (2-tailed) <.001

N 126 126

** Correlation is significant at the 0.01 level (2-tailed).

Table 12. Pearson Correlation Coefficient of CD & OC & PS and Innovation.

Based on a correlation coefficient of r = .651 and a p-value of <0.001, it is evident

that there is a strong relationship between the two variables. These numbers suggest that
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organizations that prioritize both cultural diversity and a focused organizational climate and
psychological safety have the potential to significantly enhance their innovation, which also

answers the second hypothesis.
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Discussion

According to Leung & Wang (2015), recognizing the importance of creativity and
innovation is crucial in today's diverse environment. Hence, this thesis explores the
relationship between cultural diversity in organizations and creative problem-solving,
ultimately leading to innovation.

Upon analyzing descriptive statistics, including frequencies and mean scores, it was
discovered that European organizations are moderately positive in promoting cultural
diversity, with an average mean score of 2.276. Additionally, psychological safety received a
similar average mean score of 2.102. These findings were used to test the hypothesis that
fostering cultural diversity and promoting a positive organizational climate and psychological
safety significantly impact innovation.

The impact of cultural diversity on creative problem-solving has been shown to
support significantly positive outcomes. Respondents in a study reported that cultural
diversity introduces a broadened of perspectives, ideas, approaches, and knowledge, all of
which significantly enhance creativity in problem-solving processes. This finding aligns with
the theory model proposed by Hoever et al. (2012), which was crucial in the underlying
research. When the rich value each individual contributes is gathered and exchanged—
through diverse information, insights, experiences, or knowledge—it significantly enriches
the analysis within problem-solving activities (Ely & Thomas, 2001). This perspective is
rooted in earlier studies, such as those by Cox & Blake (1991, p.47), who argued that cultural
diversity offers several advantages, including reduced costs, improved resource acquisition,
more effective marketing strategies, enhanced creativity and problem-solving abilities, and
increased system flexibility.

These advantages were highlighted by survey respondents in the open-ended

questions, such as developing varied marketing strategies tailored for different religious
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regions, pooling diverse resources, generating creative ideas through collective
brainstorming, and ultimately, formulating effective solutions to problems through
exchanging and building different perspectives.

Thomas (2004) further reinforces the value of cultural diversity, specifically in the
context of IBM's diversity management practices, by illustrating how diversity is a bridging
tool. The increased diversity at IBM allowed the company to serve a broader range of
customers more effectively by substantially improving its ability to acquire resources.
Furthermore, van Knippenberg et al. (2020, p.79) expand on the perspective-taking theory
initially introduced by Hoever et al. (2012), emphasizing that individuals perceive and
articulate thoughts uniquely, even when presented with the same stimuli. The exchange of
diverse and creative perspectives within a team significantly increases the likelihood of
making better decisions, fostering creativity, and developing higher-quality solutions to
problems.

Numerous researchers have introduced and confirmed the connection between
diversity and innovation. However, some studies, such as Ostergaard et al.'s (2011) study,
revealed that cultural diversity may not always positively impact innovation. The first
hypothesis of this study tested the notion that "cultural diversity in an organization
significantly impacts creative problem-solving due to culturally diverse perspectives and
knowledge, which enables organizations to be more innovative." The results indicated a very
significant correlation between cultural diversity and innovation, with both factors affecting
each other, with the r-value being close to 1. These results are also proven in other studies,
such as those by Jabrayilov (2019), which have also shown that cultural diversity can be a
tool for competitive advantage and significantly impact innovation. Nathan & Lee (2013)
found that culturally diverse teams have better potential for more innovative products than

homogenous teams and reach international markets more effectively, leading to better
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business performance. Lastly, Jones et al. (2020) argue that while diversity alone can lead to
innovation, cross-cultural competence within a team is strongly required to maximize this
advantage. In conclusion, this empirical study demonstrates that the relationship between
cultural diversity and innovation is not only merely positive and correlated but is also
attributed to the enhanced creative problem-solving capabilities arising from diverse
perspectives.

In the initial stages of this study, it was discovered that organizational climate and
psychological safety positively impact today’s organizations. The second hypothesis tested
the effect of an organization's focus on diversity climate and psychological safety on
innovation. As a result, there is a moderate correlation between organizational climate and
psychological safety and innovation. These two variables are moderately and positively
intertwined so that when one value rises, the other also increases. Many scholars and business
reports support these positive outcomes. For example, Hewlett et al. (2013, para.7) identified
six behaviors that unlock innovation, including ensuring all voices are heard, creating a safe
environment for innovative suggestions, empowering team members with the ability to make
decisions, recognizing contributions, providing constructive feedback, and taking action on
the team's suggestions. These behaviors mainly focus on making employees feel valued and
heard. Haholongan & Kusdinar (2019) argued that organizational climate has an impact on
employees' innovative behavior, motivating them to take more innovative actions at work.
Javed et al. (2019) further emphasized that greater inclusive leadership and psychological
empowerment enable employee engagement in innovative attitudes, such as better decision-
making and creative dialogue. Johansson & Hastwell (2023) also argued that diversity in
teams itself unlocks creativity and better decision-making, and the key to driving these stems
from an environment of psychological safety where employees feel trust and openness.

Finally, Miller (2023) argued that diversity, financial performance, and innovation are all



strongly correlated, and these factors arise from fostering an inclusive environment with
organizations' engagement in diversity and inclusive management by promoting a working

climate where employees feel valued and supported.

51
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Conclusion

This study's thorough analysis of the effects of cultural diversity within organizations
on creative problem-solving and innovation reveals a strong correlation. As a result, cultural
diversity not only expands the range of perspectives that contribute to creativity and
innovation but also implements effective measures to improve creative problem-solving and
enhance organizational productivity. Therefore, it has been established as a crucial factor in
creating an environment that fosters innovation.

Organizations that implement culturally diverse employees benefit from employees
with various experiences who develop novel ideas and approaches to complex problems. This
is particularly important in the current globalized world and market, where diverse
perspectives from consumers around the world can form a unique business advantage that
boosts competitiveness and market share.

The findings also provide valuable insights into the importance of organizational
climate and psychological safety. Organizations with more inclusive and psychologically safe
organizational climates are also more likely to maximize the potential of their culturally
diverse employees and realize positive outcomes in terms of innovative output. Overall, the
core argument of the study is confirmed by the findings: a well-managed, culturally diverse
workforce is not only a driver of enrichment but also a critical asset that fuels successful
innovation and business operations by sharing diverse perspectives among the teams,

alongside creative problem-solving skills.

Limitations and Future Research

Throughout the study, the author encountered several limitations that could pose
challenges for future implications and establishing precise results for some settings. The

methodology employed for this investigation involved conducting a survey. However, due to
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the topic of diversity being explored and the relatively modest sample size of 126, there may
be limitations in terms of generalization. This low number is not ideal for generalizing a
population as large as it is prevalent in Europe and could eventually lead to sampling bias and
error (Taherdoost, 2017). Hence, due to the modest number, while the results may be
positive, there may be difficulties in generalizing these findings.

Another limitation is that these findings might not be reliable to small and medium-
sized enterprises (SMEs). While the findings of this study aim to be universally applicable
across different types of organizations and levels, it is important to note that SMEs face
unique challenges and characteristics in the competitive market (Naradda Gamage et al.,
2020). Therefore, there is a possibility that these findings may not be as relevant to SMEs as
they are to larger organizations.

Lastly, while the author researched the potential negative outcomes of cultural
diversity, the main focus of this thesis is to highlight the positive impacts that cultural
diversity can bring. However, this emphasis on the positive aspects of diversity may result in
overlooking the challenges and negative aspects that culturally diverse teams may face.
Although the survey results indicate that cultural diversity tends to have more benefits than
challenges, it is crucial to remain aware of the existing conflicts and obstacles that must be
addressed.

Given these limitations, it is clear that further research is necessary to deepen
understanding of cultural diversity's dynamics within organizational settings. Future studies
should address these gaps by exploring cultural diversity's long-term implications for
organizations, its applicability in SMEs, and a more balanced examination of its benefits and
challenges. Such research will enhance the development of strategies that leverage cultural

diversity to foster innovation and competitive advantage in today's global marketplace.
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Appendix

Appendix A: Survey Questionnaire

Hello! My name is Shelly Han Min Choi, and I am currently exploring how
cultural diversity within organisations influences creative problem-solving
and innovation for my master’s thesis at the University of Stavanger. This
survey will take around 3-5 minutes to complete. Please be assured that all
responses will be collected 100% anonymously and are for academic
purposes only.

I understand the sensitivity of cultural topics and want to ensure that this
survey has been designed with respect for all cultures and their valuable
contributions to the workplace. Your responses will be kept strictly
confidential, and there are no right or wrong answers. Your input will be
helpful in understanding the roles of cultural diversity in the workplace.

Thank you very much for your valuable contribution to this research.

Cultural Diversity: Ethnicity, Language, Nationality, Religion,
Cultural Backgrounds

What is your age range?
J<os

~125-34

~135-44

145 -55

) over 56

What is your gender?
~J Female

- Male

! Prefer not to say

What best describes your role within your organization?
J Entry-Level/Staff

- Mid-Level/Manager

! Senior-Level/Executive

! Owner/ Entrepreneur

. Freelancer/Consultant

My organization is committed to Diversity, Equity and Inclusion
(e.g., gender equality, hiring people from diverse cultural
backgrounds, fostering an inclusive environment, etc.)
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- Strongly Agree

- Agree

J Neither/Nor Agree
~! Disagree

. Strongly Disagree

The leadership in my organization actively supports Diversity,
Equity, and inclusion initiatives.

< Strongly Agree

- Agree

- Neither/Nor Agree
~! Disagree

- Strongly Disagree

My organization provides training or support to help employees
understand and leverage cultural diversity.

! Strongly Agree

- Agree

= Neither/Nor Agree
~! Disagree

- Strongly Disagree

My organization needs better Diversity, Equity, and Inclusion
training and practices for employees.

! Strongly Agree

- Agree

. Neither/Nor Agree
! Disagree

< Strongly Disagree

The organisation provides an environment for an open expression
of ideas, opinions and beliefs.

- Strongly Agree

- Agree

= Neither/Nor Agree
~! Disagree

- Strongly Disagree

From my experience, including diverse cultural perspectives
contributed to creative problem-solving within the team.
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- Strongly Agree

< Agree

J Neither/Nor Agree
. Disagree

! Strongly Disagree

Regardless of experience, I believe that the cultural diversity
among the team leads to more creative problem-solving.

- Strongly Agree

- Agree

- Neither/Nor Agree
- Disagree

- Strongly Disagree

From my experience, including diverse cultural perspectives
contributed to innovation within the team.

- Strongly Agree

! Agree

= Neither/Nor Agree
- Disagree

- Strongly Disagree

Regardless of experience, I believe that the cultural diversity
among the team leads to more innovation.

- Strongly Agree

- Agree

- Neither/Nor Agree
- Disagree

- Strongly Disagree

Interacting with colleagues from different cultures brings more
creative, unique, and innovative ideas to my work.

- Strongly Agree

< Agree

= Neither/Nor Agree

- Disagree

! Strongly Disagree

The cultural diversity of team members enhances our work
performance.
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- Strongly Agree

- Agree

J Neither/Nor Agree
! Disagree

! Strongly Disagree

Teams with diverse cultural backgrounds approach problem-
solving differently compared to more homogenous teams.

:' Strongly Agree

! Agree

- Neither/Nor Agree

- Disagree

! Strongly Disagree

I believe that diverse backgrounds and experiences are
considered an asset in my organization/team.

! Strongly Agree

! Agree

- Neither/Nor Agree
- Disagree

- Strongly Disagree

Working in a culturally diverse team affected my working
environment negatively.

! Strongly Agree

- Agree

- Neither/Nor Agree
I Disagree

4 Strongly Disagree

Working in a culturally diverse team affected my working
environment positively.

- Strongly Agree

- Agree

J Neither/Nor Agree
! Disagree

! Strongly Disagree

Differences in cultural norms and practices often lead to
miscommunication in our team.



- Strongly Agree

- Agree

J Neither/Nor Agree
I Disagree

! Strongly Disagree

Cultural misunderstandings often lead to conflicts within our
team.

:' Strongly Agree

! Agree

- Neither/Nor Agree
- Disagree

- Strongly Disagree

I am comfortable talking about my background, cultural and life
experiences within the organisation.

! Strongly Agree

) Agree

- Neither/Nor Agree
- Disagree

! Strongly Disagree

I feel that my cultural background is valued and utilized in my
team.

! Strongly Agree

- Agree

- Neither/Nor Agree
J Disagree

4 Strongly Disagree

Working in a culturally diverse environment has enhanced my
professional growth.

- Strongly Agree

- Agree

J Neither/Nor Agree
I Disagree

! Strongly Disagree

In my team, it is safe to take risks without feeling insecure or
embarrassed.
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- Strongly Agree

- Agree

J Neither/Nor Agree
! Disagree

- Strongly Disagree

Employees of diverse backgrounds interact well within our
organisation.

< Strongly Agree

) Agree

! Neither/Nor Agree

! Disagree

- Strongly Disagree

Overall, 1 believe that cultural diversity enhances creative
problem-solving skills and, thus, innovation in the organization.
- strongly Agree

! Agree

! Neither/Nor Agree

- Disagree

- Strongly Disagree

In what ways (or other ways) do you think cultural diversity has
contributed to innovative practices in your organization? (If none, please
type 0; please do not include any personal data/information in the
answer)

Can you share an example where cultural diversity within your team led to
a creative solution to a problem? (If none, please type 0; please do
not include any personal data/information in the answer)

Thank you so much for sharing your time and opinions!

Your participation and contributions are highly appreciated! :)
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Appendix B: Respondents’ original answers from open-ended questions

Can you share an example where cultural diversity within your team led to a creative solution to a
problem? (If none, please type 0; please do not include any personal data/information in the
answer)

0

Considering one's religious aspects helped to understand certain regions better so we were able to come up with better
marketing solutions and it was successful marketing strategies at the end

0

0

0

In a restaurant where there is diverse guests and diverse employees. It makes things easier to fix current issues and help
prevent future misunderstanding and issues. Which can also cause better service for similar culture in the future.

O O o oo

i think talking and empathy is most important.

We needed an event speaker, but we couldn’t find one locally in the end the Spanish colleague reached out to a Spanish
renowned lecturer and the event was held online.

O O o oo

Above is what | experienced in my organisation

O OO0 O oo oo

As a translator, asking for help in translating a certain text in ones native language is for me a great help.

0

Having a cultural diversity enable me to have different point of view on a problem. And to have multiple ways to solve them, but
also how to pronounce and write correctly creme brilée !

I work for a big company with a world-wide scope. My team usually have to interact with a lot of different teams on a daily
basis. Some people that have recently arrived in my team have a very different approach on the way they interact with people
they do not know within the company. | believe that it is thanks to how they behave toward strangers in their culture. We used to
have a fairly inefficient process with slow results but their approach led to a much more efficient process over the time!

During work in kindergarten: understanding children from different cultures and being able to take care of them and educate
them better with a multicultural approach

One of my colleagues helped me to come up with an idea how to get more proper results in one experiment. His way of thinking
gave me this idea. | suppose this can be due to cultural diversity.

Just like i said up there, my colleagues help to think of even better ideas but on based of someones already ideas. And the
ideas become very creative.
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In what ways (or other ways) do you think cultural diversity has contributed to innovative practices
in your organization? (If none, please type 0; please do not include any personal data/information

in the answer)
+ Listening to different ideas from different experiences
different perspectives and ideas that makes better decision making solutions
0
It might help foster new ideas, but it does not always lead to implementation because of reasons such as budget and company
policy.
0
It caused better workflow with helping understand other people with different cultures and affect positive psychosocisl work
environment.

can give different perspectives
0
- 0
+ Contributed to enhancing equality of office culture

To make everyone feel welcome.

0

0

New ideas > different experiences/up-bringing

When interacting with patients from different cultures
0

More international resources can be utilised.

Enhanced efficiency, able to have better understanding of the market (better market research), more fun in the office
0
different point of views, more emphathy, less blind spots
- 0
0
0
My job includes talking to people from different cultures. Through discussing with my colleagues | have learned more about
how to meet people from different cultures.
- 0
0
When you have cultural diversity, you interact with people from different backgrounds who thinks differently leading to more
suggestions to solve a problem within the same field. People from different backgrounds have practiced different solving
problems approaches in their lives, which will for sure add to the team.

+ It may lead you to think that there may be different problem solving ways
0
Different cultural backgrounds imply different ways to solve a problem
0
He 3Ham
0
La migliore soluzione per innovare & il miglioramento della comunicazione in azienda. The best choiche to improove our work is
to listen to different cultural opinions.



74

in a diverse background, for a problem theres always easier to get different way of thinking, different perspectives
0

0

Sharing different ideas

0

0

0

0

New life experiences

0

0

Opening perspectives and present other way of doing, thinking, ...

0

0

Bringing ideas different from our

With a lot of exchange and try to more understand the people

0

My team often has different ideas and perspectives as | have colleagues from all the continent except for Africa

Different background and way of doing things

0

Better vibes that makes the team positive and fun becuz i think good atmosphered team brings good results.
There is no significant cultural diversity in my team.

It brought out deeper, meaningful connections among people

0

0

Diverse approaches to challenges

Due to diverse cultural background, each member in our team was taught differently at school and university, so we can share
our experience and choose the best way for our work processes.

Larger perspective

0

0

0

| do not believe that different cultures in particular have impacts, much more it is different experiences people have gathered
(which might come from different cultures) that do have an impact

more different knowledge from more people

Different views and values brought together = better problem solving and understanding of different situations
Everyone has differently skills and thoughts and they bring crazy ideas to the table
Like building your ideas with others. My colleauges help me to build my ideas with their ideas



Appendix C: Results on SPSS

= Reliability

Scale: OC + PS

Case Processing Summary

N %
Cases Valid 126 100.0
Excluded? 0 .0
Total 126 100.0

a. Listwise deletion based on all
variables in the procedure.

Reliability Statistics

Cronbach's
Alpha N of Items

.794 10

= Reliability
Scale: Challenges

Case Processing Summary

N %
Cases Valid 126 100.0
Excluded? 0 .0
Total 126 100.0

a. Listwise deletion based on all
variables in the procedure.

Reliability Statistics

Cronbach's
Alpha N of Items

.706 2
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= Reliability

Scale: CD-CPS-INNO

Case Processing Summary

N %
Cases Valid 126 100.0
Excluded?® 0 .0
Total 126 100.0

a. Listwise deletion based on all
variables in the procedure.

Reliability Statistics

Cronbach's
Alpha N of Items

910 8




Correlations

CD CPS OC PS Innovation

* %k

CD_CPS_OC PS Pearson Correlation 1 .651
Sig. (2-tailed) <.001
N 126 126
Innovation Pearson Correlation 651" 1
Sig. (2-tailed) <.001
N 126 126

**_ Correlation is significant at the 0.01 level (2-tailed).

Innovation CD + CPS

Innovation Pearson Correlation 1 .816
Sig. (2-tailed) <.001
N 126 126
CD + CPS Pearson Correlation .816 1
Sig. (2-tailed) <.001
N 126 126
**, Correlation is significant at the 0.01 level (2-
tailed).

Correlations

Cultural_Persp
ectives_Creativ organization_p

e_Problem sycolo
cl_xIturaI_Perspectives_Cre Pearson Correlation 1 .365
ative_Problem Sig. (2-tailed) <.001
N 126 126
organization_psycolo Pearson Correlation .365 1
Sig. (2-tailed) <.001
N 126 126

**. Correlation is significant at the 0.01 level (2-tailed).



