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ABSTRACT

This research examines how cultural diversity is managed among employees in a
Greek local government organization. It explores how the organization handles and
supportsthe diverse cultural characteristics of its employees, including their national
origin, gender, race, language, political beliefs, religion, age, and sexual orienta-
tion. Four research hypotheses were initially proposed regarding the percentage
of employees in LGOs who are fully aware of the role, importance, and benefits of
cultural diversity in the workplace, as well as their knowledge of how individuals
with different characteristics can adapt to the organization’s work environment.
Moreover, the hypotheses examine the relationship between employees’ educational
background and their attitude toward cultural diversity in the workplace, as well as
the relationship between employees’ age and their attitude toward cultural diversity
in the workplace.
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INTRODUCTION

In recent years, public policies have been developed to address cultural diversity
and promote multiculturalism, which is seen as a positive path forward. As the world
becomes increasingly interconnected, individuals from diverse cultures, values, and
origins are engaging with one another more frequently than ever before (Gopalkrish-
nan, 2018). For a long time, effective diversity practices have long been employed
to address and combat bias (Civitillo et al., 2018). The main goal is to recognize,
respect, and value the diversity and expressions of individuals, whose beliefs and
behaviors shape our world, and to encourage their contributions to society.

Working effectively across cultural differences requires building cross-cultural
intelligence and competence while reducing ethnocentrism (Young et al., 2017).
Intercultural competence, which enables individuals to work effectively across
cultures, encompasses knowledge, skills, attitudes, and personal values (Hagar,
2018). Safdar et al. (2023) explains that cultural awareness is about recognizing
and understanding the different values, traditions, beliefs, and social norms that
individuals or organizations may hold within a group or team.

Cultural diversity has a big impact on how organizations function (White, 1999).
Intelligence represents a multifaceted construct that has evolved beyond the traditional
notion of a singular underlying factor (Clark & Polesello, 2017). If diversity is well
managed, it can foster a stronger shared group identity and encourage individuals
to keep learning about identity-related issues to better understand diversity. While
cooperation is essential for success, conflicts can still arise in both short- and long-
term international teams. These conflicts may arise due to differing perceptions of
justice and fairness or because some team members have conflicting goals, attitudes,
or behaviors (Folger et al., 2021). A study conducted by Rice et al. (2014) found that
most research papers and academic writings about public administration and public
human resource management rarely address cultural competency. In many cases,
the importance of understanding and working effectively with different cultures is
either barely mentioned or not discussed at all (Rosenbloom et al., 2022).

This research primarily examines how cultural diversity is managed among
employees in first-level local government organizations (LGOs) in a Greek city.
It explores how the organization accommodates and supports different employee
characteristics, such as their national origin, gender, race, language, political beliefs,
religion, age, and sexual orientation. Moreover, the study investigates the relationship
between employees’ educational background and age and their attitudes towards
cultural diversity in the workplace, aiming to reveal the role those two characteristics
play in shaping perceptions of cultural diversity.
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