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CINSIYET VE KULTUR CESITLILIGININ ETKILERI
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Ulusal Tez Merkezi Referans Numarasi: 10659841
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Havacilik sektoriinde cesitlilik, havayolu sirketlerinin kurumsal itibarini, yetenek
edinimini, inovasyonu ve firma karliligim1 etkilemektedir. Bu itibarla ¢esitlilik,
kurumsal performansi artirabilmekte, deneyim paylasimi yoluyla daha yiiksek katma
deger yaratilmasina imkan vermektedir. Farkli yasa, cinsiyete, kiiltiire ve deneyime
sahip ¢aliganlar, firmalarda siireglerin etkin yiiriitiilmesine katki saglayabilmektedir.
Cesitliligin boyutlari belli basliklar altinda ele alinsa da her sektorde farkli izdiigiimleri
olabilmektedir. Bu agidan sirketler ¢esitlilik ile ilgili atacaklari adimlara oncelikle
calisanlarin ¢esitlilige iligskin algilarin1 6lgerek baslamalidirlar. Bu ¢alismanin amaci,
havacilik sektori calisanlarinin  demografik yapilari {izerinden is ortaminda
calisanlarin ¢esitlilik ile ilgili algilarin1 6lgmektir. Calismada cesitlilik boyutu olarak
yas, cinsiyet ve kiiltiirel ¢esitlilik kullanilmis ve ¢alisanlarin ilgili ¢esitlilige atfettikleri
avantajlar ya da zorluklar iizerinden her boyut i¢in algilar1 belirlenmeye ¢alisilmistir.
Calismada cevrimigi anket yontemi kullanilarak 203 pilota ulagilmistir. Elde edilen
sonugclar, ¢alisanlarin cinsiyetlerinin ¢esitlilik algilarini etkilemedigini, ancak yas ve is
tecriibesinin gesitlilik algisinda 6nemli etkiler yarattigin1 gostermistir. Yas ilerledikce
calisanlar ¢esitliligin avantajlarimi ve zorluklarim1 fark etmekte ve cesitlilige karsi
duyarlikliliklar1 artmaktadir. Bu agidan ¢alisma, havacilik sektoriinde faaliyet gdsteren

sirketlerin ¢esitliligi nasil yonetmeleri gerektigine iliskin degerli bilgiler sunmaktadir.

Anahtar Kelimeler: Cinsiyet, Cesitlilik, Havacilik Sektorii, Kiiltiirel Cesitlilik.



ABSTRACT

THE EFFECTS OF AGE, GENDER, AND
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Diversity in the aviation industry enables airlines to increase customer engagement,
corporate reputation, talent acquisition, innovation, and financial performance. It
contributes to improving value creation through diversity of thoughts and experiences,
as employees with different ages, genders, and cultures can provide different
perspectives on how tasks should be carried out. Firms that intend to get the support
of employees for a diverse environment should include them in these efforts. Although
the diversity covers similar dimensions, its perception differs from industry to
industry. Firms should shape their efforts for diversity by evaluating the perceptions
of the employees on that construct. This study aims to analyze the perception of
diversity in the aviation industry by examining the demographics of employees and
their perceptions of diversity. We covered age, gender, and cultural diversity in the
study. We explore whether the related diversity in airlines offers an efficient
environment by considering their advantages and challenges. We used an online
survey and reached 203 pilots. The results show that there is no relationship between
gender and the perception of the employees on diversity. However, there is a
significant relationship between age and diversity perception. As the age increases, the
awareness of the advantages and challenges of diversity rises. The findings provide
valuable insights for the airlines to draw a path to enhance age, gender, and cultural
diversity to improve flight safety and customer engagement.

Keywords: Age Diversity, Aviation Industry, Cultural Diversity, Gender Diversity.
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CHAPTER |

INTRODUCTION

1.1. Background of the Study

Global companies in different industries have diverse workforces in international
business environments to boost customer engagement, corporate reputation, talent
acquisition, innovation, and financial performance. Hence, diversity contributes to
drive value creation through the diversity of thoughts and experiences, as employees
with diverse ages, genders, cultures, experiences, and expertise provide different
opinions for the execution of tasks in the workplace (Hunt et al., 2018). The Prioritising
Racial and Ethnic Equity Business Report published by the World Economic Forum
(2023) also highlights the economic benefits of accelerating a diverse workforce,
claiming that it allows for multifaceted skills and experience, a better understanding

of customer needs, and broadening creativity and problem-solving.

Diversity and inclusion are also considered top priorities across the aviation industry
as airlines compete for the next generation of talent to deliver the benefits of global
connectivity. According to the latest ACI World Airport Traffic Forecasts (2022),
2019 (pre-pandemic), global passenger volumes are expected to double by 2039 to
18.3 billion. The availability of a strong and diverse workforce to accommodate this
future demand is important. The significant restrictions experienced on resource
availability could negatively impact service quality, operational performance, and the

aviation capacity to meet growth.

Diversity and inclusion are no longer an add-on to human resources management but
serve as an essential pillar to sustainability framework. It drives innovation, improves
decision-making, and optimizes to long-term business viability (IATA, 2023). The
aviation industry encompasses a wide range of jobs, from pilots and air traffic

controllers to airport staff and maintenance crew and they all play an important role in



ensuring that the entire aviation ecosystem performs efficiently. By its nature, human
resources in the aviation industry are dynamic and move among aviation companies
due to fierce competition. In this challenging environment, companies should wisely
use crew resource management (CRM) to create an equitable working environment for
staff from different nationalities, genders, cultures, experiences, and ages. This is vital
to prevent the devastating effects of human errors in the aviation industry. In this
context, aviation companies should increase the participation of staff with diverse
backgrounds to ensure their presentation in brainstorming, problem-solving, and
decision-making by disregarding their gender, age, and other identifying
characteristics for promoting an innovative environment. In this respect, the efforts to
manage diversity should go beyond removing the barriers, making every staff feel

equal and valuable in the entity.

The management of diversity primarily focuses on interpersonal communication,
leadership, and decision-making. In this respect, CRM concentrates on the root causes
of aircraft accidents due to human factors and tries to address the social interactions of
flight crew to reduce human errors, diminish cultural conflicts, and achieve safe flight
operations (Driskel & Adams, 1992; Peksatici, 2018). Statistics for airplane accidents
from 1959 to 1989 indicated that flight crew actions were the primary cause of more
than 70% of accidents (Helmreich & Foushee, 2010). Therefore, it is vital to
investigate the diverse characteristics of the flight crew to bring more viable solutions
to accidents related to human errors due to lack of communication, cultural differences,
and crew interaction. Besides providing mandatory training, airlines should manage
diversity by examining its sub-dimensions, as each sub-dimension may have a
different impact on operational performance. For instance, according to the statistics
by Datausa (2022), 85.3% of US airline pilots and flight engineers are white, while

women make up fewer than 20% of the US workforce in most aviation occupations.

The study aims to examine whether the diversity in the aviation industry creates
advantages or challenges for aviation companies. In exploring the answer to this
question, this research uses age, gender, and cultural diversity. It employs an online

survey to get the feedback from the employees working in the aviation companies.



1.2. Motivation of the Study

Diversity in the workplace refers to the total makeup of the working workforce and the
diversity it contains. It includes differences in personal characteristics such as age,
gender, race, nationality, experience, education, and many other things. Having a
diverse workforce is essential for creating an inclusive environment that values the
contributions of all employees. It fosters a sense of belonging and enables everyone to
reach their full potential. Companies that prioritize diversity are better equipped to
respond to challenges, attract top talents, and meet the needs of diverse customer bases.

Diversity in business is an important factor that significantly affects growth and
success. A diverse workforce enables people to develop their skills. Exposure to a
range of ideas and expertise allows individuals to learn from each other. Diversity can
also increase problem-solving abilities, happiness, and productivity, leading to creative
solutions. For instance, employees with different cultures can offer new ideas. A
diverse firm can better adapt to changing conditions and technological development.
Diversity fosters empathy and compassion. Understanding different cultural norms and
values helps individuals relate to others on a deeper level. Compassion is essential for
building strong interpersonal relationships and creating a supportive environment. In
this sense, diverse firms prepare employees for the international arena and broaden
their views, helping them approach global challenges with an inclusive mindset.

Diverse teams also understand different customer segments. Therefore, they can adapt
new products or services to meet various needs. Customers appreciate firms that value
diversity. Embracing diversity is not only about social responsibility, but also it is a
strategic advantage for businesses and attracts people from different backgrounds.
Successful diversity management enables firms to outperform those lacking it. It can
foster a corporate culture where employees feel more included and have the resources
to advocate for themselves. This improves employee experience. Effective diversity
management can also increase productivity, employee retention, and job satisfaction.
Some companies hire diversity and inclusion coordinators to prioritize and guide

action plans to help leaders manage diversity.



In industries where diversity is considered sensitive, it is important to discuss how the
dimensions of diversity are perceived by the employees and management. In the
aviation industry, diversity is particularly important, given the critical role that airlines
play in facilitating global travel and commerce. It is vital that the airline workforce
serves in an efficient way to ensure that all passengers feel safe and valued. With this
argument, this study aims to examine diversity and diversity management in the
aviation industry. It also tries to determine the perceptions of the airlines about the
groups that are most excluded in business life and the reasons behind this exclusion.
Thus, it provides valuable insights for the development of diversity practices in the

airline industry.

1.3. Scope of the Study and Research Objectives

This study aims to examine how the degree of diversity in aviation companies affects
the corporate environment from the employees' perspective. We defined the
dimensions of diversity, i.e. age, gender, and cultural diversity, and asked the
employees to identify their perceptions on the diversity dimensions in terms of their
demographic characteristics of age, gender and working experience in the working
environment. We also explore the employees’ perceptions about the level of diversity

of the firms and the attitude of the management towards diversity.

We employed a structured survey to conduct this study. We run an online survey for
the members of two separate pilot associations, i.e., the British Airline Pilots
Association (BALPA) and Turkey Airline Pilots Association (TALPA), to create a
meaningful dataset in the aviation industry. We collected data from 203 pilots. We
developed a scale to measure the employees’ perceptions of the diversity in aviation
companies. The scale consists of age, gender, nationality, place of occupation,
educational level, duration in the industry, duration in the firm, and job title. We also
used the cultural mindset of power distance and individualism vs. collectivism in
Hofstede's cultural dimensions theory to identify cultural diversity as a factor of age
and gender. We used factor and reliability analyses and chi-square analysis. The
findings provide valuable insights for the airlines, assisting them in formulating

effective policies to manage the diversity in their firms.



1.4. The Structure of the Study

This thesis is organized into five chapters:

Chapter 1 provides the motivation and scope of the study and research objectives.

Chapter 2 gives the conceptual and theoretical background about the diversity and

provides the literature review about the effects of diversity in the aviation industry.

Chapter 3 presents the data and methodology and gives information about the sample.

Chapter 4 provides the empirical findings and identifies potential areas for

improvement in the diversity policies of aviation companies.

Chapter 5 concludes and discusses the implications of the study for the relevant parties.

It also addresses the limitations of the study and proposes future research avenues.



CHAPTER 11

LITERATURE REVIEW

2.1. An Overview of Diversity and Inclusion

During the last two decades, the world has become more integrated, leading to an
increase in the interaction of companies and other market players (Briscoe, Schuler &
Tarique, 2012). The growth in economic activities has also increased the diversity in
entities, influencing the attitudes of employees in multinational companies (Alfes &
van Engen, 2017). In this environment, several facets of individuals’ identity, such as
gender, age, and nationality affect work life (Atewologun, Sealy, & Vinnicombe,
2016; Thatcher, Hymer & Arwine, 2023). A meta-analysis by van Dijk, van Engen,
and van Knippenberg (2012) reveals that diversity leads to positive effects, i.e.,
creativity and problem-solving, on firm performance. Thus, it is vital to manage
diversity in the working environment as it empowers teamwork and fosters
productivity (Mahat, 2024).

Diversity, equity, and inclusion (DEI) refers to the efforts to promote the involvement
of a wide range of individuals from diverse backgrounds, experiences, and skills to
achieve corporate goals (Kilic & Yanikoglu, 2023). Having DEI provides equal
opportunities for everyone by addressing disparities in hiring and promoting people
from different backgrounds (Shen et al., 2009). Different viewpoints and experiences
can enable individuals to learn from each other, leading to increased effectiveness in

corporate performance (Rosenzweig, 1998).

Creating a working environment where employees feel valued not only enhances
employee engagement and motivation but also boosts the firm reputation (Ali &
Konrad, 2017). These initiatives also support corporate sustainability by improving the
problem-solving and decision-making skills of workers and diminishing the costs

associated with high turnover rates (Yang & Konrad, 2011). By embracing diversity,



firms can attract individuals with innovative perspectives and backgrounds and
cultivate a culture, ultimately leading to a more dynamic workplace. In order to
develop a roadmap, it is essential to start with identifying the diversity layout of the

company and analyzing the perceptions of the employees towards diversity.

2.2. Diversity in the Aviation Industry

2.2.1. The Working Environment in the Aviation Industry

In the aviation industry, companies work in close cooperation with each other. Since
airlines operate in an international environment, they are bound by global rules set by
international organizations, i.e., the International Civil Aviation Organization (ICAQO)
and the International Air Transport Association (IATA). ICAO has 193 member
countries, while IATA has 320 member airlines. They provide standards and policies
to help countries work together, cooperate and share their skies for the mutual benefit

of all members.

The aviation industry requires a skilled and experienced workforce. Pilots are the most
essential element of the operations and should have particular certifications required
by the international authorities. The business environment is closed and interactive,
with a lot of information flowing inside the pilots’ community. One of the biggest
international pilot communities is the International Federation of Air Line Pilots
Associations (IFALPA), representing more than 110,000 pilots in the member
associations of nearly 100 countries worldwide. Due to the international nature of the
aviation industry, the airlines are subject to strict international laws and international
licensing procedures, job titles are standardized, employees are licensed, and
operations are audited by the international authorities. Therefore, airlines end up with
multinational, multi-gender, and multi-generation working environments. In this
study, we ran an online survey for the pilots who are members of the Turkiye Airline
Pilots Association (TALPA) and British Airline Pilots Association (BALPA), which
are members of IFALPA. TALPA has 5,000 members, and BALPA has 10,000.



2.2.2. Historical Development of Diversity in the Aviation Industry

During the 1970s, a significant number of human factors led to a series of aircraft
disasters, leading NASA and the National Transportation Safety Board (NTSB) in the
US to investigate the behavioral interactions between pilots. The major problems
confronted in these accidents were associated with poor group decision-making,
ineffective communication, and lack of situation awareness (Helmreich & Foushee,
2010). These problems were related to the non-technical or cognitive skills of flight
crew (Flin, Martin, Goeters, Hoermann, Amalberti, Valot, & Nijhuis, 2003; Peksatici,
2018). In the aviation industry, the term non-technical skills was first expressed as
Crew Resource Management (CRM) by the European Joint Aviation Authority (JAA)
(Kanki et al., 2010). It is the management of resources, i.e., information, equipment,

and people, to achieve safe flight operations (Driskel & Adams, 1992; Lauber, 1984).

Assessing the attitudes of pilots towards CRM is vital for flight safety since the
attitudes play a vital role in the engagement of proper CRM behaviors (O'Connor et
al., 2002; Salas, Wilson, Burke, Wightman, & Howse, 2006). Since CRM mainly
involves social interactions, it depends on cultural values. Peksatici (2018) revealed
that cultural differences among cockpit crew affect CRM. Many studies found that
culture strongly affects the nature of communication and social interaction among
flight crews and influences the behaviors of pilots that may jeopardize safety (Al
Romaithi, 2014; Merritt, 1993). In terms of operational efficiency, a variety of
perspectives and problem-solving approaches from a diverse workforce can lead to
more innovative solutions (NToumi, 2020). A workplace that respects diversity tends
to have a friendly atmosphere that supports employee satisfaction and helps airlines
achieve firm goals (Cocis, Batrancea & Tulai, 2021). Thus, a strong commitment to
DEI can enhance an airline’s reputation, attract a broader customer base, improve

employee morale, and ultimately lead to better financial performance.
2.2.3. Diversity Dimensions and Measurements in the Aviation Industry
In a recent study, Kilic and Yanikoglu (2023) examined DEI practices of the top 10

airlines with the highest Available Seat Kilometers (ASK) and revealed that gender

diversity was the most frequently discussed issue, followed by race/ethnicity and age.



They categorized the airlines based on their DEI practices using the DEI scores as
shown in Table 2.1, Figure 2.1 and Figure 2.2. The top airlines in terms of diversity

scores are American Airlines (AA), Southwest Airlines, and United Airlines.

Table 2.1. The Diversity Scores of the Airlines

> > P = ®
5 £ 52 45 3% 92 § e 2
o) e Q c = (5] — = = =
[ < < c [¢] c o > 5} 3 —_— [«)]
<5 & J<F] % X < = < < D S %
© 5 © = o = g > © 5
American 1 1 1 1 1 1 1 1 0
Southwest 1 1 1 1 0 0 1 1 0
United 1 1 1 1 0 1 1 0 0
Delta 1 0 1 1 0 0 1 0 0
China
1 0 0 1 1 1 0 0 0
Eastern
Ryanair 1 0 0 0 1 0 0 0 1
Turkish
o 1 1 0 0 0 1 0 0 0
Airlines
Qatar 1 0 0 0 1 1 0 0 0
China
1 0 0 0 0 0 0 0 0
Southern
Emirates 1 0 0 0 0 0 0 0 0
Toplam 10 4 4 5 4 5 4 2 1

Reference: Kili¢ and Yanikoglu (2023).

Diversity scores of airlines are based on their efforts to address various diversity
categories such as race, gender, ethnicity, age, sexual orientation, and physical
abilities. For example, AA has been recognized for its DEI efforts by receiving a
perfect score on the Corporate Equality Index for 20 years and has been named the
best place to work for disability inclusion. These scores reflect the commitment of the
airline to create a diverse and inclusive workforce that mirrors the demographics of
their passengers. Diverse teams are better equipped to understand and meet the needs

of a diverse clientele, leading to improved customer satisfaction.
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Figure 2.2. The Percentage of the Airlines Addressing Each Diversity Item
Reference: Kilic and Yanikoglu (2023)

Airlines were categorized according to their DEI practices. Figure 2.1 displays the DEI
scores of each company. The scores indicate the number of DEI practices an airline
has adopted. A score of 1 point per item was awarded for each diversity item and each
equity and inclusion practice. For instance, if an airline only addresses gender and
racial diversity, it would receive a score of 2. The final score of each airline is the sum

of all DEI scores for each diversity category.
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2.3. The Dimensions of Diversity and Hypotheses Development

In this study, we adopted a new approach by describing the dimensions of diversity
from the perspective of the employees in the aviation industry. We only focused on
three dimensions of diversity, i.e., age, gender and culture. To explore the cultural
dimension more accurately, we divided it into its sub-dimensions with the aid of

Hofstede's Culture Dimensions Theory.

2.3.1. Age Diversity

Age diversity shows the differences in age groups in an entity (Ricee, 2023).
Demographic diversity is mainly determined by age and gender (Luu et al., 2019;
Profili et al., 2017). Kunze et al. (2013) revealed that firms that respect age diversity
handle age discrimination better, leading to more satisfactory work engagement.
Generational differences originate from different values and mindsets and foster
creativity and innovation. Age diversity brings different perspectives and experiences
together. For instance, old workers may have more experience in a particular field,
while young workers may bring fresh ideas, leading to more innovation and creativity

in the workplace.

By valuing the contributions of people from different age groups, a firm can build
a corporate culture that promotes mutual respect and understanding. It also creates an
environment where young employees may have the opportunity to learn from more
experienced professionals. Having a diverse age range in a team may lead to greater
job satisfaction and productivity, helping firms stay competitive (Ricee, 2023). Age
diversity is usually positively related to firm performance (Li et al., 2021). Diversity
climate theory claims that individual attitudes are influenced by age diversity in the
workplace (Cox,1994; McKay et al., 2007, 2008).

In the aviation industry, airlines encounter a diverse environment regarding age
differences. Taylor et al. (2007) stressed that pilots of higher ages show better scores
in flight summaries and aviation communications. As there are age limitations to
receiving a pilot license according to the regulations set up by the international aviation

authorities, i.e., Federal Aviation Administration (FAA) and European Union Aviation
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Safety Agency (EASA). The earliest age to become a pilot is 18 years, and pilots may
continue their professional career until 65 and sometimes continue flying as simulator
instructors after 65. That makes the range of the ages of pilots even more diverse. Table
2.2. shows the age diversity of pilots in the United Kingdom (UK). The majority of
license holders in the UK are in the range of 30 to 60 ages, and there is a noticeable
decline in license holders above the age of 60 due to retirement or reduced flying

activity.

There are challenges regarding age diversity in the aviation industry. Maintaining
quality of life while balancing an aviation career and family responsibilities is difficult.
Young individuals may lack guidance and visible role models in the industry. The
aviation sector competes with other industries for qualified professionals, and certain
policies may prevent diverse age groups from joining or advancing into the industry.
These challenges require attention to ensure a diverse workforce in the airlines.

Table 2.2. The UK CAA Flight Crew Licence Age Profile (2021)

Issued Licence Type
Percentage (%)

Age ATPL CPL MPL Total
18-25 66 651 95 812 5.5
26-35 2075 2475 369 4919 32.5
36-45 2873 1217 84 4174 27.6
46-55 2856 634 0 3490 22.7
56-65 1382 239 0 1621 10.7
65+ 72 67 0 139 1,0

Reference: UK Civil Aviation Authority (CAA)

To overcome these difficulties, airlines should focus on multicultural competence and
reducing biases, using platforms to gain insights into the DEI and identify areas for
improvement. They should implement unbiased processes to correct diversity gaps,
creating an innovative working environment free of bullying and discrimination during
recruitment, training, and promotion. They should involve their employees in shaping
diversity policies, acting as partners in the DEI strategy, and ensuring that diversity

policies are reflective of the needs and aspirations of the workforce.
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2.3.2. Gender Diversity

Gender diversity refers to the existence of people who exhibit a range of gender
identities in an organization (Turlapati, Ajit, Natarajan, Adithya, Mishra, & Lenin,
2024). Since men and women have different viewpoints, ideas, and market insights, a
gender-diverse workforce enables better problem-solving. A study held by Gallup
finds that hiring a gender-diverse workforce allows a firm to serve a diverse customer
base (Badal, 2014).

Gender-diverse companies benefit from increased customer satisfaction (Herring &
Cedric, 2009). Gender diversity in aviation is vital in terms of various ideas, mindsets,
and attitudes (Florida Tech Online, 2020). Pulusumamidi et al. (2024) stated that
women are an untouched and valuable source in terms of human capital. Aviation
industry is male-dominated (Mattson, Johnson, Olson, & Ferguson, 2007; Rietsema,
2003; Turney, 2000). Women who work in male-dominated industries face barriers
(Germain et al., 2012). Frome et al. (2006) stated that while women are not prone to
pursue careers in male-dominated industries, their likelihood of giving up is high. Carr
et al. (2003) stressed that women experience many barriers in pursuing career

opportunities, such as becoming leaders.

Even if more women exist in workplaces in the last decades, gender diversity in the
aviation industry is not fast-growing (Opengart & Germain, 2018). Lyness (2002)
stated that even though there is an increase in the number of women, they still
encounter underrepresentation in managerial roles at large firms. Since it is important
for companies to draw in and keep workers in a fiercely competitive environment,
senior management must pay close attention to creating a women-friendly
environment. Pulusumamidi et al. (2024) indicated that encouraging gender diversity
has a positive impact on creativity and innovation. Fortune 500 companies that have a
higher proportion of female board members generate higher profits. Bibi (2016)
claimed that female managers possess greater creativity and adeptness in teamwork.
Increasing gender diversity in firms also helps highlight the importance of issues
related to corporate culture, create support systems, and eliminate discriminative
approaches. Openagart and Germain (2018) stated that female pilots face obstacles in

gender-related issues while pursuing their careers.
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Recently, international organizations in the aviation industry have developed unique
projects focusing on diversity and inclusion. The IATA supports gender diversity, and
recently proposed a program on Advancing DEI with 25by2025 in 2019. This
commitment emphasizes the significance of adopting the best practices to foster

greater DEI and gender balance in the aviation industry (IATA, 2024).

The percentage of women in senior and technical roles in the aviation industry is
comparatively low. Only 22-25 of the IATA member airlines have female CEQs, and
4% of the pilots are female. More than 111 signatories representing airlines all over
the world and responsible for 50% of the global air traffic have signed up for 25 by
2025. Fully 36 signatories have joined the initiative since the IATA Annual General
Meeting in Boston in October 2021. Every quarter, the 25by2025 signatories meet to
share best practices and discuss how they could integrate DEI into their business

practices.

The IFALPA released a Position Paper on September 30", 2021, on the topic of why
DEI matters for women in the aviation industry. This paper stated that IFALPA should
develop and support a diverse and inclusive pilot group through its member
associations, where women are valued and respected. The main deterrents for young
women considering careers in aviation are lack of mentorship, lack of visible role
models, associated costs, and exclusionary policies. Bias and discrimination are two
primary discouraging factors for women joining and remaining in the piloting
profession. Thus, airlines must remove barriers that preclude women from seeking

careers in the aviation industry.

The analysis by the Centre for Aviation (CAPA) in 2023, with the FAA reports, shows
that the percentage of female pilots worldwide varies from 4% to 6%. Global aviation
addresses the challenge of the underrepresentation of women in pilot positions. The
share of women pilots in the US grew from 3.3% in 2002 to 4.9% in 2022. WWomen
comprised 5.8% of pilots among airlines surveyed by the International Society of
Women Airline Pilots (ISWAP) in 2021, compared to 5.2% in 2018. According to the
ICAO, the female cohort of pilots has increased from 3.6% in 2016 to 4.1% in 2021.
In the UK, the share of women pilots has increased from 4.3% in 2016 to 4.9% in 2021.
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In gender performativity theory, gender is treated as a concept that people construct
with the help of culture (Devinney & Bjorklund, 2022). In this frame, examining the
different characteristics that gender diversity brings to the industry is important. In this
study, we run an online survey for pilots who belong to the communities of BALPA
and TALPA to examine their attitudes toward diversity. Information in the UK CAA
about the UK licensed pilots as of 31.12.2021 given in Table 2.3. Male dominance
continues in the number of license holders. The gender distribution across different
types of the UK CAA flight crew licences varies with some licence types showing a

more balanced distribution than others.

Table 2.3. The UK CAA Flight Crew Licence Holder Gender Profile (2021)

Gender/License ATPL CPL MPL Total %
Female 484 339 38 861 5.6
Male 9,239 4,844 439 14,522 94.6

Reference: UK CAA.

According to the ICAQ’s latest global survey, the participation of women holding
positions as pilots, air traffic controllers, and maintenance technicians has increased
from 4.5% globally in 2016 to 4.9% in 2021. Various aviation institutions have
implemented programs to encourage the role of women in the aviation industry. For
instance, India emerged as a leading country, with 12.4% of pilots being female in
2022. These efforts reflect the growing importance of gender diversity in the industry
(ICAOQ, 2023). The share of FAA pilot certificates held by women has increased over
the years. Figure 2.3 shows that the share of female airline pilots in the US has
increased from 4.8% in 2002 to 8.2% in 2022. The FAA indicates that the number of
women with the FAA certification as airline pilots in the US has increased by 71%

from 2002 to 2022, compared to a 15% increase for all pilots.
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Airlines can encourage more women to pursue careers in the aviation industry through
several strategies. Showcasing women in diverse aviation roles to inspire others,
providing uniforms that are comfortable for women, establishing clear policies and
support systems, offering training programs for women, implementing family-friendly
policies to support work-life balance, creating mentorship opportunities with female
role models, providing scholarships for women in aviation schools can help increase

female representation in the aviation (Australian Goverment, 2024; Bryan, 2022).

IATA pinpoints the progress made toward better female representation in its
announcements. It remarks that when its project 25 by 2025 was launched in 2019, it
was a rallying call for the industry to look at gender imbalances and take steps to
address them. Three and a half years after launching the project, improvements across
the industry have been made against the key metrics. At the end of 2022, there were
176 signatories to the pledge, including 23 from Africa /Middle East, 36 from the
Americas, 25 from Asia-Pacific, 12 from North Asia, and 80 from Europe. As part of
the ongoing effort to monitor DEI, IATA continues to collect data from all 25 by 2025
signatories yearly. The data shows that the number of women in aviation increased by
42% in 2022 and the number at senior levels by 28%, a nearly 15% increase in 2021.
The most visible change is in technical roles where 18% of the jobs are occupied by
women compared with 12% in 2021. The percentage of women on the flight deck is at
5% level, representing a 23% increase over the last year. The total number of women
CEOs among IATA member airlines reached 28. IATA also encourages member
airlines to increase their women representatives by 25% inside their firms and to raise

female nominations for the IATA governance roles to a minimum of 25%.

2.3.3. Cultural Diversity

Culture is defined as the values, beliefs and practices that a group shares with others
(Peksatici, 2018). It is influenced by the language, education, and customs of the
group. An individual from a particular culture may perceive a particular situation
completely differently than an individual from another culture. Cultural diversity
encapsulates the recognition of differences, encompassing aspects such as ethnicity,
race, nationality, religion, gender, sexual orientation, and socioeconomic background

(Himashi, 2024). A society that embraces cultural differences cultivates a sense of
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belonging, contributing to greater resilience in bringing solutions to diverse challenges
(Hofstede, 1980). Cultural diversity serves as a catalyst for creativity and innovation,
enabling the development of more effective solutions (Peksatici, 2018). The ability to
tap into a variety of skills and cultural competencies enhances a society's capacity to
adapt, learn, and overcome challenges, contributing to long-term stability. This
commitment promotes successful employee engagement and facilitates cross-cultural
collaboration, fostering innovation through the fusion of diverse views (Himashi,
2024).

In the highly regulated aviation industry, cultural diversity is quite important due to
constantly increasing personnel shortages and multinational workforce. In many cases,
the aviation industry reveals a concern with the inclusion of different cultural groups
but fails to truly benefit from its full potential (D’Oliveira, 2010). Turney and Maxant
(2004) claim that no comprehensive solution to the problems of cultural diversity in
the aviation industry has been developed. Interpersonal relations were identified as a
key area by accident investigations and safety concerns. Training initiatives such as
CRM are used to strengthen the safety system and create more resilience. The industry
recognizes the magnitude and the influence of cultural diversity but lacks the true
integration of it into its operations. CRM and line-oriented flight training (LOFT)
activities may raise awareness of cultural diversity, but specific interventions must be

shaped to fully integrate cultural differences into the operations (D’Oliveira, 2010).

Cultural diversity is essential in the aviation industry since airlines hire employees
from different nationalities and cultures. Cultural differences among cockpit crew may
create serious operational challenges. These challenges include inadequate
communications and distorted interactions that lead to unclear understandings
(Hoermann, 2001; Peksatici, 2018; Zajdband, 2020). It is crucial to make sure that the
synthesis of different cultures among flight crew is successful in ensuring flight safety
and the well-being of flight crew (Groppe & Brock, 2022). Thus, airlines should use
cultural intelligence to handle culture-diverse situations (Ng & Earley, 2006;
Charoensukmongkol, 2020; Seriwatana & Charoensukmongkol, 2021).

Merritt (1993) noted that the flight crews’ communication styles and social

interactions are affected by cultural differences. The behaviours of pilots might also
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be influenced by cultural beliefs and attitudes, leading to the disruption of flight safety
(Al-Romaithi, 2014). Communication quality can be reduced due to language
difficulties caused by cultural differences among flight crew and may create a danger
to flight safety (Helmreich, 1999). The adaptive capacities to function effectively in
culturally diverse contexts are associated with cultural intelligence, which is relevant
not only to those with international responsibilities but also to those in culturally
diverse domestic settings (Van Dyne, Ang & Koh, 2009).

Cultures provide norms that allow the diversity of mankind to coexist, but they can
also restrain flexibility, narrow scope, and obstruct necessary changes. International
airlines are cultivated to traverse political, ethnic, and social boundaries while offering
products and services of uniform quality regardless of market setting. Cultural
influences can be leveraged to mitigate risk and improve effectiveness (Van Dyke,
2006). In this study, the dynamics of the scientific model formed by Geert Hofstede in

1980 are used to evaluate the cultural differences in the aviation industry.

2.3.3.1. Hofstede’s Cultural Dimensions Model

Hofstede's cultural dimensions theory, developed by Geert Hofstede (1980), is a
framework for cross-cultural psychology. It shows the effects of a society's culture on
the values of its members and how these values relate to behavior, using a structure
derived from factor analysis (Lawrence, 2014). This model provides a comprehensive
framework for understanding and comparing cultural differences and helps develop
strategies that are culturally sensitive by identifying six dimensions of culture, as
shown in Figure 2.4:

° Power Distance Index (PDI)

° Individualism vs. Collectivism

° Masculinity vs. Feminity (MAS)

° Uncertainty Avoidance Index (UAI)

° Long-Term Orientation vs. Short-Term Normative Orientation (LTO)

° Indulgence vs. Restraint (IVR)
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Figure 2.4. Hofstede’s Cultural Dimensions
Reference: Hofstede (1980)

In the aviation industry, the accident rates differ in different regions of the world. Asia
and Africa have higher accident rates than Europe and America. The regional
differences in accident rates suggest that there might be something further beneath
simple human error in aviation operations (Jing, Lu & Peng, 2001). By implementing
human factors analyses, issues concerning inadequate supervision at high managerial
levels and suboptimal organizational processes were likely to be implicated in the

accidents in the Eastern countries (Li, Harris & Chen, 2007).

FAA-certified aircraft mechanics in Asian countries display greater power distance
from superiors than their US counterparts working for the same airlines. This finding
tends to confirm Hofstede's findings (1984) as well as the replications of Hofstede’s
work among pilots by Helmreich & Merritt (1998). However, the divergence from
Hofstede's strong correlation between high power distance and collectivist values is
also detected in the sample of airline mechanics. These findings show that mechanics,
regardless of national origin, tend to be more individualistic than Helmreich &
Merritt’s international sample of pilots, who are considerably more individualistic than
Hofstede’s sample of IBM employees. This divergence is explained by the
combination of occupational and organizational factors. In this study, we examine only
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two dimensions of the culture, i.e., power distance and individualism vs. collectivism,

which are considered the most essential factors in the aviation industry.

2.3.3.1.1. Power Distance Dimension

Power distance (PD) is described as the scope of which less powerful people of a group
in a country accept the distribution of power inequalities (Hofstede, 1980). High PD
societies accept and normalize paternal leadership, while low PD societies tend to
normalize autonomous leadership styles and equal power distribution (Eylon & Au,
1999). Low PD societies prefer more relaxed atmospheres, whereas high PD societies
are accustomed to working in places where a person in a higher position tells them

what to do.

According to Hofstede (2001), PD is a measure of the interpersonal power between a
superior and a subordinate. The most prominent issue related to PD is the disparity
between equality that may occur in areas such as social status, respect, prosperity,
power, and physical and mental characteristics. Powerful individuals typically look to
increase their PD, while less powerful people tend to decrease PD between them and
more powerful persons. PD does not always have to be examined from a disparaging
viewpoint. For instance, an unequal distribution of power over members in a

workplace can be the essence of a successful firm (Keller et al., 2015).

The Power Distance Index (PDI) is used to measure the extent of PD. If the index
shows a high level, this means hierarchy is visible; if the index shows a low level, this
indicates that people question hierarchy (Darsono et al., 2021). In the aviation industry,
Chinese pilots show higher PD than their Western colleagues, who show low PD (Liao,
2015). These kinds of results can vary and many difficulties may arise in culturally
diverse environments. For instance, if the captain pilot shows a higher level of PD,
while the first officer shows the opposite, the captain might feel that he is not getting
the respect he expects (Orasanu et al., 1997). In a study conducted by Helmreich et al.
(2001) on more than 15,000 pilots from 22 nations, they found differences in PD scores
of the pilots that affect their CRM skills. They discovered that in the countries with the
highest PD scores, i.e., Morocco, the Philippines, Taiwan, Japan, and Brazil, the co-

pilots were unlikely to question the decisions of the captains. On the other hand in
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countries including Ireland, Denmark, Norway, and the US where there are low PD
scores, the pilots accepted a consultative leadership style, and they were more willing

to question the decisions of the senior crew members.

2.3.3.1.2. Individualism vs. Collectivism Dimension

Individualism and collectivism are two concepts that are used to define the elements
of cultures (Oyserman et al., 2002). Individualism is the individual himself, and
societies happen to help boost the prosperity of individuals (Oyserman & Lee, 2008).
Individualists act according to the benefits they gain through social interactions. If the
balance in the relationship does not meet their expectations, they choose to leave. As
expected, individualism is often seen as the contradiction of collectivism (Hui, 1988).
In the US, as an individualistic culture, people are more bothered about themselves
and their closest circle (Keller, Wang, Cooney, Erstad, & Lu, 2015). Soeters and Boer

(2000) found that more individualist cultures show a low probability of loss accidents.

Collectivism, on the other hand, is the group itself and individuals are expected to
create societies by fitting in and building connections (Oyserman & Lee, 2008). In
collectivism, groups are supposed to connect and constrain individuals (Oyserman et
al., 2002). In collectivistic cultures, people share mutual values and expectations, while
individuals are seen as an integral part of the group (Triandis, 1995). Oyserman et al.
(2002) indicated that collectivism is assigned to a wide variety of beliefs and
approaches. Individuals tend to lead and guide the groups they belong to in

collectivistic societies, and they do it with the feeling of loyalty (Keller et al., 2015).

North Americans have higher scores in individualism and lower scores in collectivism
compared to other countries. In aviation industry, individualism is more remarkable
than collectivism when aviation safety is the issue (Li, Harris, Li, & Wang, 2009).
Aircraft designs and the essence of safety regulations are affected by individualism. In
a study by Keller et al. (2015), aviation students from China responded more to
collectivistic traits. Song (2018) indicated that a collectivistic culture may prevent
Asian pilots from reporting violations they experience. This may be one of the reasons

why the collectivist cultures exhibited a greater chance of accidents. (Li et al., 2009).
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Some societies promote individualism, while others feel it should be avoided.
Decisions and feelings differ depending on which orientation society chooses to accept
(Brewer & Venaik, 2011). Individualism favors independence, whereas collectivism
favors the well-being of the group. The US is categorized as an individualistic country,

while in the Eastern nations individualism is treated as a negative attribute.

Building on these arguments, we explore the following research questions:

I. How does the demographic age profile of the employees affect their
perceptions of the diversity dimensions of age, gender, and culture?

ii. How does the demographic gender profile of the employees affect their
perceptions of the diversity dimensions of age, gender, and culture?
ii. How does the demographic work experience profile of the employees affect
their perceptions of the diversity dimensions of age, gender, and culture?

iv. How do the demographic profiles of the employees, i.e. age, gender, and work
experience, affect their perceptions of the diversity profile of the company, i.e., age
diversity, gender diversity, work experience diversity, and management support for

diversity?
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CHAPTER 111

DATA AND METHODOLOGY

3.1. Data Sample

In this study, we selected two separate pilot associations to create a meaningful dataset
in the international aviation industry. Our sample covers the members of the British
Airline Pilots Association (BALPA) and Turkey Airline Pilots Association (TALPA).
We chose this sample as the members of these associations fly in different countries
all around the world and have different levels of diversity. According to the data
published by BALPA and TALPA on their official websites, there are about 15,000

pilots. We collected the data by running an online survey of 203 pilots.

3.2. Research Methodology

We ran an online survey of the members of BALPA and TALPA from March to July
2024 to collect primary data. In the first part of the survey, we asked demographic
questions on age, gender, nationality, education level, length of working time in the
aviation industry, and length of working time in the company. In the second part, we
asked six questions to the respondents to measure their perception of the diversity
structure of their companies. In the third part, we asked questions to the participants to
identify their diversity perceptions for each dimension, i.e., age, gender, and culture,
as advantages and/or challenges. We examined cultural diversity by covering only two
dimensions of Hofstede's cultural dimensions theory, i.e., power distance and

individualism vs. collectivism. The survey is given in the Appendix.
In this study, we first ran the reliability and factor analysis to test the survey. Then, we

employed the chi-square test to assess the relationship between the categorical

variables. This test compares the observed frequencies with the expected frequencies
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to determine if there is a significant relationship between the variables. The test
includes the following steps:

Step 1: Determination of the null and alternative hypotheses:
Ho (Null Hypothesis): There is no relationship between the variables.
Hq (Alternative Hypothesis): There is a relationship between the variables.

Step 2: Calculation of the expected frequencies:
We calculated the expected frequencies for each cell by multiplying the total
frequencies and dividing them by the total number of observations.

Step 3: Calculation of the chi-square value:
¥2=YEi(Oi-Ei)2

Here, (O_li) is the observed frequency, and (E_i) is the expected frequency.

Step 4: Determination of the degree of freedom:
df=(r-1)x(c-1)

Here, (r) is the number of rows, and (c) is the number of columns.

Step 5: Calculation of the P-Value and Decision Making: The p-value is found by
using the calculated chi-square value and degrees of freedom. If the p-value is less
than the specified significance level, the null hypothesis is rejected. This test is

especially useful when working with categorical data, such as surveys.
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CHAPTER IV

EMPIRICAL FINDINGS

4.1. Descriptive Statistics

Table 4.1. gives the descriptive statistics for demographic information, Table 4.2 and

Table 4.3 show the nationality and the occupation place of the respondents.

Table 4.1. Descriptive Statistics for Demographic Information

Count Percent
Less than 35 age 67 33,3%
Age 36-45 age 46 22,9%
46+ age 88 43,8%
Male 171 85,1%
Gender
Female and other 30 14,9%
High School 47 23,4%
Education Level Undergraduate 119 59,2%
Postgraduate (Master) and Doctorate 35 17,4%
Less than 5 years 42 20,9%
) ) ) 6-10 years 30 14,9%
Working Experience in
o ] 11-20 years 40 19,9%
the Aviation Business
21-30 years 54 26,9%
More than 30 years 35 17,4%
] _ ] Less than 5 years 95 47,3%
Working Experience in
6-10 years 39 19,4%
the Company
More than 11 years 67 33,3%
) Captain 137 68,2%
Title at the Company _ i _ _
First Officer, Senior Cabin Crew, and Other 64 31,8%

In our sample, 43.8% of the respondents are in the age group of 46 and over, 33.3%

are under 35, and 22.9% are between the ages of 36-45. In terms of gender, 85.1% of

the respondents are male, while 14.9% of them are female or other gender groups. At
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the education level, 59.2% are university graduates, 23.4% have a college degree, and

17.4% have a postgraduate degree. When we look at the work experience in the

aviation industry, 26.9% of the respondents have 21-30 years of experience, 20.9%

have 5 years or less experience, 19.9% have 11-20 years of experience, 17.4% have

30 years and above experience, and 14.9% have 6-10 years of experience. In terms of

length of service in their company, 47.3% of the respondents have been working for 5

years or less, 33.3% for 11 years or more, and 19.4% for 6-10 years. In our sample,

68.2% of the participants are pilots, and 31.8% are first officer and senior cabin crew.

Table 4.2. Descriptive Statistics for the Nationality of the Participants

Count Percent

Turkish 96 47,7%
Italian 18 9,0%
British 12 6,0%
Spanish 12 6,0%
Irish 7 3,5%
Argentinian 6 3,0%
Dutch 6 3,0%
French 6 3,0%
English 5 2,5%
Brazilian 5 2,5%
German/British-German 5 2,5%
Holland 3 1,5%
Nationality Portugues 3 1,5%
Ukrainian 3 1,5%
Indian/Indian-British 3 1,5%
Greek 2 1,0%
American 1 0,5%
Ethiopian 1 0,5%
Mexican 1 0,5%
Norwegian 1 0,5%
Scottish 1 0,5%
South African-British 1 0,5%
Spanish-British 1 0,5%
Swedish 1 0,5%
Taiwanese 1 0,5%

Total 201 100,0%
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Among the participants, 47.7% are Turkish, 9.0% Italian, 8.5% British, 6.0% Spanish,
3.5% Irish, 3.0% Argentinian, 3.0% Dutch, 3.0% French, 2.5% Brazilian, and 2.5%
German. The remaining 11.3% of the respondents are from other nationalities. When
we examine the place of occupation for the respondents, 47.3% of them work in the
UK, 35.8% in Turkey, 5.0% in Europe, and 2.5% in Ireland. The remaining 9.4%
practice their professions in other districts.

Table 4.3. Descriptive Statistics for the Place of Occupation

Count Percent

UK 95 47,3%
Turkey 72 35,8%
Europe 10 5,0%
Ireland 5 2,5%
Ethiopia 3 1,5%
The US 3 1,5%
The UK-Ireland 3 1,5%
Place of Occupation Africa 2 1,0%
Middle East 2 1,0%
Qatar 2 1,0%
Germany 1 0,5%
Oman 1 0,5%
South Africa 1 0,5%
Spain 1 0,5%

Total 201 100,0%

4.2. Explanatory Statistics for Diversity in the Airlines

This section provides the frequency and percentage distributions, mean and standard
deviation values of the level of agreement among airline employees regarding the view
that age, gender, nationality, and work experience diversity reflects a diverse
environment in the company and the level of agreement on whether the company

management supports diversity.
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Table 4.4. Explanatory Statistics for the Level of Agreement between the
Diversity Statements and the Existence of Diverse Working Environment

Count | Percent | Mean | Standard Deviation

Disagree 2 1,0%
Age Diversity Neither agree nor disagree | 20 | 10,0% 4375 0.705
Agree 79 | 39,5%
Strongly agree 99 | 49,5%
Strongly disagree 8 4,0%
Disagree 52 | 26,0%
Gender Diversity Neither agree nor disagree | 55 | 27,5% | 3,235 1,116
Agree 55 27,5%
Strongly agree 30 | 15,0%
Disagree 20 | 10,0%
Nationality Diversity Neither agree nor disagree | 27 | 13,4% 150 1,002
Agree 55 27,4%
Strongly agree 99 | 49,3%
Disagree 9 4,5%
Work Experience Diversity Neither agree nor disagree| 17 8,5% 4,279 0,801
Agree 84 | 41,8%
Strongly agree 91 | 45,3%
Strongly disagree 6 3,0%
Disagree 14 7,0%
Diversity Supported Neither agree nor disagree | 44 | 21,9% | 3,771 0,968
Agree 93 | 46,3%
Strongly agree 44 | 21,9%
Strongly disagree 20 | 10,0%
Disagree 84 | 41,8%
Diversity to be Improved | Neither agree nor disagree | 49 | 24,4% | 2,677 1,058
Agree 37 | 18,4%
Strongly agree 11 5,5%

As shown in Table 4.4, 49.5% of the participants strongly agree, and 39.5% of them
agree that age diversity reflects a diverse environment in the firm. The mean value
confirms this result (X=4.375+0.705). In gender diversity, 27.5% of the participants
neither agree nor disagree that gender diversity in the firm creates a diverse
environment, 27.5% of them agree, and 26.0% of them disagree with this statement.
The mean value supports this result (X=3.235+1.116). For nationality, 49.3% of the
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participants strongly agree, and 27.4% of them agree that nationality diversity reflects

a diverse working environment. The mean value reflects this result (X=4.159+1.002).

Table 4.5. The Results of How Airlines Should Improve Diversity

Count Percent
No answer 25 52,1%
National diversity should be
4 8,3%
supported
Employing more female pilots 3 6,3%
Diversity should be approached with
. 2 4,2%
an open mind
Providing opportunities for
candidates in recruitment and 2 4,2%
training
Employing younger cockpit crew 1 2,1%
Supporting women and cabin crew
) 1 2,1%
pilot program
Shorter management periods and
) v . 1 2,1%
Improvement Methods widespread position opportunities
More expat workers 1 2,1%
Improvements should be made on a
) 1 2,1%
sectoral basis
Producing campaigns on diversity 1 2,1%
Firm culture should be improved 1 2,1%
Retirement and loyalty bonus
. 1 2,1%
opportunities
Communicating with more
1 2,1%
employees
Employing more nationalities 1 2,1%
Ensuring diversity management 1 2,1%
Ensuring cultural diversity 1 2,1%
Total 48 100,0%

Among the participants, 45.3% strongly agree and 41.8% of them agree that work
experience diversity reflects a diverse environment in the firm. The mean value
supports the level of agreement (X=4.279+0.801). Among the respondents, 21.9% of

them strongly agree and 46.3% agree that their firm management supports diversity.
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The mean value for this statement is X=3.771+£0.968. Surprisingly, 41.8% of the
respondents do not agree that diversity in their firm should be improved. The mean
value is (X=2.677+1.058).

Interestingly, when the participants were asked to answer how airline management
should improve diversity, 52.1% of them preferred not to answer this question. Among
other participants, 8.3% asserted that national diversity should be supported, 6.3%
asked for higher employment of female pilots, 4.2% claimed that diversity should be
approached with an open mind, and 4.2% asked more opportunities for candidates in

the recruitment and training.

4.3. The Results of the Factor Analysis and Reliability Analysis

In the first phase, we applied the factor analysis for the 14 variables. Table 4.6 shows
the results. In the factor analysis, we reached the value of 0.915 for the Kaiser-Meyer-
Olkin Measure of Sampling Adequacy (KMO), which is very close to 1, indicating
that the variables in the survey are suitable for the factor analysis. The results show

that the 14 variables can be categorized into two sub-sections:

° At one factor area, the eight variables, i.e. the advantages and challenges of age
diversity, the advantages and challenges of gender diversity, the advantages and
challenges of PD diversity and the advantages and challenges of IvsC diversity are
gathered as shown in Table 4.6. We named this group of variables as “Perceived

Diversity Impact”.

° At the other factor area, the six variables, i.e. age diversity, gender diversity,
nationality diversity, work experience diversity, management support for diversity,
and the need for diversity improvement are gathered as shown in Table 4.6. We named

this group of variables as “Diversity Emphasis”.
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Table 4.6. The Results of the Factor Analysis: Pattern Matrix

Pattern Matrix

The Age diversity level of the company
Gender diversity level of the company
Nationality diversity level of the company
Work experience diversity level of the company
Management support level of the company
Diversity improvement needs of the company
The advantages of age diversity

The advantages of gender diversity

The advantages of PD diversity

The advantages of IvsC diversity

The challenges of age diversity

The challenges of gender diversity

The challenges of PD diversity

The challenges of IvsC diversity

1

Component
2
.667
481
623
756
661
-.590
910
945
.956
948
944
.940
.966
.965

After completing the factor analysis, we did a reliability analysis. We executed three

different runs with three different sets of variables and calculated Cronbach’s Alpha:

In the first run, we included all 14 variables, and we calculated Cronbach's
Alpha value as 0.828.

In the second run, we ran the test for the eight variables generated in the factor

analysis as the group named “Perceived Diversity Impact” and calculated Cronbach’s

Alpha value of 0.981. The variables are:

o

o

o

The advantages of age diversity
The advantages of gender diversity
The advantages of PD diversity
The advantages of IvsC diversity
The challenges of age diversity
The challenges of gender diversity
The challenges of PD diversity

The challenges of IvsC diversity
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° In the third run, we ran the test for the five variables generated in the factor
analysis as the group named “Diversity Emphasis.” We extracted the 6th variable, i.e.,
the diversity improvement need level of the company, because of its negative result of
-0.590 in the factor analysis. We calculated Cronbach's Alpha value as 0.631. The five

variables are:

o The Age diversity level of the company

o Gender diversity level of the company

o Nationality diversity level of the company

o Work experience diversity level of the company
o Management support level of the company

4.4. The Results of the Chi-Square Analysis

We run the chi-square analysis in two parts for the two groups in the factor analysis.
In the first part, for the first group in the factor analysis named ‘“Perceived Diversity
Impact,” we examined the relationships between the demographics of employees and
their perceptions about the advantages and challenges of the diversity dimensions. In
this context, we selected the related demographic properties and the advantages and

challenges of the diversity dimensions listed below:

° Demographic properties: Gender, age, years in aviation (work experience)
° Perceptions of the employees about the diversity dimensions

- Advantage to work with people having different age

- Advantage to work with people having different gender

- Advantage to work with people having different PD

- Advantage to work with people having different IvsC

- Challenge to work with people having different age

- Challenge to work with people having a different gender

- Challenge to work with people having different PD

- Challenge to work with people having different IvsC
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Table 4.7. The Results of Chi-Square Analysis for the Gender vs. Diversity

Dimensions
Variables Chi-Square Cramer’s V Major Responses
Gender vs. Age Advantage .889 Not Important Not Important
Gender vs. Gender Advantage .886 Not Important Not Important
Gender vs. PD Advantage 714 Not Important Not Important
Gender vs. lvsC Advantage 724 Not Important Not Important
Gender vs. Age Challenge .220 Not Important Not Important
Gender vs. Gender Challenge 871 Not Important Not Important
Gender vs. PD Challenge .642 Not Important Not Important
Gender vs. IvsC Challenge .873 Not Important Not Important

Table 4.7 shows that there is no significant relationship between gender and the
perception of the employees about the diversity dimensions.

Table 4.8 shows that there is no significant relationship between age and the perception
of the challenges about the age and gender diversity dimensions. On the other hand,
there is a significant relationship between age and all other perceptions about the

diversity dimensions.

Table 4.8. The Results of Chi-Square Analysis for the Age vs. Diversity

Dimensions
Variables Chi-Square Cramer’s V Major Responses

Age vs. Age Advantage .030 218 Agree
Age vs. Gender .018 232 Agree
Advantage

Age vs. PD Advantage .045 213 Agree
Age vs. lvsC Advantage .022 222 Agree
Age vs. Age Challenge 120 Not Important Not Important
Age vs.Gender .055 Not Important Not Important
Challenge

Age vs. PD Challenge .015 226 Agree
Age vs. lvsC Challenge .010 .230 Agree

34



° Age vs. Age Diversity Advantages

The chi-square value of this variable is 0.030 in Table 4.8. As shown in Table 4.9, the
majority of the participants (86.7%) believe that working with people of different ages
has advantages. When the age increases, the perceptions of the employees about the
advantages of age diversity increase and reach the top level (93.4%) at the age group
of 46-55 age. In the aviation industry, the age scale of 46-55 is the period where pilots
have been already upgraded to captains and have been performing instructing roles.
This age scale may be defined as the most awareness term for the pilots who may have

the potential to be open to learning from others.
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Table 4.9. The Relationship between Age and the Advantages of Working with People of Different Ages in the Airlines

AGE Diversity Advantage

Total
Strongly disagree Disagree Neutral Agree Highly Agree
0 0 0 1 0 1
18-25 0 0 4 16(%69.6) 3(%13) 23
26-35 2 3 4 27(%60) 9(%20) 45
Age
36-45 0 1 4 24(%52,2) 17(%37) 46
46-55 0 3 1 24(%39,3) 33(%54,1) 61
56-65 0 0 2 14(%73,7) 3(%15,8) 19
65+ 0 0 1 3(%15) 4(%20) 8
Total 2 7 16 109(%53,4) 69(%29,6) 203
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° Age vs. Gender Diversity Advantages

The chi-square value of this variable is 0.018 in Table 4.8. As shown in Table 4.10,
the majority of the respondents believe that working with people of different genders
has advantages. Table 4.10 also shows the relationship between the age group and the
belief in the advantage of gender diversity. The sum of participants who agree that
gender diversity has advantages is 77.3%. The percentage of the participants, who
agree that gender diversity has advantages, starts with lower percentages at the early
age range of 18 to 35 (66.2%), then increases at the middle ages of 36 to 55 (85%).
The middle age scale is the period where pilots carry out management roles like
captains or instructor pilots. In this period, they become more aware of the importance

of inclusion in problem-solving
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Table 4.10. The Relationship between Age and the Advantages of Working with People of Different Genders in the Airlines

Gender Diversity Advantage

Total
Disagree Neutral Agree Highly Agree
0 0 1 0 1
18-25
26-35
Age
. 36-45
46-55
56-65
65+ 1 0 6 1 8
Total 18 28 108 (%53,2) 49(%24,1) 203
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e Age vs. PD Diversity Advantages

The chi-square value of this variable is 0.045 in Table 4.8. As shown in Table 4.11,
the majority of the respondents believe that working with people having different PD
has advantages. 95 of the respondents (46.8%) believe that working with people having
different PD has advantages and 62 of the participants (30.5%) do not believe that

working with people having different PD has advantages.

It is interesting to note that there is again a disagreement between the previously
mentioned age groups. In the youngest age group (18-35 age), 26.5% of them believe
that working with people having different PD has advantages, whereas 45.6% disagree
with this belief. In the middle age group (36-55 age), 59.8% of the employees believe
that working with people having different PD has advantages, whereas 19.6% disagree
with this belief. Thus, it may be inferred that as age increases, the PD differences are
perceived as advantages. As the pilots bear managerial positions in the aircraft, they

tend to be more open to learning from others, having different PD perceptions.
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Table 4.11. The Relationship between Age and the Advantages of Working with People of Different PD Mindsets in the Airlines

PD Diversity_Advantage

Strongly disagree

Disagree

Neutral

Agree

Highly Agree

Total

Age

Total

0

0

0
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° Age vs. IvsC Diversity Advantages

The chi-square value of this variable is 0.022 in Table 4.8. As shown in Table 4.12,
the majority of the respondents believe that working with people having different IvsC
has advantages. 43.8% of the employees believe that working with people with
different IvsC has advantages, whereas 35% disagree with this belief. It appears that
in the youngest groups of 18-25 and 26-35, most of the participants disagree that
working with people having different lvsC has advantages. As the age increases, the
perception about the advantages of 1vsC gets higher. At the age groups of 36-45 and
46-55, most of the group members believe that working with people having different
IvsC has advantages. Hence, as the age and experience of the pilots increase, they have
more communication skills that affect their perception of cultural diversity in terms of
IvsC. The management role of pilots in the elderly age also demands that they include

all crew with different perspectives in operations to run a safe flight.
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Table 4.12. The Relationship between Age and the Advantages of Working with People of Different IvsC Mindsets in the Airlines

IvsC Diversity Advantage

Total
Strongly i Strongly disagree i Agree & highly
disagree Disagree & disagree Neutral Agree Highly Agree agree
0 0 1 0 0 1
18-25 1 12 13 (%56,5) 5 4 1 5 (%21,7) 23
26-35 5 17 22 (%48.8) 11 11 1 12(%26,7) 45
Age 36-45 3 7 10 (%21,7) 13 15 8 23 (%50) 46
46-55 3 11 14 (%22,9) 10 29 8 37 (%60,6) 61
56-65 1 9 10 (%52,6) 3 5 1 6 (%31,5) 19
65+ 1 1 2(%35) 0 5 1 6 (%75) 8
Total 14(%7) 57 (%28) 71 (%35) 43 69(%34) 20(%10) 89 (%43,8) 203
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° Age vs. PD Diversity Challenges

The chi-square value of this variable is 0.022 in Table 4.8. As shown in Table 4.13,
the majority of the respondents believe that working with people having different PD
has challenges. The age group of 65 and above, who are only authorized to fly in
simulator flights, has the highest percentage of 87.5%. Among the active flight crew,
the highest score of 82% comes from the 46-55 age group. The age group of 36-45
follows them with a percentage of 80.4%. On the other hand, the youngest age group
of 18 to 25 disagrees with this comment by the percentage of 56.5%. These results
indicate that there is a big difference in the percentage of young and old groups. In the
early ages, the pilots mostly concentrated on themselves and learned more about
aircraft and procedures. At the middle age, they have the experience and energy to
teach others. At the elderly age, they get tired of doing similar things and give up
teaching and learning. At the early ages, pilots are not aware of the importance of
diversity since they are not in the position to lead the groups. In the middle age, as they
become leaders, they realize the importance of inclusion and diversity to cover more
insights for flight operations. At the elderly age, they are extensively experienced, and

they assume they don’t need to consult with others.
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Table 4.13. The Relationship between Age and the Challenges of Working with People of Different PD Mindsets in the Airlines

PD Diversity Challenge

Strongly
disagree

Disagree

Sum and % of
Strongly disagree & | Neutral
disagree

Agree

Highly
Agree

Sum and % of
Highly agree &
agree

Total

Age

18-25
26-35
36-45
46-55
56-65
65+

Total

26

28 (%13,8) 31

99

45

144 (%71)

203
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° Age vs. IvsC Diversity Challenges

The chi-square value of this variable is 0.010 in Table 4.8. As shown in Table 4.14,
the majority of the respondents believe that working with people having different ages
has challenges. It occurs that the middle age group again performs the high percentage
for the challenges of IvsC, as they had for the advantages of IvsC. This indicates that
the same elderly age groups are more aware of the advantages and the challenges of

IvsC.
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Table 4.14. The Relationship between Age and the Challenges of Working with People of Different IvsC Mindsets in the Airlines

IvsC Diversity Challenge

Strongly disagree

Disagree

Neutral

Agree

Highly Agree

Total

Age

18-25

26-35

36-45

46-55

56-65

65+

Total

0

3(%14,8)

0

25(%12,3)

27

97(%47,8)

0

51(%24,6)

203
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Table 4.15. The Results of Chi-Square Analysis Regarding the Years in Aviation
vs. Diversity Dimensions

Variables Chi- Cramer’s V Major Responses
Square

Years in Aviation vs. Age Adv. .035 201 Agree
Years in Aviation vs. Gender .013 221 Agree
Adv
Years in Aviation vs. PD Adv. .009 217 Agree
Years in Aviation vs. lvsC 105 Not Important Not Important
Adv.
Years in Aviation vs. Age .066 Not Important Not Important
Clng.
Years in Aviation vs. Gender .065 Not Important Not Important
Cling.
Years in Aviation vs. PD Cling. .014 212 Agree
Years in Aviation vs. IvsC .003 227 Agree
Cling.

Table 4.15 shows that 5 out of 8 variables have significant values. There is no
significant relationship between the time of working experience in aviation and the
perception of the advantage of the IvsC and the challenge about the age and gender
diversity dimensions. On the other hand, there is a significant relationship between the
years spent in aviation and all other perceptions about the diversity dimensions.

° Years in Aviation vs. Age Diversity Advantages

The chi-square value of this variable is 0.035 in Table 4.15. As shown in Table 4.16,
the majority of the respondents believe that working with people of different ages has
advantages. There is a significant relationship between the length of working time in
the airline business and the level of belief that there are advantages to working with
people of different ages. 90% of those working in the airline business for 11-20 years,
85.7% of those working for 6-10 years, and 88% of those having 1-5 years believe that
there are advantages of working with people of different ages, and 88.5% of those with
21-30 years of experience has the same belief. As the working experience increases,
the belief about the advantages of the age diversity increase. This means that the
experience allows the pilots to see age diversity in the working environment as an

advantage in handling the problems.
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Table 4.16. The Relationship between Working Experience and the Advantages of Working with People of Different Ages in Airlines

AGE Diversity Advantage

Total
Strongly disagree| Disagree Neutral Agree Highly Agree
Less than 1 year 0 0 2 2 (%50) 0 4
1-5 2 0 3 30 (%71,4) 7 (%16,6) 42
Years in 6-10 0 2 2 17 (%60,7) 7 (%25) 28
Aviation  11-20 0 1 3 19(%47,5) 17(%42,5) 40
21-30 0 2 4 25(%46,3) 23(%42,5) 54
MBI e 210 0 2 2 16(%45,7) 15(%42.8) 35
years
Total 2 7 16 109 69 203
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° Years in Aviation vs. Gender Diversity Advantages

The chi-square value of this variable is 0.013 in Table 4.15. As shown in Table 4.17,
the majority of the respondents believe that working with people having different
genders has advantages. This belief is mostly shared by the participants having the
work experience of 1-5 years. Thus, the younger generations are more inclined to see

different genders as an advantage.
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Table 4.17. The Relationship between Working Experience and the Advantages of Working with

People of Different Genders in the Airlines

Gender Diversity Advantages

Total
Disagree Neutral Agree Highly Agree

Less than 1 year 1 2 1 0 4

1-5 3 3 33 3 42

6-10 3 7 13 5 28

Years in Aviation

11-20 3 4 18 15 40

21-30 5 7 23 19 54

More than 30 3 5 20 v 35

years

Total 18 28 108 49 203
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° Years in Aviation vs. PD Advantages

The chi-square value of this variable is 0.009 in Table 4.15. As shown in Table 4.18,
the majority of the respondents believe that working with people having different PD
has advantages. 57.5% of those working in the airline business for 11 to 20 years and
60% of those working for more than 30 years believe that there are advantages of
working with people of different PD. On the other hand, the percentage drops below
50% in the less experienced groups. This result is reasonable since PD diversity mostly
affects decision-making processes. In the early years, the employees need a usual
management approach to feel comfortable about knowing what is expected from them.
As the years pass, the employees become involved in leadership roles and decision-

making, and they observe different opinions as an advantage to make better decisions.
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Table 4.18. The Relationship between Working Experience and the Advantages of Working with People of Different PD in the Airlines

PD Diversity Advantages

Total
Strongly disagree Disagree Neutral Agree Highly Agree

Years in
Aviation

Less than 1 year

1-5
6-10
11-20
21-30 3(%5,6) 13(%24,1) 9 22(%40,7) 7(%13) 54

Total 14(%6,9) 48(%23,6) 46 78(%38,4) 17(%8,4) 203
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° Years in Aviation vs. PD Challenges

The chi-square value of this variable is 0.014 in Table 4.15. As shown in Table 4.19,
the majority of the respondents believe that working with people with different PD has
challenges. There is a significant relationship between the length of time working in
the airline business and the level of belief that there are challenges in working with
people of different PDs. 80% of those working in the airline business for 11 to 20
years, 79% of those having 1-5 years experience, 70.3% of those with 21 to 30 years
experience, and 53.6% of those working for 6-10 years believe that there are challenges
of working with people of different PD. At the period of 1-5 years, pilots get trained
to fly their type of airplanes and to be captains. In those periods, they meet different
cultures of training pilots, so they are active learners, leading to challenges for them
most of the time. In the years of 11-20, pilots, having their instructor roles, give
training to multinational groups, so they experience challenges, being in an active

trainer.
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Table 4.19. The Relationship between Working Experience and the Challenges of Working with People of Different PD in the Airlines

PD Diversity Challenges

Total
Strongly disagree Disagree Neutral Agree Highly Agree
Less than 1 year 0 2 1 1 0 4
1-5 2 3 4 30 3 42
6-10 0 5 8 10 5 28
Yegrs_ in 11-20 0 5 3 18 14 40
Aviation
21-30 0 7 9 22 16 54
More than 30 0 4 5 18 5 35
years
Total 2 26 31 99 45 203
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° Years in Aviation vs. IvsC Challenges

The chi-square value of this variable is 0.003 in Table 4.15. As shown in Table 4.20,
the majority of the respondents believe that working with people with different
experiences has challenges. There is a significant relationship between the length of
working time in the airline business and the level of belief that there are challenges in
working with people of different IvsC. 81% of those having 1-5 years, 80% of those
having 11-20 years of experience, 76 % of those having 21-30 years of experience,
and 53.6% of those working for 6-10 years believe that there are challenges of working

with people of diverse IvsC.
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Table 4.20. The Relationship between Working Experience and the Challenges of Working with People of Different IvsC in the Airlines

IvsC_Diversity Challenge

Strongly disagree Disagree Neutral Agree Highly Agree Tol
Less than 1 year 0 2 1 1 0 4
1-5 3 3 31 3 42
vears in 6-10 0 5 8 10 5 28
Aviation 11-20 0 5 3 17 15 40
21-30 1 6 6 20 21 54
More than 30 years 4 6 18 7 35

Total 3 25 27 97 51 203
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In the second part, for the second group in the factor analysis named “Diversity

Emphasis”, we examine the relationships between the demographics of the employees

and their perceptions of the diversity profile of their company. In this context, we

selected the related demographic properties and the perceived diversity profile status

of the company listed below:

° Demographic properties: Gender, age, years in aviation (work experience)

° Perceptions of the employees about the diversity profile status of the company:

- Age diversity of the company

- Gender diversity of the company

- Nationality diversity of the company

- Work experience diversity of the company

- Management support level of the company

Table 4.21. The Results of the Chi-Square Analysis for Gender vs.

Variables
Gender vs. Age
diversity level of the
company
Gender vs. Gender
diversity level of the
company
Gender vs.
Nationality diversity
level of the company
Gender vs. Work
experience diversity
level of the company
Gender vs.
Management support
level of the company

Diversity Profile

Chi-Square
.887

135

114

.056

.986

Cramer’s V
Not Important

Not Important

Not Important

Not Important

Not Important

Company

Major Responses
Not Important

Not Important

Not Important

Not Important

Not Important

Table 4.21. shows that there is no significant relationship between the gender and the

perceptions about the diversity profile of the company.
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Table 4.22. The Results of the Chi-Square Analysis for the Age vs. Company
Diversity Profile

Variables Chi-Square Cramer’s V Major Responses
Age vs. Age diversity of .350 Not Important Not Important
the company
Age vs. Gender diversity of 156 Not Important Not Important
the company
Age vs. Nationality .002 .256 Highly agree
diversity of the company
Age vs. Work experience 150 Not Important Not Important
diversity level of the
company
Age vs. Management .262 Not Important Not Important
support level of the
company.

Table 4.22. shows that there is a significant relationship between the age and the
perception of the employees about the national diversity of the company. On the other
hand, there is no significant relationship between the age and all other perceptions
about the diversity profile of the company.

° Age vs. Nationality Diversity Level of the Company

The chi-square value of this variable is 0.002 in Table 4.22. As shown in Table 4.23,
the majority of the respondents (77%) believe that there is a diverse environment in
their company in terms of nationality. The findings reveal that individuals aged 18 to
25 differ significantly in their perceptions compared to those aged 36 to 45. While the
youngest group has the highest percentage of 96%, the middle age has the lowest
percentage amongst the other age groups. The age group of 65 and above, who are not
authorized to fly for commercial airlines due to age restriction, has the lowest
percentage of 25%, believing that there is national diversity in their company. This

may be explained by the fact that their workplace is a simulator environment.
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Table 4.23. The Relationship between Age and the Nationality Diversity Level of the Company

Age vs. Nationality Diversity Level of the Company

Agree & Highly

agree
Disagree Neutral Agree Highly agree Total
Age 0 0 0 1 1
26-35 0 7 12 26 38 (%84) 45
46-55 5 7 17 32 49 (%80) 61
56-65 1 3 7 8 15 (%80) 19
65+

Total

20(%9,8)

156(%77)




Table 4.24. The Results of the Chi-Square Analysis for the Work Experience vs.
Company Diversity Profile

Variables Chi-
Square

Years in Aviation vs. Age 819
diversity level of the
company
Years in Aviation vs. Gender 273
diversity level of the
company
Years in Aviation vs. 173

Nationality diversity level of

the company

Years in Aviation vs. Work 469
experience diversity level of

the company

Years in Aviation vs. .288
Management support level of
the company

Cramer’s V

Not Important

Not Important

Not Important

Not Important

Not Important

Major Responses

Not Important

Not Important

Not Important

Not Important

Not Important

Table 4.24 shows that there is no significant relationship between the work experience

and the perceptions about the diversity profile of the company.
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CHAPTER V

CONCLUSIONS AND DISCUSSIONS

The integration of the world economy has increased the interaction of employees in
the companies, stimulating concerns about how to manage the diversity to achieve
corporate goals. The management of diversity is also important for airline companies,
since they execute critical operations that require quick and precise coordination
among workforce having diverse characteristics. Therefore, they should monitor and
carefully manage the diversity of the employees to ensure flight safety, operational

efficiency, and brand reputation.

The presence of people from different age groups in the aviation industry ensures that
experience and new ideas come together. Young employees can quickly adapt to new
technologies, while more experienced ones may contribute with their knowledge and
experience to the working environment. Gender diversity is also important in the
aviation industry. Although the presence of women in the sector has started to rise in
leadership positions and technical roles, it is still not at the desired level. Women
generally work in cabin and ground services and customer relations departments. To
restore this imbalance, airlines should pursue more gender diversity-oriented policies
to leverage the power of gender groups. The findings in this study reflect that only
42.5% of the participants believe that their firm has gender diversity. This result is not

surprising since male pilots still dominate the aviation industry.

Cultural diversity in terms of power distance and individualism vs. collectivism
dimensions is critical in the aviation industry. Power distance shows the interaction
between superiors and subordinates and is important for flight safety. When power
distance is high, subordinates may avoid expressing their ideas and be reluctant to
participate in decision-making. This may lead to consequences that may endanger
flight safety. On the other hand, the diversity between individualism and collectivism

can have a significant impact on employee performance and job satisfaction.
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Individualism encourages employees to focus on their own talents and individual
success, whereas excessive individualism can make cooperation difficult.
Collectivism, on the other side, emphasizes teamwork and achieving common goals.

This can increase cooperation and solidarity but can limit individual creativity.

The study aims to examine the perceptions of the pilots on how the age, gender, and
cultural diversity in the airlines affect the working environment. In this context, it tries
to identify the perception levels of the advantages and challenges of each diversity
dimension from the perspective of pilots and their perception of the level of support
given to diversity by their companies. We run an online survey to the pilots that are
members of BALPA and TALPA. For cultural diversity, we employ power distance
and individualism vs. collectivism dimensions of Hofstede's cultural dimensions

theory. We collected data from 203 respondents and analyzed the results.

The results show that there is a significant relationship between age and the perceptions
of the employees on the diversity dimensions, i.e., age, gender, and culture. The
findings reveal that individuals aged 18 to 25 differ significantly in their perceptions
compared to those aged 46 to 55, suggesting that younger employees view the
advantages and challenges of diversity differently than their older counterparts.
Additionally, we observed significant differences between the 26-35 age group and the
36-45 and 46-55 age groups. As the age of the participant increases, the belief in having
advantages and challenges increases. This finding shows that the employees become

more sensitive to diversity as they get older.

The findings also show that there is no significant relationship between gender and the
perceptions of the employees on the diversity dimensions, i.e., age, gender, and
culture. Thus, the gender of the participants does not affect the advantages and
challenges perceptions of the diversity measures. On the other hand, the results
indicate that there is a significant relationship between work experience and the
employees’ perceptions of the diversity dimensions. As work experience increases, the
susceptibility of diversity increases. Thus, with the increase in seniority level, the
employees become leaders of the groups, and they support inclusion and diversity for

better decision making.
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The findings about cultural diversity show that power distance diversity has the lowest
scores of advantages among all other diversity measures. The respondents who express
that PD diversity has advantages are mostly those with high work experience. Thus,
the seniors leading to decision-making processes perceive that PD diversity is an
advantage, whereas the juniors believe that PD diversity is not advantageous. The
results also indicate that in terms of individualism vs. collectivism diversity, when firm
management includes people with different experiences and nationalities, this diversity
dimension may lead to better decision-making by providing different views for
different situations. It also empowers innovation by enabling employees to come up

with new ideas.

Finally, the results indicate that gender and work experience have no effect on the
perceptions of the employees on the diversity profile of the company, while age is a
significant demographic factor influencing perceptions and attitudes toward diversity
in the workplace. Therefore, airlines should tailor diversity-related policies and
communication strategies to address the varying perspectives of different age groups,

ensuring inclusivity and engagement across all generations in the company.

5.1. Implications of the Study

The study is unique as there are few studies that have investigated the effects of
diversity in the aviation industry from the perspective of pilots. The findings provide
valuable insights to the airlines, as they may use the results to put more emphasis on
implementing effective diversity strategies to improve operational performance by
analyzing the advantages and challenges of diversity. They may also introduce new
initiatives to promote the upsides benefits and mitigate the downsides risks of
diversity. Policymakers may also use the findings to encourage airlines to implement

diversity-oriented policies.

5.2. Limitations of the Study and Future Research

We acknowledge that this study has some limitations. First, we used a limited sample

size consisting of the members of the BALPA and TALPA that represent a small part

of the IFALPA. Future studies may collect data from a large sample size to increase
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the validity of the findings. Second, we analyzed only two dimensions of Hofstede’s
cultural dimensions theory, i.e., power distance and individualism vs. collectivism, and
we ignored other dimensions. Future studies may cover all dimensions of the
Hofstede's theory to provide a more complete picture. Finally, we do not include
questions that answer how to mitigate the challenges associated with the lack of age,
gender, and cultural diversity in the survey. Future research may include questions that
would gather information about the perception of the employees on the mitigation
methods of the challenges for minimizing diversity risks and maximizing the

advantages of the diversity in ensuring the safety of the operations in the airlines.
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APPENDIX

APPENDIX A

SURVEY OUTLINE

Dear Sir/Madame,

We attempt to investigate how the degree of diversity and inclusion in aviation
companies affect the corporate environment from the perspective of employees via this
survey. This survey is going to be a part of the master’s thesis in the Aviation
Management Graduate Program run by Ibn Haldun University. Please note that the
findings of this survey will be used only for academic purposes. We shall not disclose
or share your answers with a third party. All the answers will be kept
confidential.

We are aware that the improvement of aviation for a better working environment will
only be possible with the collaborative efforts of people that work in this industry.
Therefore, we highly appreciate your participation and cooperation in this survey. If
you need any further clarification, please do not hesitate to contact us via email

iletisim.
Please stay safe and healthy.
Yours sincerely,

Berna Sen Senol

iletisim
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SECTION I- GENERAL INFORMATION

Age : [ 18-25 O 26-35
O 36-45
[ 46-55 [ 56-65
O 65+
Gender ; O Male
O Female O Other O 1 do not want to mention
Nationality
Place of Occupation :
Education Level ; O High School
0 Undergraduate [ Postgraduate (Master)
O Doctorate
How long have you been in the aviation business?: [ Less than 1 year 01-5
years [1 6-10 years
[ 11- 20 years [121-

30 years 00 More than 30 years
How long have you been in your company?  : [ Less than 1 year 01-5
years 1 6-10 years

[J11- 20 years [121-30
years 0 More than 30 years
What is your title at the company : O Captain

O First Officer O Cadet

1 Seniour Cabin Crew
1 Cabin Crew [ Other (Specify)
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SECTION II- DEFINING DIVERSITY IN THE
COMPANY

The distribution of the employees in my company, in terms of age,
reflects a diverse environment.

The distribution of the employees in my company, in terms of
gender, reflects a diverse environment.

The distribution of the employees in my company, in terms of
nationality, reflects a diverse environment.

The distribution of the employees in my company, in terms of
work experience, reflects a diverse environment.

I believe that my company management supports diversity.

I believe that diversity should be improved in my company.

ol ol ol gl ol oOl-~Strongly disagree

ol o ol ol o I:llesagree

ool ol ol ol o wNeltheragree nor disagree

OOl Ol gl g oO|sAgree

O|o| ol Oo| gl O|ox|Strongly agree

If you believe that it should be improved, then please write down
your opinion on how it should be improved.
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SECTION I11- DIVERSITY DIMENSIONS (AGE-
GENDER-CULTURE)

[} 1
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1 2 3 4 5

I believe that working with people of different ages has | O O O O O

advantages.

I believe that working with people of different ages has | O O O O O

challenges.

Str | Disag | Neith | Agr | Str

ong | ree er ee ong
ly agree ly
dis nor agr
agr disag ee
ee ree
1 2 3 4 5
I believe that working with people of different genders has | O O O O O
advantages.
I believe that working with people of different genders has | O O O | O
challenges.

Str | Disag | Neith | Agr | Str

POWER DISTANCE ong | ree er ee ong
Power distance may be defined as ‘the strength of the society’s | ly agree ly
social hierarchy. dis nor agr
The following questions are intended to define the effects of | agr disag ee
‘power distance’ mindset differences as a factor of diversity. | ee ree

Please select the best option that reflects your opinion from 1 to 5
for the following statements.

1 2 3 4 5
I believe that working with people having different ‘power | O O O O O
distance’ mindsets (by culture) has advantages.
I believe that working with people having different ‘power O O O O O

distance’ mindsets (by culture) has challenges.
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Str | Disag | Neith | Agr | Str
INDIVIDUALISM VS COLLECTIVISM ong | ree er ee ong
ly agree ly
Individualism vs Collectivism may be defined as the integration | dis nor agr
of individuals into groups. agr disag ee
ee ree
The following questions are intended to define the effects of
‘Individualism vs Collectivism’ mindset differences as a factor of
diversity. Please select the best option that reflects your opinion
from 1 to 5 for the following statements.
1 2 3 4 5
I believe that working with people having different | O O O O O
‘Individualism vs Collectivism’ mindset (by culture) has
advantages.
I believe that working with people having different ‘Individualism | [ O O O O

vs Collectivism’ mindset (by culture) has challenges.
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