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6.2 Further Research

The study needs for further understanding on Senior Norwegian Leaders” Diversity Mindsets and
Organizational effectiveness. However, the findings suggest that there is relationship between
LDMs and OE, while most of the leaders in the study have a growth mindset that has a positive
view to diversity inclusion for achieving OE. The recurring pattern of the study is that leaders in
the study have presented positive mindsets to diversity and positive relationship between LDMs
and OE. Despite that the study put emphasis on leaders often behaving as proactive to diversity.
However, the findings show that diversity may not a one step forward, it requires time to define,
understand and adapt it. Despite a close relationship between LDMs and OE, and leaders lack
better understanding of diversity, and lack of diversity inclusion, recruitment and monitoring
strategy and diversity policy. Its therefore, considerable to make further study on these variables
to strengthen this research further. Additionally, leaders in the study did not mention AGE as a
diversity except one therefore. makmg further research on “leader’s diversity mindsets and inage™
based on this, it could be appropriate the informants have an appropriate knowledge in diversity
in age while the research observes the leaders” Mindsets in Age. This could probably help to
capture more varied findings on LDMs in Age. However, the study's findings contributed to
several connections that would have been interesting to investigate further. For example, why
organizational leaders are not familiar with ARP, 2020? The knowledge and experiences of the
leaders in the study indicated nearly zero knowledge and experiences to ARP 2020. Study
indicated gender and ethnicity has positive relation in OE highlighting for effective service and
customer retention for value creation. Further research needed for better understanding on their

roles in business organizations.
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differentiated student mindset as “a growth” and “a fixed” mundset. Dweck defined Mindsets as
an individual s psychological state of understanding of the worldview that takes part in individual
actions and determinations (Bernecker and Job 2019, p. 179). Dweck’s understanding of mindset
origination as a fixed or a growth mindset has an impact on an individual's motivation to determine
the course of action (C. S. Dweck, Walton, and Cohen 2014, pp. 5-6). The critical of having w hat
type of mindset the leader could bring OE into practice by accepting and valuing the team members
for better work and creating a sharing culture to cultivate and develop the organization to result in
OE. Recent research has found that mindset theory is valid with duplicatable intervention sizes
effects (Yeager and Dweck 2020, p. 18). A growth mindset is preferred as it is open to learning,
and experience and contributes to learning that results in substantial growth, to see ideas from a
variety of angles (Yeager and Dweck 2020). The fixed mindset contradicts the growth mindsets
and is termed as an individual's mindset as innate, permanent, and unchangeable (Bernecker and
Job 2019, pp. 179-80).

In addition. the consequences of differences in mindsets are “strikingly large and persistent across
age. sex. culture. ability level. and socioeconomic status”(Matthews 2007, p.12). Recent research
has shown that people consider the “fixed mindset as a gift and praise more likely to choose tasks
in their comfort zone™ (C. 5. Dweck, Walton, and Cohen 2014, p. 8). In contrast, individuals with
a growth muindset “as 2 attve mindset have been shown to evidence a broader span of visual
attention” (Bernecker and Job 2019, pp. 179-80). Fixed mindset gets attention to attract people to
believe and praise as a form of understanding and the resulting individual’s mindset stays in a
narrow position to view a single angle instead of getting a wider understanding through learning

(C. S. Dweck, Walton, and Cohen 2014, p. 8). The main understanding of min

set 1s that “people
differ in their beliefs about the malleability of human attributes, such as intelligence and
personality” (Bernecker and Job 2019, p. ). From the thesis’s perspective, leaders” diversity
mindset is related to leaders” diversity understanding based on ethnicity, gender, and age as
(Dweck, 2008) defined the concept of nundset as a ~“fundamental understandings of sociocultural
constructs and human mteractions”. This means LDMs are descriptions of an individual belief,
and experience as the leader can be characterized as a growth or fixed mindset and OE could be
positive where a growth mindset is employed. Recent research by (C. Dweck 2015) has found
“hard-working children could foster a growth nundset and its benefits™ while, (King 2017, p. 138)

finds that “Entity theomsts tend to think of mtelligence as something fixed and immutable”.
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1.1 Introduction.

1.1 Background Introduction.

Leaders” Diversity Mindsets (LDMs) in the field of organization and leadership, reflect the
mindsets of leaders' approaches for achieving organizational effectiveness (OE). As Northouse
(2004} defined leadership as a process that influences occurring within a group context and which

at

involves goal attainment (Chin et al, 2016, p. 2). LDMs is defined as Van Knippenberg, etal (2013)
define diversity mindsets as “mental representations of team diversity” (Homan 2019, p. 5) which
means leaders” favourable mental representation of diversity linked to OE depending on the
leader’s ability to represent different ideas to evolve. The background for choosing this research

statement is to explore the relationship between Nor‘wegian senior leaders’ diversity mindsets

mindset is limited to theory and received empirical follow -up leader mindset lacking attention to
leaders” diversity mindset. This gap of lacking Leaders” Diversity Mindsets in general and
specifically in the Norwegian context is my main motivation to study the relationship between
LDMs and OE. (Van Knippenberg, et, al 2013b ) define diversity as any attribute referring to
differences in people in terms of physical and psychological. Triana (2017) defined diversity as
“deep diversity” and “surface diversity " referring to deep diversity as the unobservable dimension
of the individual such as personality, mindsets and values and Surface diversity as the outer look
of the individual such as sex, race, age, however, my thesis emphasizes leaders” diversity mindsets
as leader’s beliefs, experiences, and mindsets in gender, age, and ethnicity to understand how
LDMs relate to OE. (Kirchhof (1977) defines OE as the ultimate outcome, which is the
combination of managerial effectiveness and factors beyond organizational control, additionally,
(Holbeche 2017) defined OE as it intends to measure the principal assumptions relating to what
enables an organization to produce the results it calls for, both the means and the ends. Michalman
& Hans (1978), define effectiveness as the process to achieve higher goals in an organization. OE
as where the organization is effective in leading diversity and including the well-being of OE as
employees' inclusiveness to measure the result of the leader’s diversity mindset (Dhoopar, et al,
2023, 4). However, Senior leaders in this context is where leaders have the decision-making
authority in a connection with diversity, as executive leaders, and consultants involved the

leadership activities across the organization, particularly diversity and inclusion strategies.
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developing a new narrative of mindset to advance inclusion as it increases OE. Despite progress
has been made towards gender diversity in organizational leadership in Norwegian contexts, there
are still challenges that need to be further communicated organizationally and addressed
academically. Nevertheless. the study shows leaders with growth mindsets can encourage diversity
and inclusion in their organizations. However, it requires from the leaders to adapt the
demographic changes and prioritize including diversity in their recruitment strategies and have a
mixed organizational culture by creating organizational culture from diverse colleagues’ cultures.
Furthermore, the study shows that the relationship between diversity work and (OE) depends on a
leader's diversity mindset. This means leaders with growth mindset being more adaptive and make
use of the potential of diversity to encourage creativity and collaboration, to achieve OE agreeing
with recent research of (Jeanes, 2023). On the other hand, findings show diversity inclusion
practices brings innovation and change and are vital for achieving effectiveness in private
organizations, while public organizations mainly depend on diversity for effective service delivery.
despite findings indicate effective communication and collaboration are key important factors for
fostering and creating a common open working culture, and leadership plays a critical role in
implementing it and to change their assumptions and beliefs about what is appropriate and
effective for the organization.

According to Dhoopar, et al (2023) OE as where the organization is effective in leading diversity
and including the well-being of the team members. Similarly, suggest the empirical findings that
achieving genuine inclusivity and equity requires prioritizing diversity and inclusivity at all levels
of leadership. by addressing gender representation. cultural differences, and emphasizing women
in higher positions. Leaders with inclusive leadership behaviour aim at creating an intentional
inclusion as belongingness and uniqueness within the team (Randel et al., 2018). As leadership for
diversity mindsets can enhance the OE (Van Knippenberg and Van Gingel 2022) and suggests the
study that all leaders do not possess positive view of diversity. To cultivate a more inclusive
mindset, leaders need to possess a growth mindset and recognize diversity as is an important
resource for increasing OE. However, findings suggest accepting diversity as difference in gender,

age, and ethnicity and fostering inclusive leadership are vital for achieving OE.
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5.4 The Weakness and Strengths of the Study
The study's limited 1nformants make 1t difficult to generalize its findings, despite it sheds light on
Norwegian senior LDMs and the relationship between LDMs and OE contributing to existing

research on this field. Informants™ definition of diversity mostly indicate they have a positive

66

4.0. Empirical Findings.

In this chapter 1 present the data collected through semi-structured interviews and referred to as
the study s empirical data. The data is presented and analysed according to informant's diversity
mindset and its relation to OE. The study aims to study leaders with growth mindsets Dweck
(1960) and leaders' inclusive leadership behaviour aims for creating an organizational environment
for inclusion as they feel belongingness and uniqueness within the team (Randel et al., 2018). The
chapter provides an overview of the findings of the study and is structured according to the contents
of the research questions. The research questions are intended to being able to respond to How are
senior Norwegian leaders' diversity mindsets related to OE? All quotes from the informants are
presented in italics and are taken directly from the transcribed interview. In addition, leadership
for diversity mindsets is associated to enhance the effectiveness of inclusive leadership in creating
an inclusive team climate (Van Knippenbegr & Van Gingel 2022, p789) and its positive relation
to OE. As an introduction, the findings presented in the diagram below presents the relationship
between LDM and OE.

29

5.0. Discussion
This chapter of the thesis aims to discuss the relationship between senior Norwegian leaders'
diversity mindsets (LDMs) and organizational effectiveness (OE), using empirical findings and

theoretical framework discussed in the literature review. The research problem is addressed by

answering the main research question, as "How are senior Norwegian leaders' diversity mindsets
related to organizational effectiveness?" To achieve this, | discuss the following in connection with
the empirical findings, and the theoretical framework based on discussing as Norwegian senior
leaders” Diversity Mindsets, Diversity in Organizational Structure, and the relationship between
leaders' experiences and beliefs of Diversity Work to OE. Through this discussion, the thesis aims
to provide a comprehensive understanding of the relationship between leaders' diversity mindsets

and organizational effectiveness in Norway.

3. Scope of the Study
This study is limited to exploring Norwegian senior LDMs and OE, specifically, studying, how a
Norwegian senior leader’s positive diversity mindset is related to OE and opposed to a leader's
negative diversity mindset as a fixed mindset related to organizational ineffectivity. The study is
based on a growth mindset is related to greater self-efficacy in academic achievement Chen &
Pajares (2010) and willingness to explore when faced with environmental challenges He &
Hegarty (2020) for creating positive relation to OE, (J. Liu, et al, 2023, p. 2). The scope of the
study including the theoretical framework is limited to the problem statement through limiting to
the statement. I have interviewed 10 informants from 10 different organizations on corporate,
public and interest organizations on how leaders' diversity mindsets relate to OE with the

anticipation of they have experience and understanding of leading diversity.

1.4. Previous Research LDMs and OE.

Research on LDMs and OE in the last half century is being discussed across the field of
organizational leadership. The concept of OE has been varied in the literature in the last ten
decades. However, one commeon thread among definitions of OE is to be successful towards
organizational objectives, and changes with changing situations, and defines OE as methods to
attain and evolve organizations regarding its activity Holbeche (2018). Effectiveness is defined as
terms of achieving the specified goals and objectives of the organization (Cunningham, 1977,
Etzioni. 1904, Georgopoulos & Tannenbaum, 1957 & Hall, 1980). According to (Srivastava &

09)

Gautam, 20 the term ‘measures’ connotes the different parameters used by an orgamization to
establish its effectiveness " (Dhoobar et al, 2023 7). Measurement of the OE, as Sharma & Singh
(2019) in the literature has been categorized into four as financial, operational, structural, and
behavioral/attitudinal. This thesis studies leaders’ diversity mindset as beliefs, experiences, growth,
and fixed mindsets, by studying how leaders” approach, include, engage, define, and understand
diversity in accordance with OE Dhoopar et al (2023). Effectiveness is defined as the concept of
organizational "success" or "worth" referring to goal attainment to "how well " an organization is
doing to its "overall success” and to the adequacy of certain facilities and resources (Georgopoulos
& Tannenbaum 1957, p 2). OE in this thesis is the process where an organization as a set of human

capital, financial and material resources are integrated, included in pursuit of OE.

3.0. Research Methodology.

In this chapter of the thesis, | present the first part of the chapter the Research design, Sample of
the study, Data Collection Method, the measuring method (semi-structural interviews), and Data
Analysis. The last part of the chapter presents the generalization of the findings as validity,
reliability, and Research Ethics. According to Weiss (1994), the interview is a research method
that enables researchers to provide comprehensive accounts of individuals and events in real-life

settings. In addition, the method of the research is considered a crucial element for understanding

the research Question, as my research question af “How are senior Norwegian leaders' diversin )

mindsets v EJ(J!(’(?' fo OJVHJ izational Eﬁbffﬂ eness’ -

search Design

The choice of the research method is often related to the research question and as I am studying
“How are senior Norwegian leaders' diversity mindsets related to organizational effectiveness?"
qualitative method suits my research question as it allows for the collection of diverse data in
various formats, including text, audio files and handlings of the informants Kéhler et al., (2022).
The qualitative research method in its nature is a process of obtaining knowledge on the studied
phenomena that involve quality or kind. such as understanding why people think or do certain
things Kothari (2004). The adaptability and flexibility of qualitative research methods allow for
combining and adjusting approaches to fit the context, according to Denzin & Lincoln (2017),
Gehman et al. (2018), Glaser & Strauss (1967), and Yin (2017). Despite the availability of different
methods to analyse data, [ find that qualitative research is an essential method that helps to
eliminate biases and ensure the accuracy of the findings of my study. In analyzing the data, 1
employed deductive and inductive analysis as analytical lenses for theoretical and empirical
findings. The methods provide a comprehensive approach to analyzing qualitative data Azungah
(2018) and involve immersing oneself in the data by reading and digesting the data in order to code
the relevance to the entire data and to comprehend the underlying phenomena which the study
questions to get answers.

Additionally, Gale etal. (2013), a deductive strategy involves analyzing data based on pre-existing
theory, while Azungah (2018) defines inductive analysis as a process of examining data in detail
to obtain a comprehensive understanding of what was said and identifying key concepts and
themes using the research questions as a lens. However, the importance to consider both deductive

and inductive approaches to fully understand collected data and generate descriptive tables of
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3.4.2 Reliability of the Research

Reliability reflects the real situation and to what extent the results can be replicated, furthermore,
the study's dependability means whether the research accurately measured the wvariables.
Reliability refers to the degree to which a research instrument produces consistent results on
repeated trials Brewerton & Millward (2001). Achieving a high degree of reliability requires
replicability, consistency, and stability. If another identical investigation is done, based on the
same topics and methods, the findings must always get at the same result after the measurements.
The study with semi-structured interviews presents consistent results based on the different data
sets. I, therefore, declare, to have high reliability due to objective analysis to avoid my subjective
involvements, particularly when making comparisons between different data sets. Additionally,
reliability is closely linked to the replicability of the study, which determines its reliability. The
findings indicate more than 6/10 of the informants have a higher diversity mindset compared to
4/10 of them having a low diversity mindset. However, when measuring human behaviour, beliefs,
or interactions, there is always some degree of approximation between the instrument used and the
construct being measured (McDonald, et al, 2019, p. 724). I am confidently declaring that my
study has accuracy and reliability since it reflects the specific concepts being investigated. ensuring
dependable results. The findings, I have ensured internal validity by accurately measuring and
selecting informants, while also assessing external validity to determine the generalizability of the
results. To ensure high reliability, I have conducted an objective analysis to avoid any subjective
involvement in the study, and the consistency of results obtained from the semi-structured
interviews further confirms this reliability. Replicability is crucial to determine the reliability of a

study, and the study has shown a high level of replicability.

3.5 Research Ethics
In order to secure the guality of the study, it is essential that the ethical aspect of the study is taken

into high consideration as ethics is the doctrine of right and wrong. Neuman (2011) emphasizes it

as the researcher's responsibility to prioritize ethics in the research, qualitative research, in
particular, involves ethical considerations since it can intrude into participants' lives Punch, (1998).
Even if participants are unaware or unconcerned about ethics, it is still my personal moral and
professional obligation to ensure ethical conduct in my research Neuman, (2011). As a responsible,

[ adhere to ethical guidelines such as obtaining informed consent, avoiding harm, and maintaining
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