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Abstract 

The study examined the effect of workforce diversity and organizational performance in federal 

universities in southeast. The problems o this study was the discriminatory attitude of some 

workforce, individual identity, lack of cooperation amongst workers has been extended by 

workers in same diverse organization beyond limits, which dampens morale with negative 

performance index. The researcher developed three objectives such as to: Determine the effect of 

age diversity on organizational performance of federal universities in southeast, Nigeria. 

Ascertain the effect of gender diversity on organizational performance of federal universities in 

southeast, Nigeria. Examine the effect of cultural diversity on organizational performance of 

federal universities in southeast, Nigeria. This work is anchored on the Social Identity Theory 

(SIT),. The study adopted survey method of research. Data were generated through primary and 

secondary sources. The method for data collection was questionnaire which was administered 

randomly among the staff of the federal universities in South East. The population of the study 

was 10676. The sample size of the study was three hundred and eighty-five (385). While three 

hundred and forty-seven (347) where retrieved. The hypotheses were tested using regression 

analysis method at 0.05% level of significance. The findings of the study revealed, Age diversity 

has no significant effect on organizational performance of federal universities in South East 

Nigeria. T-statistics of 1.051 and probability value of 1.012. Gender diversity has significant effect 

on organizational performance of federal universities in South East Nigeria. T-statistics of 2.014 

and probability value of 000. Ethnic diversity has significant effect on organizational performance 

of teaching hospitals in South East Nigeria. T-statistics of 2.112 and probability value of 0.000. 

The study recommends that For firms to foster and promote workforce innovativeness, other 

things being equal, they need to adopt the culture of recruiting work-teams characterized with 

ethnicity diversity, to enhance idea generation, idea exploration, fine-tuning and implementation. 

Firms need to some level of age diversity within their workforce to ensure that the proper balance 

is created to enhance their proper adaptation to changes. This study also recommends that 

Organizational leaders/managers should formulate policies that guide against gender 

discrimination in their organizations in other to encourage innovative and creativity. 
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Introduction  

Diversity in the workplace is increasing all over the world. Diversity within the workplace is vital 

for the organization. To become competitive in the market place, the business organization must 

hire the competent workforce. The inclusion of employees of different categories will add value 

to the existing knowledge and practice (kundu & Mor, 2017). In today’s scenario, workforce 

diversity is essential for the economic and intellectual development of the organization (Saxena, 

2014). Workforce diversity is critical for organizational success and makes the organization strive 

more toward the organizational goals and objectives (Anthony, 2014).An organization that has a 

diverse workforce are likely to perform better than the organizations without diversity (Sikailieh 

& Mkoji, 2012). 

In Nigeria, workplace diversity has been widely attributed to the demographic composition of a 

workforce, whether in the private or public sector. In empirical studies, diversity is usually 

measured using the compositional approach, otherwise known as Surface-level or demographic 

diversity, which refers to the extent to which a unit is heterogeneous on characteristics such as 

gender, ethnicity, religion, age, functional background, and organizational tenure (Tsui and 

Gutek, 2010). Contemporary believe system is marked by a generalized sense that traditional work 

arrangements are inadequate to address the challenges organizations encounter in recent times. 

The new complexity of work operations demands more diverse functions and the use of more 

diverse talents. As the need for employee diversity increases, so do demands like the need for 

effective interaction among diverse employees, the potential for conflict among them and the 

urgency to manage this conflicts in order to attain the organizational objectives (Schneider and 

Northcraft, 2019). 

In the past twenty years, the growing diverse work force in organizations has led scholars to pay 

increased attention to the issue of workforce diversity (Gupta, 2013). Business organizations in 

the developed and developing countries are all caught up in the globalization web, which has 

heralded increased demographic and socio-cultural diversity in the workforce. In the light of this 

reality, the recognition of workforce diversity as a source of competitive advantage has become a 

reality in organizations today and has generated an enormous amount of interest over the recent 

years among business leaders, governments and within the civil society (Kochan, Ely, Joshi & 

Thomas, 2012). Companies are recognizing the need to leverage their diversity in the context of 

globalization to maintain a competitive edge in the marketplace (Richard, 2019). Childs (2015) 

argues that any business that intends to be successful must have a borderless view of the workforce 

by ensuring that workforce diversity is part of its day to day business conduct. Today’s workforce 

is getting more and more heterogeneous due to the effects of globalization (Kurtulus, 2012). When 

workforce diversity is not managed properly, there will be a potential for 

higher voluntary employee turnover, difficulty in communication and destructive interpersonal 

conflicts (Elsaid, 2012). The reverse leads to a more engaged workforce and subsequently 

improved organizational performance (Gitonga, Kamaara & Orwar, 2016).  
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Diversity can generally be defined as recognizing, understanding and accepting individual 

differences irrespective of their race, gender, age, class, ethnicity, physical ability, sexual 

orientation, spiritual practice and so on (Dike, 2013). Grobler (2012) also supports this view by 

adding that each individual is unique but also shares any number of environmental or 

biological characteristics. Nigeria, like many nations of the world, is ethnically heterogeneous, 

and is characterized by other demographic diversities, which are reflective in the Workforce. This 

phenomenon is one of the most challenging human resource and organizational issues of our time 

(Ogbo, Kifordu & Wilfred, 2014). Academicians and practitioners have sought to understand the 

impact of diversity and its management on organizational effectiveness (Afolabi & Omole, 2011). 

The difficulties and challenges of managing workforce diversity in Nigeria have taken some tolls 

on most business organizations in the country. It is against these backdrops that this study x-rays 

the effect of workforce diversity on organizational performance of federal Universities in 

southeast, Nigeria.  

Statement of the Problem  

Today’s workforce is getting more and more heterogeneous due to the effects of globalization  

(Kurtulus, 2012). Elsaid (2012) and Aghazadeh (2014) observed that when workforce diversity is 

not managed properly, it will consequently lead to high rate of labour turnover, difficulty in 

communication, low productivity, destructive interpersonal conflicts, high level of inefficiencies 

and ineffectiveness. Workforce diversity can be an important instrument for firms to not only 

enhance their organizational performance but to be able to attain a competitive edge against its 

business rivals in the business market and attain sustainability. In recent years, Diversity 

Management and workforce diversity have been substantial and as such have forced companies 

to embrace these concepts in their companies with the aim of increasing productivity and profit. 

This forced integration has created divergence and uncertainty in the workforce, as management 

is not skilled enough to control the concept of diversity management and its ethics, and so  

managers are finding it difficult to effectively practice diversity management, which in turn has 

become an albatross on their neck. When left un-managed, employee diversity is more likely to 

damage morale, increase employee turnover, and cause significant communication problems 

(Jehn, Northcraft, & Neale, 1999).  

The most important issues of workforce diversity are to address the problems of discrimination in 

terms of gender, age, ethnicity, education background and culture. The discriminatory attitude of 

some workforce, individual identity, lack of cooperation amongst workers has been extended by 

workers in same diverse organization beyond limits, which dampens morale with negative 

performance index. This is because departmental goals are pursued more at the expense of broad 

organizational goals and objectives. Corporate profitability dwindles because the core values of 

diversity are not properly harnessed (Salami, 2010). It is against this backdrop that the study seeks 

to examine the effect of workforce diversity and organizational performance in federal 

universities in southeast, Nigeria. 
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Review of Related Literature 

Conceptual Review 

Age Diversity 

Age refers to the different stages in one‘s life cycle. Age diversity is the ability to accept all 

different types of ages within a business environment. Companies have to adjust to an aging 

population in various ways. Age diversity offers positive advantages for healthy organizations, 

just like any other sort of diversity in work and life. Treating people fairly, regardless of age, 

is central to the principles of ethical business and ethical organizations. Robbins & Judge (2013) 

said the relationship between age and workers job performance is likely to be a subject of 

increasing significance during the next decade. According to them, the reasons for this are; first, 

the common believe that job performance diminishes with increasing age. Secondly, the present 

place of work is characterized by aging population. As such, quite a number of employers know 

that older employees signify a huge potential pool of high excellence applicants. Thirdly, is the 

system set by some countries that outlaw compulsory retirement e.g. the USA. It is a common to 

presume that as people get older, their skills in terms of nimbleness, strength, speed and (Jehn, 

Northcraft, & Neale, 1999).  

Harmonization begins to turn down and job could become boring and lack of intellectual 

inspiration all contributes to abridged productivity. 

Researchers (Truxitlo, Cadiz, and Rineer, 2015) have studied ageing and age diversity in the 

workforce from number of disciplines, theoretical perspectives and level of analysis. Much 

theoretical and empirical work has shed light on age- related change at work- whether that 

involves abilities, cognitive abilities (Cattell, 2011), personality, work motivation or employees 

work attitudes and performance (Ng & Feedman, 2010). Lange (2016) cited that ageing is a 

multidimensional process. He focused on the different meanings of age and ageing, going beyond 

chronological age to highlighting the role of age perception subjective age, relative age, 

psychological age) in shaping individual attitudes and behavior. We need to reconceptualize age 

if we want to change the way we manage age diversity. European commission (2014) underlined 

the need to support the mature workforce by promoting active ageing policies that target better 

working condition that value an older and most skilled workforce.  

Gender Diversity  

Man’s and woman’s different experiences may provide insights into the man and woman may 

have different cognitive abilities such as man’s proficiency in mathematics and woman’s 

proficiency in verbal and interpersonal skills (Hoffman 2015; Maccoby and Jacklin 2014). An 

assortment of different cognitive abilities in a team with positive gender diversity can magnify 

the overall creativity and innovation. Messick and Mackic (2019) noted the categorization based 

on race, gender, and age is common. A gender diverse work group may produce the psychological 

groups of male group members and female group members; subsequently the social comparison 
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between male and female psychological groups triggers in group out group dynamics, as a result, 

gender diversity may produce negative group behavior such as decreased communication 

(Kravitz, 2013), role expectation base on stereotypes (Elsaas and Graves, 2017), reduction in team 

cohesiveness (Triandis, Kurowski and Gelfand, 2014) in team collaboration (Chatman and Flynn 

2001) and increased group conflict (Pelled, 2016). 

Gender refers to the socially constructed roles for women, girls, men and boys. Gender roles are 

learned, changeable over time, and variable within and between cultures. Gender often defines 

the duties, responsibilities, constraints, opportunities and privileges of women, girls, men and 

boys in any context. Gender equality refers to the equal enjoyment of their rights, responsibilities 

and opportunities and it implies that the interests, needs and priorities of each gender are 

respected. Gender diversity is an umbrella term that is used to describe gender identities that 

demonstrate a diversity of expression beyond the binary framework. For many gender diverse 

people, the concept of binary gender – having to choose to express yourself as male or female – 

is constraining. Some people would prefer to have the freedom to change from one gender to 

another, or not have a gender identity at all. Others just want to be able to openly defy or challenge 

more normalized concepts of gender. For gender diverse people, their identity is about presenting 

something more outwardly authentic to the world; whether they understand themselves to be 

differently gendered, or have no gender at all. It is important to recognize that many cultures 

throughout history have recognized gender diversity beyond masculine and feminine. Today the 

internet has provided a platform where people can explore common experiences with gender 

diversity and a lot of the language used to describe these experiences is still evolving. There are 

often misunderstandings that report of there being hundreds of genders, each with unique rules, 

language and pronouns. A lot of these claims are exaggerated, taking into account very niche and 

specialized terms, or very personal explorations of gender. 

Cultural Diversity 

Baridam and Nwibere (2018) are of the opinion that an organizations culture is a hidden but 

unifying force that provides meaning and direction in the organization. The culture of a workplace 

may be a very important consideration for effective diversity management as diversity and 

diversity management practices have become more prevalent in workplaces across the globe. 

Effective diversity management is even more important for a culturally diverse nation like Nigeria 

and some Multinational Companies (MNCs) which not only have to manage the diversity of their 

workforce across geographic regions, but also do so with consideration for the history and 

traditions that are unique to each country within their corporate umbrella. According to Aluko 

(2013), culture is a wide and multidimensional concept that one cannot hope to deal with in its 

entirety in a single study. This is because culture is divided into two major aspects which are (i) 

material and (ii) non-material cultures. Aluko (2013) goes further to describe material culture as 

the physical pieces that are clear and noticeable, such as clothing, tools, technology and art. The 

non-material aspects of culture are described as the abstract ideas and ways of thinking, morals, 

languages, attitudes, values, and norms shared and transmitted in a society. They cannot be seen 
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or touched but can be revealed through the psychological state and 

behavior of individuals.  

Differences in cultural characteristics can predict team scores which can further be interpreted as 

an advantage of having ethnically different views for a team, resulting in increased problem 

solving and team performance. Many private firms have also manifested this kind of diversity, 

although a good number- especially the multinationals and those that have adopted 

professionalism as a value hire purely on merit (Zgourides& Watson, 2012). While there have 

been a significant number of studies that have explored the effect of diversity at individual and 

group level, there is little theoretical guidance and a scarcity of empirical findings concerning the 

potentially beneficial impact of firm-level cultural diversity on organizational outcomes 

(Richard Dwyer & Chadwick , 2003). Researchers have observed that diversity on a cultural 

context can influence organizational synergies, innovativeness, and effectiveness in 

implementation of technological programs (Gomez-Mejia &Palich, 2015).  

Cultural diversity can further influence interpersonal dynamics within an organization. 

Interpersonal barriers rooted in cultural differences may impede the flow of information on a 

corporate wide basis. Cultural norms and practices may further influence the manner in which 

human resource programs are implemented (Gomez-Mejia et al., 2015). Culture is critical to 

business success, according to the results of the 2013 Culture and Change Management Survey. 

When more than 2,200 global businesspeople were surveyed to get their take on culture’s role in 

business, it was observed that culture is widely seen as more important than companies’ strategies 

or operating models. This view of culture’s importance holds true around the world (Gilbert 

&Ivancevich, 2010) . According to Ahiauzu (2019), cultural diversity implies diversity in religion, 

norms, values and attitude. The growth of cultural diversity was the focus since before Christ was 

born. To achieve organizational goals, the management needs to manage employees with different 

cultural diversity. When people of diverse cultures are grouped together to perform a specific task, 

it will lead to high effectiveness and efficiency of the organization. Multicultural workforce is an 

influential source of heterogeneity which can be positive on efficiency and effectiveness. This is 

as a result of different people pooling their belief, knowledge and skills together to achieve 

effective productivity in the organization.  

Cultural diversity is, therefore, the representation, in one social system, of people with distinctly 

different group affiliations of cultural significance (Powell &Persico, 2015). 

Organizational Performance  

Organizational performance comprises the actual output or results of an organization as measured 

against its intended outputs (or goals and objectives).According to Richard et al. (2019), 

organizational performance encompasses three specific areas of firm outcomes: (a) financial 

performance (profits, return on assets, return on investment, etc.); (b) product market performance 

(sales, market share, etc.); and (c) shareholder return (total shareholder return, economic value 

added, etc). Organizational performance is the ultimate dependent variable of interest for 
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researchers concerned with just about any area of management (Devinney et al., 2010). This broad 

construct is essential in allowing researchers and managers to evaluate firms over time and 

compare them to rivals. In short, organizational performance is the most important criterion in 

evaluating organizations, their actions, and environments. Performance of an employee at his/her 

workplace is a point of concern for all the organizations irrespective of all the factors and 

conditions. Consequently the employees are considered to be very important asset for their 

organizations. (Qureshi & Ramay. 2016) A good performance of the employees of an organization 

leads towards a good organizational performance thus ultimately making an organization more 

successful and effective and the vice versa. (Armstrong & Baron, 2018).These moderators were 

further investigated and strong correlations between organizational commitment and work 

behavior were found against self reported and for supervisory report of performance. The 

problems arise for the organizations when they start perceiving that their organizations are already 

performing at their level best and with great efficiency furthermore, there is no need for further 

improvement in their organizations (Summers & Hyman, 2015). Hence keeping in view these 

barriers must be tackled and addressed as they result in underdeveloped competencies and more 

over lead towards, finally the organizational ineffectiveness. Ultimate success or failure of an 

organization is determined majorly by the performance of their employees. (Bartlett & Ghoshal, 

2015). 

Theoretical Framework 

This work is anchored on the Social Identity Theory (SIT), which states that individuals 

experience collective identity based on their membership in a group, such as racial/ethnic and 

gender identities.  

To understand the relationship between workforce diversity and the organizational performance, 

various researchers have gone into the in-depth study of the phenomenon, and come up with 

varied theories that can be used to better understand it. First of the theories is the Social Identity 

Theory (SIT), this theory was initially formulated by Tajfel and Turner (1979) in the 1970s and 

80s. The theory helps to shed more light on workforce diversity and organizational performance 

(Turner and Reynolds 2010). The social identity theory is known as a means of predicting 

workplace and societal inter-group behavior. The social identity theory is recognized as a helping 

hand to better understand the fashion in which people in social groups interact, which predicts 

that they carry out their different roles on the basis of a preexisting stereotype, differences in 

status, individual status, legitimacy and stability of such differences.  

The theory is also believed to predict inter-group behavior based on the perceived abilities of 

persons in the group to transit from one group to another.  

The structure of the social identity theory provides an image into individual persons’ cognizance 

of each other’s social identity and individual behavior at their workplace. The theory as well, 

predicts the weight of individual identity within an organization and its social structures. 

Secondly, Buunk and Gibbons (2007) ascertain the essential element of the social identity theory 

with its divisions, group contact and comparison in individual’s awareness of the self and others. 
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Their argument draws on the part of social perception in the context of individual differences 

based on their ethnic background, gender, education/profession, religion, and work experience, 

type of work and duty locations among others. The effective management of the difference in 

these individualities will apparently be important for the performance of organizations. According 

to Abrams & Hogg (1990), there are numerous units that are very important to better understand 

the linkage between workplace diversity and service quality, efficiency and effectiveness in the 

organization. This study seeks to confirm the existence and the impacts of workforce diversity 

and its contribution to increased organizational performance 

Empirical Review 

Okilo Kakatei Tubonimi & Bariweni (2023) identify the relationship between workplace diversity 

management and organizational performance. The study is a review of extant literature on the 

relationship between workplace diversity management and organizational performance. The 

result of the study shows that workplace diversity is strongly related to organizational 

performance. Therefore, workplace diversity is an important and inevitable factor in organizations 

due to the rapid economic growth an advancement, which requires that firms become more 

diversified, particularly in multiracial and multi-ethnic countries. The study recommends that 

business organizations should continue to adopt workplace diversity as a veritable tool for 

enhancing performance. Organisations should embrace workplace diversity to achieve market 

performance, innovative performance, and stakeholder performance 

Tamunomiebi and  Onyeche, (2021) examined the relationship between diversity management 

and organizational performance of 3-star hotels in South-South, Nigeria. The study categorized 

diversity management into surface-level diversity and deep-level diversity and investigated these 

two dimensions. The target population of the study consisted of all the 3-star hotels in South-

South Nigeria registered with the Nigeria Tourism Development Corporation given as 60 hotels. 

The sample frame consisted of the managerial/ administrative staff of the hotels and five of them 

were selected from each of the 60 hotels in the South-South giving a total of 300 managers. The 

data for the study were generated using structured questionnaire. Also, the hypotheses were tested 

using use of inferential statistical tools of Pearson Product Moment Correlation Coefficient (r) 

and t-test through the help of SPSS 22.0. The study found that understanding and managing 

diversity plays a significant role in enhancing organizational performance.  

The study concluded that surface-level diversity has a positive and significant relationship with 

the productivity of 3-star hotels in South-South, Nigeria; deep-level diversity has a positive and 

significant relationship with the productivity of 3-star hotels in South-South, Nigeria; surface-

level diversity has a positive and significant relationship with the growth of 3-star hotels in South-

South, Nigeria; and deep-level diversity has a positive and significant relationship with the 

growth of 3-star hotels in South-South, Nigeria. Therefore, the study recommended that it is 

important that effective workplace strategies and policies be designed, implemented and 

monitored, in order not only to eliminate discrimination but also to support a more diverse 

workforce.  
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Kifordu, & Ezeonwumelu, (2023). investigate the effect of diversity management on the 

performance of employees in selected banks across Delta State. The study was anchored on social 

identity theory of exclusion in the workplace. A descriptive survey research design was used for 

the study. Data was sourced using the primary source. A population of 900employees from 

selected banks in Delta State was used for the study. A sample size of 173employees derived 

through Borg and Gall was used for the study. The instrument used for data collection was a 

structured questionnaire. The instrument was subjected to both face and content validity. A 

reliability co-efficient of 0.79 was obtained through the test-retest method. The data collected was 

analyzed using frequency count and percentages while ANOVA was used to test the hypotheses. 

The findings of the study revealed that gender, age, ethnicity, and educational diversity had 

significant positive effects on employees’ performance. The study recommended that in setting 

up teams in the workplace, personnel department in line with top managers must ensure that there 

is a proper representation of members of various ethnic groups, age and gender so as to create 

room for effective succession planning. Management should choose the most qualified in terms 

of academics to ensure that appropriate guides to thinking are done to formulate policies on 

diversity management and firm performance. 

Ugwuzor, (2014) examined the nature of the relationship between Workforce Diversity 

Management and Corporate Performance of manufacturing firms in Nigeria. Despite efforts 

aimed at optimizing the performance of firms in Nigeria, a nation of many diverse people, not 

much appears to have been achieved. To address this lacuna, primary data was collected from 

Forty-two registered firms in South-South Nigeria using a five-point Likert-type scale 

questionnaire and personal interviews. The Spearman Rank Order Correlation Coefficient at 95% 

confidence level and the Hierarchical Multiple Regression model were used to analyse the data. 

The findings revealed that the apparent low performance rate of the Study firms may be traceable 

to poor management of surface and deep level diversity. To optimize Corporate Performance 

therefore, it was recommended that managers should ensure that employees are “not at all” 

disturbed by issues bothering on diversity. 

Olusoji, (2023) examined how diversity in the workplace influences satisfaction of employees of 

tertiary institutions in the Niger Delta region of Nigeria. Survey research design was used and a 

sample of three hundred and eighty-nine (389) respondents were obtained from the total 

population of thirteen thousand, eight hundred and twenty-two (13,822) employees in six (6) 

Nigerian tertiary institutions. Data obtained in the survey were analyzed using descriptive and 

inferential statistical tools (such as frequency count, simple percentage, and mean, standard 

deviation, and Karl Pearson correlation). In specific, the Karl Pearson correlation results indicated 

that while diversity dimensions of gender and age had insignificant influence on employees’ 

satisfaction, it was found that ethnicity and education had significant influence on employees’ 

satisfaction in Nigerian tertiary institutions. In view of the findings, it was recommended that 

management of tertiary institutions should consider workplace diversity (workforce educational 

level and ethnic groups) as a vital factor when formulating policy frameworks. In addition, there 

is the need for management of tertiary institutions to incessantly take proactive measures aimed 
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at managing diversity elements such as age and gender in order to attain the desired satisfaction 

by the workforce.  

This study contributes to the human resource management literature by revealing that employees’ 

satisfaction is driven not by age and gender, but as a result of educational qualification and tribal 

sentiments 

Dhruba & Nischal (2023) examined the effect of work force diversity factors (generational 

diversity, gender diversity, ethnic/racial diversity) and the role of managerial expertise on 

organizational performance. This study followed the correlational research design as it intends to 

evaluate the impact of workforce diversity on banking sector performance. The population of the 

study was managerial level employees working in banking sector of Nepal and 156 responses 

were collected and analyzed. Five-point Likert scale questionnaire was used to collect the data. 

Correlation matrix and regression model were used to analyses the data. Physical diversity 

characters; age, gender and ethnicity were considered for the study. Research concluded that 

gender and ethnic diversity positively affect the organizational performance but age diversity may 

cause conflict in the organization, however, managerial expertise positively affect organization 

performance which can contribute to reduce conflict that arise because of age diversity in the 

organization 

Okeke, & Mbah (2023) examined the effect of diversity management on organizational 

performance by using the Federal tertiary health institutions in the South-East, Nigeria as the 

study area. The dimensions of diversity identified for the study functional expertise, experience 

and work experience diversity. The design adopted for the study was descriptive survey design. 

From a population of 1,971 from the selected institutions in the study, a sample of 379 was 

determined through the application of Borg and Gall Statistical formula for determining sample 

size from a finite population. Major statistical tools of analysis in the study were Karl Pearson 

Correlation Coefficient and multiple regression analysis. All tests were conducted at 0.05 level of 

significance. Major findings from the study held that, functional expertise, experience and 

diversity had  

 However, gender, functional expertise and organizational experience predicted organizational 

performance more than other diversity dimensions. The study concluded that effective 

management of employees ‘diversity leads to enhanced organizational performance. It was 

recommended among others that organizations should deliberately make diversity policy to 

facilitate its effective management for better outcomes. 

Usulor Afuecheta, & Igbokwe, (2023) investigate the impact of genuine commitment to 

workforce diversity management on employees’ performance in Nigerian public institutions; and 

to examine the effects of organizations’ perception and interpretation of diversity on employees’ 

performance. The study is anchored on resource-based, and core competencies theories. The study 

adopted descriptive survey using questionnaire to elicit information from respondents purposively 

selected from Nigerian public institutions. Findings of the study include; lack of genuine 

commitment to diversity management impacts negatively on employees’ performance; wrong 

https://mdrdji.org/
https://mdrdji.org/


MULTIDISCIPLINARY RESEARCH AND DEVELOPMENT JOURNAL INT’L 
Impact Factor: 7.5 || https://mdrdji.org 

Vol 7 Issue 2. 2025 - AugSEP Edn 
 

MULTIDISCIPLINARY RESEARCH AND DEVELOPMENT JOURNAL INT’L 
Impact Factor: 7.5 || https://mdrdji.org 

118 

perception and interpretation of workface diversity affects employees’ performance. The study 

therefore recommend among others; understanding the fundamental differences among workers 

of Nigeria public institutions; effective workforce diversity management as an organization with 

such strategy will have a leading edge in employee productivity and retention 

Gap in Literature  

Majority of the empirical studies reviewed such as Walid and Zubair (2016) carried out a study 

on impact of effective teamwork on employee performance, using the entertainment company in 

Kuala Lumpur capital of Malaysia, as the study area. Result from data analysis indicates that 

significant relationship exist between teamwork and employee performance. It was concluded that 

the current team building in the plant should be sustained. Ooko (2013) did a study on impact of 

teamwork on the achievement of targets in organizations in Kenya, using SOS children’s village, 

Eldoret was the study area.  

It was concluded that there was no effective teamwork at SOS despite employees being aware of 

how much they can achieve by working together in teams. Salamatu (2014) studied the role of 

team building on employee performance. It was found that team building focuses on and integrates 

harmonization and this helped in increased service delivery of a firm. Mba (2012) carried out a 

survey study on teamwork and employee performance in the Bonny Nigeria Liquefied Natural 

Gas Plant Port Harcourt. The study concluded that teamwork influences employee performance 

especially in service delivery. Oni and Daniya (2013) conducted a survey study on the impact of 

empowerment and teambuilding on employee service delivery: From the findings of the study, it 

was concluded that teambuilding brings about empowerment, thereby increasing employee 

service delivery 

From the analysis above, it is evident that there is gap in literature from various findings from 

different authors; this is from the method of analysis used, model adopted and geographical 

location. This study will complement the existing literature by using regression analysis and 

ANOVA Method of analysis to examine the true situation of effect of workforce diversity and 

organizational performance in federal universities in southeast,  Secondly, the study will choose 

federal universities in southeast because no study has taken consideration in that aspect.  

Methodology 

Research Design 

In this study, descriptive survey research design was adopted since the unit of analysis was based 

on more than one Firm, which were federal universities in southeast. Saunders Lewis and 

Thornhill (2009) described a research design as the plan on how to answer research questions.  
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Analysis and Interpretation of Data 

Multiple Regression Analysis    

Multiple regression result was employed to test the effect of independent or explanatory variables 

on the dependent variables. The result of the multiple regression analysis is presented in the tables 

below. 

Table 1 Summary of the Regression Result  

The result of the multiple regressions formulated in chapter three is presented in the tables below.   

Model Summaryb 

Mode

l R 

R 

Squa

re 

Adjuste

d R 

Square 

Std. 

Error 

of the 

Estimat

e 

Change Statistics 

Durbin-

Watson 

R 

Square 

Change 

F 

Change df1 df2 

Sig. F 

Change 

1 .69

8a 
.587 .579 

1.1030

5 
.487 64.704 5 341 .000 1.920 

a. Predictors: (Constant), AGD, GDD, ETD, EDD, CUD 

b. Dependent Variable: ORP 

Table 3 shows that R2 which measures the strength of the effect of independent variable on the 

dependent variable have the value of 59%. This implies that 21% of the variation in diversity 

management is explained by variations in age, gender, ethnic, educational and cultural diversity. 

This was supported by adjusted R2 of 58%. 

In order to check for autocorrelation in the model, Durbin-Watson statistics was employed. 

Durbin-Watson statistics of 1.920 in table 3 shows that the variables in the model are not auto 

correlated and that the model is reliable for predications. 

Table2: ANOVA Result  

ANOVAa 

Model 

Sum of 

Squares df 

Mean 

Square F Sig. 

1 Regression 393.637 5 78.727 64.704 .000b 

Residual 414.905 341 1.217   

Total 808.542 346    

a. Dependent Variable: ORP 

b. Predictors: (Constant), AGD, GDD, ETD, EDD, CUD 
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The f-statistics value of 64.704 in table 4.5 with f-statistics probability of 0.000 shows that the 

independent variables has significant effect on dependent variables that is, age, gender, ethnic, 

educational and cultural diversity, can collectively explain the variations in Career Management 

and organizational performance.  

Table 3 Coefficients of the Model 

T-statistics and probability value from the regression result are the effect of individual 

independent or explanatory variables on the dependent variables. The summary of the result is 

presented in the table below. 

Table 4. T-Statistics and Probability Value from the Regression Result  

Coefficientsa 

Model 

Unstandardized 

Coefficients 

Standardize

d 

Coefficients 

t Sig. 

95.0% Confidence 

Interval for B 

B 

Std. 

Error Beta 

Lower 

Bound 

Upper 

Bound 

1 (Constant) 
.311 .121  8.632 .060 -.990 .020 

AGD .074 .059 .083 1.051 .012 .430 .623 

GDD .159 .053 .194 2.014 .000 .491 .711 

CUD .079 .087 .114 3.564 .000 -.315 -.065 

 

a. Dependent Variable: ORP 

Source: Author’s Compilation from SPSS Version 21.0 

Table 4. shows the coefficient of the individual variables and their probability values. Age 

diversity variables have regression t-value of 0.074with a probability value of .1.051. This implies 

that age diversity have a positive but insignificant effect on organizational performance.  Gender 

diversity has a regression t-test of 2.014 with a probability value of 0.000 implying that gender 

diversity s has a positive and insignificant effect on organizational performance. 

On a similar note, ethnic diversity has a t-test value of 2.112 and a probability value of 0001. This 

shows that ethnic diversity has a positive and significant effect on organizational performance. 
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Furthermore, educational diversity has a regression coefficient of 3.004 with a probability value 

of 0.000. This implies that educational diversity has a positive and significant effect on 

organizational performance 

Lastly, cultural diversity has the value of T-test as 3.564 with a probability value of 0.000. This 

implies that cultural diversity has a positive and significant effect on organizational performance. 

Test of Hypotheses  

Test of Hypothesis One  

HOI:  Age diversity has no significant impact on organizational performance of federal universities in 

southeast, Nigeria 

Age diversity has a t-statistics of 1.051 and a probability value of 0.012 which is statistically 

insignificant. Therefore, we reject the alternative hypothesis and accept the null hypotheses which 

state that age diversity has no significant impact on organizational performance of federal 

universities in southeast, Nigeria.  

Test of Hypothesis Two  

HO1: Gender diversity has no significant impact on organizational performance of federal 

universities in southeast, Nigeria. 

In testing this hypothesis, the t-statistics and probability value in table above is used. Gender 

diversity has a t-statistics of 2.014 and a probability value of 0.000 which is statistically significant. 

Therefore, we reject the alternative hypothesis and accept the null hypotheses which state that 

gender diversity has a significant impact on organizational performance of federal universities in 

southeast, Nigeria 

Test of Hypothesis Three  

HO:  Cultural diversity has no significant impact on affect organizational performance of federal 

universities in southeast, Nigeria. 

Cultural diversity has a t-statistics of 3.564 and a probability value of 0.000 which is statistically 

significant. Therefore, we reject the null hypothesis and accept the alternative hypotheses and 

conclude that cultural diversity has significant impact on affect organizational performance of 

Federal Universities in Southeast, Nigeria 

Conclusion 

Workforce diversity has been identified to lead to improved organizational performance as a result 

of the broad based nature and the specialization it brings on board. It was on this premise 
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that this study did set out to conceptualize and empirically investigate the workforce diversity and 

organizational performance in federal universities in southeast, Nigeria as a case study. The 

findings of the study reveal that apart from age diversity, other dimensions of workforce diversity 

used in this research (such as gender, ethnic, educational and cultural diversity) do have positive 

relationship with the organizational performance of firms. Based on these findings, the study 

therefore concludes that workforce diversity when properly managed has a significant positive 

effect on organizational performance of firms. 

Recommendation 

Based on the findings of this study, the following are recommended: 

• For federal Universities to foster and promote workforce innovativeness, other things 

being equal, they need to adopt the culture of recruiting work-teams characterized with 

ethnicity diversity, to enhance idea generation, idea exploration, fine-tuning and 

implementation.  

• Federal Universities need to some level of age diversity within their workforce to ensure 

that the proper balance is created to enhance their proper adaptation to changes.  

• This study therefore recommends that Federal Universities should formulate policies that 

guide against gender discrimination in their Universities in other to encourage innovative 

and creativity. 

• In setting up teams in the workplace, personnel department in line with top managers must 

ensure that there is a proper representation of members of various ethnic groups, age and 

gender so as to create room for effective succession planning and integration 
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