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ABSTRACT
In work environments, people of different cultures and backgrounds have to work together, so they are able to interact and communicate on a daily basis. This can be exciting and interesting, yet it also brings about frustrations and uncertainties at times. It therefore becomes essential for any progressive organization to continuously seek ways to embrace and address these changes. Therefore, the study examines the effects of work place diversity on organizational performance of teaching and non-teaching staff of Babcock University. The study adopted survey research design. The study adopted a simple random sampling technique to sample the employee from the population. The data for the study were collected through the use of questionnaires. The data collected were analysis using descriptive statistics and regression which were use to test the effects of work place diversity on organizational performance. All the analyses were carried out using SPSS. The result of the analysis reveals that employee culture has significant effect on organisational productivity; employee personality has effect on organizational profitability and employee behaviour has significant effect on organisational efficiency. The recommend that the environment and top management should be equally supportive for both teaching and non-teaching staff otherwise, the Organizational Performance can be declined. The study concludes that work place diversity has effect on organizational performance. 
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CHAPTER ONE
INTRODUCTION
1.1. Background to the Study
Globally, in the business world of today, most businesses and organizations are faced with several problems as relating to their organizational or business performance. One of such problems is in the area of human management which refers to the utilization of human resources effectively and efficiently in order to achieve an organizations goals and objectives. An organizational performance lies on the overall efforts of its employees, that is, how well an organization manages its workforce towards productivity and overall business performance. (Adebayo, 2020).
In USA, there is difficulty blending multiple personalities into a cohesive and unified team. This can be an enormous issue, regardless whether the team is part of the executive suite, special project team in an R&D lab, or an operating team in a production facility. People’s personalities vary widely, and the diversity of backgrounds, opinions, views, and experiences can cause challenges for teams. This creates a unique set of potential issues and opportunities. If an organization can get people to come into alignment to support common objectives, a diverse team of leaders can produce amazing results, take on the demands of customers, and meet the threat of competitors. However, if organizational leaders stay in their silos, protect their own “turf,” fail to share information, refuse to collaborate on shared problems, or lack the ability to think with an entrepreneurial mindset, the organization will under-produce, (Zammuto, 2019).
In Europe, some organizations have a lot of hardworking people who have good intentions. However, despite their experience in the service industry, their technical talent and the subject-matter expertise that many leaders bring to the table, creating a high-performance organization is often still out of reach, (O’Sullivan, &Lazonick, 2021). Sometimes leaders are aware of their behavioral shortcomings; in other cases, they are blind to their leadership deficits. People inside the organization are often afraid to candidly say what they think, and helping enormously successful leaders with their Achilles heels can be tricky. Leading and managing an organization is a complex task that requires a unique mix of skill leaders who have to utilize their natural strengths, they also have to search relentlessly for ways to close their own performance gaps and improve their behavior. Without continuous improvement, an organization’s capabilities will be severely limit In short, if leaders don’t constantly raise their game, they will suck all the energy and employ engagement out of an organization. Leaders need to be constantly aware of and working on their personal opportunities for improvement.
In Africa, organizations are faced with lack of poor communication and feedback. There seem to be two extremes in this area: either people do everything in their power to avoid confronting others and holding them accountable or they relish any opportunity to chew people out, belittle them, and crush their spirits. Many organizations in Africa have countless leadership teams which the number-one problem was a lack of honest, constructive, and open dialogue about team members’ practices, styles, skills, or behaviors. Without a culture of openness, feedback, and coaching, organizations will struggle to grow. Many organizational teams try to muddle through this somehow enduring the bully or trying to guess what other want and need from them. People often tell others that they fear reprisal or retaliation if they open up, but the reality is that leaders can’t execute on their strategies, lower costs, or effectively launch new processes or services when people fail to communicate with constructive candor, so this is an issue that must be overcome, (Boldman& Deal, 2021).
In West Africa, as technologies change practically at the speed of light, it’s vital for organizations in the service industry to innovate or be left behind. However, many organizations started their careers and businesses before many of these technologies even existed! Organizations can be vital for integrating new technologies, in particular mobile app development, and cloud computing. Lack of direction is one of the most common organizational issues. 
According to Aluko (2023), building a solid organization in Nigeria takes hard work and a keen awareness of the culture and environment that exists in a business. Most executives are very busy people; a lot of things vie for their attention. Market conditions can change fast in business world and demand huge portions of leader’s time. Unfortunately, while they’re busy focusing on the many necessary operational distractions, many managers take their eye off the teamwork ball. This means that communication suffers and leaders get preoccupied and fail to recognize people, celebrate progress, build the talent pipeline, or invest time reviewing processes, practices, and better ways of working across functions. People then become disengaged, create marginalized, and lose focus and commitment in the organization.
In Europe, culture is indeed one of the keys to war and peace in the world. The identity crisis which has spared neither France nor Europe today largely explains the upheavals in the world. One of the main challenges facing us today is to convince our fellow citizens of the strength to be found in a solid identity, to help them live with globalisation and open themselves to others without fear of losing their own identity. It is thus in phase with the new role of cultural diplomacy, which is no longer merely a question of promoting the heritage and creation, but also of reviving and bringing out the strength of identities, in a spirit of peace and respect for others, in a world where most conflicts are first and foremost conflicts of identity. The globalization of culture is a fact of life. It is at once an extraordinary opportunity for the circulation of ideas, people, works and products, but there is also a risk of everyone falling into the same mould, and their cultures and languages disappearing, (Giovanni, 2021).
In work environments, people of different cultures and backgrounds have to work together, so they are able to interact and communicate on a daily basis. This can be exciting and interesting, yet it also brings about frustrations and uncertainties at times. It therefore becomes essential for any progressive organization to continuously seek ways to embrace and address these changes. Some of the prevailing issues on organizational performance can be attributed to matters concerning cultural diversity such as personality, culture and employee behavior (Maimuna & Rashad, 2021). Therefore, for organizations to survive and remain relevant and competitive, it is essential for them to be able to manage its cultural diversity efficiently and effectively in a bid to enhance organizational performance (Sunia, 2022). 
In Asia, cultural diversity is the confusion between functional diversity and types of non-functional diversity. Functional diversity, or diversity that leads to more effective function or innovation (Bunderson& Sutcliffe, 2022), is often the form of diversity intended in common workplace statements such as “we need to focus on diversity,” or “diversity is something we strive for.” However, in practice there are many forms of diversity that can be encountered in organizations, not all of which are related to improving organizational effectiveness, and some of which may be harmful. Many of these forms of diversity have been termed social diversity (Bunderson& Sutcliffe, 2022).
A closer look on Africa from the perspective of cultural diversity reveals that there is an inherent and intrinsic relationship between Africa and cultural diversity which could be likened to the identity relationship between the snake and lengthy body. Cultural diversity is a central part of the African collective identity. This central aspect of the African identity has not always proven to be a blessing for Africa in dealing with herself and also in her history especially in her encounter with the rest of the world, (Bell, 2019). This is due to, among other things, the fact that the intrinsic African cultural diversity is dominantly an ethicized cultural diversity. This implies that the respective African cultures are specifically bounded and integrated mostly within particular groups. These define different parts of the continent in contradistinction to one another, emphasizing more of the differences and local contextualities at the expense of the collective Africa perspective, (Bell, 2018).
According to Young (2021) in West African countries, cultural diversity may come with a huge language barrier that may hinder the process of working together towards a common outcome. Perceptual, cultural and language barriers need to be overcome for diversity programs to succeed. Ineffective communication of key objectives results in confusion, lack of countries reaching an agreement, lack of teamwork, and low morale. This can impact the perceived results and it results in the organization losing a lot of clients and profits.
Furthermore, in the submission of Odeyemi (2019) cultural diversity has been an obstacle to the overall political and economic development of Nigeria. He stressed further that ethnicity is the most definitive cause of social crisis, injustice, inequality and religion-political instability, fears and tension across the polity. Be that as it may, the poser is that, if the feeling of national identity is being threatened by cultural diversity what then can a nation-state like Nigeria do? This “national question” had dominated Nigerian politics and literature even before independence in 1960. On the other hand, the costs associated with more ethnic diversity would be related to more difficult communication and coordination (Lazear, 2018; Morgan & Vardy, 2022)
According to Klarsfeld (2021), organizations find it hard to come up with standardized policies to accommodate a much-diversified group of employees. This can be an insurmountable challenge to advocates of diversity. In response to this, diversity advocates, armed with the results of employee assessments and research data, must therefore build and implement a customized strategy to maximize the effects of diversity in the workplace for their particular organization. The very same individuals that are trying to address the issue of cultural diversity may themselves have the very same issue amongst themselves thus making it difficult for them to manage it.
The issues of employee culture in the organization which ranges from different employee background, ethnic group, difference in language could have an endangering effect on the organizational productivity, due to the fact that, employees with same ethnicity might find it difficult communicating with other ethnic in the same workplace, which ultimately will create a feeling of minority from the majority and thereby affecting the overall organizational productivity.
Employee personality is the trait or characteristics an employee exhibit. The attitude of an employee in the workplace could have either a positive or negative effect on the organizational profitability. When bad attitude is shown by the employees in the organization, it will impact on bad performances to an organization, (Colquiit, 2019). Whether a person as manager or subordinate employees will dealing with the people or individual who do not have same personality in the workplaces. A negative personality of employees in the workplace from one to another will significantly affect the overall organizational profitability.
The behavior put forward by employees in the organization towards others has a way of affecting the organizational efficiency. Employees who engages in shouting on fellow workers, spreading rumors, criticizing their boss and gossiping at workplace isn’t an healthy one for the organization. An employee who is rude to other team members is tending to affect the organizational efficiency. Since an organization is the working together of group of people towards a common goal, it is therefore required from an employee to be polite, and speak softly while addressing other team members in order to enhance organizational efficiency, as the rudeness of one employee will affect the performance of others. 
1.2. Statement of the Problem 
The 21st century managers are saddled with the responsibility of both leading employees and responding to the needs of customers who are more ethnically and culturally diverse from each other. Leaders in both the public and the private sectors are focusing more attention on the issue of diversity. Whether the goal is to be an employer of choice, to provide excellent customer service, or to maintain a competitive edge, diversity is increasingly recognized and utilized as an important organizational resource. Leaders and managers within organizations are primarily responsible for the success of diversity policies because they must ensure that the policies are effective. The most important issues of cultural diversity are to address the problems of discrimination in terms of culture, personality, and behaviours. 
The main purpose of this study is to examine cultural diversity in workplace and organizational performance. Various factors that enhance the relationship between cultural diversity in workplace and organizational performance as mediators are also explored. Employee culture, employee personality and employee behaviour are taken as the dimensions of diversity. 
The discriminatory attitude of some employees, individual identity, lack of cooperation amongst employees 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, 2019). Countless studies have been conducted on cultural diversity. This study is provoked by the gap left unfilled by a substantial number of research works that has been conducted on cultural diversity and its significance on the organizational performance. 
Studies undertaken by Irungu (2018), Awino (2018) and Sifa (2020) have all treated organization performance as a dependent variable. The findings of each of these studies indicate that performance is a function of a combination of factors. Irungu’s (2018) study revealed that there is a relationship between employee personalities and various indicators of organizational performance. Awino’s (2018) study focused on the effect of employee diversity on corporate performance while Sifa’s (2019) study focused on the influence of employee team behaviors and organization performance. Both of these studies indicated that organizational practitioners continue to be faced by a lot of employees’ problems that have their roots in the diversity, which ultimately impede progress towards achieving high performance. Ahiauzu (2020) states that, most of the literature on cultural influences on organizational performance and behavior is of poor quality consisting of anecdotes and prescriptions based on western experience and imagination
The above-mentioned negative effect of cultural diversity in workplace is prevalent to organizations today, but requires solutions for organizations to perform optimally. Hence, this study investigated the impact of cultural diversity in workplace and organizational performance using Babcock University Ilisan Remo, Ogun State. 
1.3. Research Questions
Based on the objectives of this study, the following research questions are posed;
i. How does employee culture affect the organizational productivity?
ii. What is the effect of employee personality on organizational profitability?


1.4. Objectives of the Study 
The general objective of this study is to investigate how cultural diversity affects organizational performance in Babcock University, Ilisan Remo, Ogun State, Nigeria. However, the following sub objectives are considered to:
i. assess the effect of employee culture on organizational productivity;
ii. determine the effect of employee personality on organizational profitability;
1.5. Research Hypotheses
Based on the objectives and research question used, the following hypotheses were developed in order to make valid conclusions on the subject matter. 
Ho1: Employee culture has no significant influence on organizational productivity level.
Ho2: Employee personality has no significant effect on organizational profitability. 
1.6. Scope of the Study
This study examined cultural diversity in workplace and organizational performance. This study will be carried out in Babcock University, Illisan Remo, Ogun State, Nigeria.  The Educational sector was being considered because it is one of the most important sectors in Nigeria. Babcock University Illisan, Remo, Ogun State was selected because it is one of the very first private universities in Nigeria (Aluko, 2021), and is one of the fastest developing private University currently situated in Ogun State, Nigeria. The findings of this research are subject to culture, personality, employee behavior and overall organizational performance elements of the respondents. The study population for the study was 1,062 employees of Babcock University while the sample size was 252 employees of Babcock University to be selected randomly.
1.7. Significance of the Study
This research is relevance to various stakeholders such as the government, university management, researchers and academics on how employee cultural diversity affects organizational performance.
To the government, policy makers obtain data that guides them in regards to recruitment of employees with diverse cultural orientations in its different sectors. This in return makes our government competitive economically since the success of a government globally, is becoming increasingly dependent on its ability to deal with the challenges of cultural diversity.
To the University Management, the management benefits by obtaining information on the significance of employee cultural diversity on its organizational performance. The findings of the study are an opportunity for strategy formulation and implementation for not only Tertiary institution in Ogun State and Nigeria in general. 
To the researchers and academics, the researchers benefit from the findings of this study as it contributes to the package of knowledge and skills on enhancing performance in a diverse cultural organization. The research also opens up new areas for future research by interested academicians, scholars and researchers
1.8. Definition of Terms 
Employee Culture: is a man’s medium that forms the human life of an individual (Tayeb, 2021)
Organizational Performance: is the execution or accomplishment of work, tasks or goals to a certain level of desired satisfaction (Ely & Thomas, 2019) 
Cultural diversity: is the existence of diverse individuals from different cultures or societies whose differences arise from language, religion, race, sexual orientation, gender, age and ethnicity (Grobber, 2019).
Personality: are the unique traitsthat differentiate an individual behavior or look from others. (Guilford, 2021)
Organization Productivity: is the correlation that exists between the quantity of inputs and outputs from a clearly defined process, (Bhatti, 2018)
Organization Profitability: means ability to make profit from all the business activities of an organization, company, firm, or an enterprise. (Adi, 2019)
Organization Efficiency: is productivity of estimated effects; specifically productivity without any form of waste. (Salas, 2019)


CHAPTER TWO
LITERATURE REVIEW
2.0. Introduction
This chapter presents literature, which is relevant to the research questions stated in chapter one. First, how employee culture affects organization performance. Secondly, studies dealing with employee personality effect on organization performance. Thirdly, the employee behavior effect on organization performance. Finally, the chapter ends with a conclusion.
2.1. Conceptual Review
The conceptual framework of this study will give detailed information on cultural diversity on organizational performance, which will be discussed below.
2.1.1. Concept Of Workplace Cultural Diversity
Many organizations throughout Nigeria are unsure of what it takes to effectively manage diversity. This is partly due to the fact that top management only recently became aware of the combined need and importance of this issue. At this point, it is necessary to provide a framework for categorizing organizational initiatives. Researchers and practitioners have developed relevant frameworks. One was developed by Roosevelt (2021), who is a diversity expert. He identified eight generic action options that can be used to address any type of diversity issue. A second was proposed by another diversity expert, Mitchell (2023). She empirically identified the specific diversity initiatives used by 16 organizations that successfully managed diversity in developed countries. This framework is reviewed in order to provide information both on broad and specific understanding on how organizations are effectively managing diversity.
Diversity is a subjective phenomenon, created by group members themselves who on the basis of their different social identities categorize others as similar or dissimilar: “A group is diverse if it is composed of individuals who differ on a characteristic on which they base their own social identity”. Diversity could be defined as that which differentiates one group of people from another along primary and secondary dimensions. Primary dimensions of diversity, those exerting primary influences on our identities, are gender, ethnicity, race, sexual orientation, age and mental or physical abilities and characteristics.
Diversity can generally be defined as recognizing, understanding and accepting individual differences irrespective of their race, gender, age, class, ethnicity, physical ability, race. Sexual orientation, spiritual practice and so on. Grobler (2022) also supports this view by adding that each individual is unique but also share any number of environmental or biological characteristics. 
Diversity can be classified into two dimensions. The primary dimension such as age, gender, sexual orientation and so on, exhibits the main differences between various individuals. This primary difference also has the most impact on initial encounters and can be easily noticed and serve as filters through which people view the world. The secondary dimensions such as religion, education, geographical location, income etc, are those qualities that are not noticeable in the first encounter and can even change throughout different encounters. These qualities are only noticed after some interactions occur between individuals. (Ashton 2019). Globalization in this recent time has triggered more interaction amongst people from different cultures and backgrounds than before. People are now more open-minded in the marketplace worldwide with competition coming from almost everywhere in the continent. Diversity can be a problem to an organization but could also be a solution, It also comes with its disadvantages but also benefits and dangerous but also constructive. The challenge then is to extract the very essence of diversity and tactically manage it for the improvement of the people and the organization. 
Most organizations in their own perspective, adopt diversity at their workplace or organization to become more creative and open to change. Increasing and improving workplace diversity has become an important issue for management in the recent years due to the recognition of how the workplace is changing. Since managing diversity still remains a challenge in organizations, managers tend to learn managerial skills needed in a multicultural working environment and prepares themselves to teach others within their organizations to value cultural differences and treat all employees with dignity. For some business leaders and managers point of view, diversity is a big challenge to them although it knows no organizational boundary and has no limitations.
Generally, most people define diversity as recognizing and celebrating what makes people different like culture, ethnicity, religion among others. Bell (2023) defines diversity as real or perceived differences amongst people in race, ethnicity, sex, age, religion, family status, weight, appearances and other identity-based attributes that affect their interactions and relationships. According to Cole and Kelly (2019), two general approaches to defining workforce diversity seem to dominate: The first and narrow view defines workforce diversity only as a term related to equal employment opportunity. The narrow view typically adopts categories of race, colour, religion, sex and national origin. The second argues that workforce diversity is a broader concept that includes all the ways in which people can be different. According to Weiliang (2020), organizations are realizing that diversity can be viewed as a resource that can give them a competitive edge. Most organizations that prioritize diversity have highly motivated employees that are always willing to perform to the best of their ability, in order to increase productivity and profitability (Chuah 2020). According to Dahm (2023) diversity is so sensitive and emotional such that companies need to pay attention to it and use it as a tool to better themselves. Salas (2019) further emphasizes Dahm’s proclamation by saying that if diversity is given sufficient attention, it can raise the company’s overall performance in ways not otherwise attained. Presently, companies are embracing a more inclusive definition of diversity that recognizes a spectrum of differences that influence how employees approach work, interact with each other, derive satisfaction from their work and define who they are as people in the work place.
According to Scheider and North craft (2020) culture is a complex, multidimensional construct that can be studied on several levels such as international, national, regional, business, and organizational. Each individual is generally influenced by a wide range of cultural factors: ethnic, organizational, and national. Commonly used definitions of cultural diversity include racial, sexual, organizational, professional, and national heterogeneity (Berry & Sam 2023). Cultural diversity is here defined as the heterogeneity of national cultures of team members. An individual’s national culture is considered to be that of his or her country of residence according to Berry and Sam (2022). Culture has been defined as the collective programming of the mind which distinguishes the members of one group or category of people from another. However, according to Gill, Tenenbaum, and Eklund, (2021) individuals from different cultural backgrounds communicate and make decisions differently and their verbal and nonverbal communication styles differ. 
Cultural diversity increases alternatives for everyone, and is at the core of one’s development (Ely &Thorma 2020), and the matter is not only economic growth, but the means to achieve knowledge, emotion, morality, and spirit against the background of cultural tolerance. Cultural tolerance is respect, sharing, and mutual understanding. According to Berry and Sam (2023), cultures that are unable to gain a position in the global culture would be gradually turned into cultures that are dependent on the dominant culture.
There have been so many changes in the cultural make-up of organizations that it becomes imperative for leaders and supervisors to understand cultural diversity and how it can affect their organization. Cultural diversity has been defined as the representation, in one social system, of people with distinctly different group affiliations of cultural significance (Scheider &Northcraft 2021).
The following elements of cultural diversity namely culture, personality, and employee behavior will be discussed below. 
Employee Culture
According to Berry and Sam (2020), certain words, like diversity and culture, are jointly used together in different spaces, without a proper understanding of their meanings. While particular situations are described using the same words by many at the same time they fail to understand their meaning. Individuals fail to understand that diversity can mean similarities between things or human beings, and as a result when people are asked to describe diversity they associate it to differences. 
Cultures originate from common views, ethics, customs, conducts and are spread from generation to generation through a process of learning. Individuals in communities and in work environments are able to work together if there is an understanding of each other’s culture. If that is not the case, issues can bring about prejudice and discrimination (Culture and Diversity in the Workplace 2023). This comes in a process called Cultural Exchange, where individuals from different cultures share experiences of their culture and interactions like this enhances their knowledge about other cultures. The aim of this exercise is to firstly develop a good understanding between individuals and their counterparts about their cultures and learn to value those cultural differences such that there is less misunderstanding (Gill et al., 2020). Cultural components of conduct such as the language one speaks, religion one embraces, values one complies to, standards and customs learned from childbirth are shared by a group of people that associate themselves to that particular culture (Culture and Diversity in the Workplace 2021)
Culture has been defined in many different ways and by many different theorists. For instance, according to Geert et al (2019) “it is the collective programming of the mind that distinguishes the members of one group or category of people from others”. Kotter and Heskett (2020) noted that culture is “a set of beliefs, values and behaviors commonly held by a society, being derived from social anthropology as a framework for understanding ‘primitive’ societies”. Finally, Deal and Kennedy (2020) defined culture in short as “the way we do things around here”.
Challenges of Diversity in the Workplace 
Taking full advantage of the benefits of diversity in the workplace is not without its challenges. Some of those challenges that emerge as a result of diversity in the work place are mentioned below. These challenges need not be overlooked by organizations as they significantly impact their effectiveness and productivity (Culture and Diversity in the Workplace 2023). 
a. Communication 
According to Young (2018), cultural diversity may come with a huge language barrier that may hinder the process of working together towards a common outcome. Perceptual, cultural and language barriers need to be overcome for diversity programs to succeed. Ineffective communication of key objectives results in confusion, lack of teamwork, and low morale. This can impact the perceived results and it results in the organization losing a lot of clients and profits (Culture and Diversity in the Workplace 2019). 
b. Resistance to change 
Cultural diversity brings about change, as it necessitates finding a common understanding and collaboration between employees. There are always instances when employees refuse to accept the fact that the social and cultural makeup of their workplace is changing. Mor Barak (2020) states that the “we’ve always done it this way” mentality silences new ideas and inhibits progress. This mentality can also create a lack of trust and uncertainty of every action or development to be made by organizations. 
c. Implementation of diversity in workplace policies 
According to Klarsfeld (2020), organizations find it hard to come up with standardized policies to accommodate a much-diversified group of employees. This can be an unsurmountable challenge to advocates of diversity. In response to this, diversity advocates, armed with the results of employee assessments and research data, must therefore build and implement a customized strategy to maximize the effects of diversity in the workplace for their particular organization.
d. Successful Management of Diversity in the Workplace 
The very same individuals that are trying to address the issue of cultural diversity may themselves have the very same issue amongst themselves thus making it difficult for them to manage it. Diversity training alone is not sufficient in determining the success of an organization’s diversity management plan. A strategy must be created and implemented to create a culture of diversity that applies to every department and function of the organization (Mor Barak 2021).
Managing Cultural Diversity in the Workplace 
Effective managers are aware that certain skills are necessary for creating a successful, diverse workforce. Firstly, managers must understand issues such as discrimination and their consequences. Secondly, managers must recognize their own cultural biases and prejudices (Prause, 2019). Diversity is not about differences among groups, but rather about differences among individuals. Each individual is unique and does not represent or speak for a particular group. Finally, managers must be willing to allow the organization go through change management if necessary (Morais, 2021). Organizations need to learn how to manage diversity in the workplace to be successful in the future (Bindu, 2021). 
Unfortunately, there is no single recipe for success in this regard, as it mainly depends on the manager’s ability to understand what is best for the organization based on teamwork and the dynamics of the workplace. According to Morais (2023), managing diversity is a comprehensive process for creating a work environment that includes everyone. When creating a successful diverse workforce, an effective manager should focus on personal awareness. Both managers and associates need to be aware of their personal biases. Therefore, organizations need to develop, implement, and maintain ongoing training because a one-day session of training will not change people’s behaviours. Managers must also understand that fairness is not necessarily equality. Managing diversity is about more than equal employment opportunity and affirmative action (Globalisation& Business, 2021). 
Managers should expect change to be slow, while at the same time encouraging change (Prause 2019). Another vital requirement when dealing with diversity is promoting a “safe” place for associates to communicate (Moran 2019). Social gatherings and business meetings, where every member must listen and have the chance to speak, are good ways to create dialogue. Managers should implement policies such as mentoring programs to provide associates access to information and opportunities. Also, associates should never be denied necessary, constructive, and critical feedback in learning about their mistakes and successes (Wambui 2021). 
a. Communication: Providing information accurately and promptly is critical to effective work and team performance. This is particularly important when a project for instance is undergoing challenges and needs immediate corrective actions. However, individuals from different cultures vary in how they relate to bad news. Individuals from some Asian cultures are reluctant to give supervisors bad news, while those from other cultures may exaggerate it (Bindu 2019). 
b. Team-building: Some cultures in the United States are individualistic, and people want to be alone most of the time. Other cultures value cooperation within or among other teams. Team-building activities can become more problematic as teams are comprised of people from a wide range of cultural backgrounds. Effective cross-cultural team-building is essential to benefiting from the potential advantages of cultural diversity in the workplace. Team-building creates an environment where people can understand one another better, are able to complement their thinking and in return implement that in their work (Wambui 2021). 
c. Calendars: The business world generally runs on the western secular year, beginning with January 1 and ending with December 31. However, many cultures use other calendars to determine holidays such as New Year’s or specific holy days. For example, Eastern Orthodox Christians celebrate Christmas on a different day from western Christians. For Muslims, Friday is a day of prayer. Jews observe holidays ranging from Rosh Hashanah to Yom Kippur. These variations affect the workplace as people require time off to observe their holidays. It is therefore very important that organizations create cultural calendars. A cultural calendar will have all these cultural activities attached to it, making it known to all employees that a specific event will be celebrated and when this celebration will be. A cultural calendar is a helpful tool to ensure meetings are successful, employees take time off to celebrate their cultural events while ensuring that they meet deadlines. With this calendar, co-workers won’t have a problem filling in for one another while they participate in these cultural events (Culture and Diversity in the Workplace 2020).
2.1.2	Concept Of Organisaional Performance 
Organizational performance refers to how effectively an organization is able to achieve its goals, objectives, and overall mission. It is a measure of how well an organization functions in terms of productivity, profitability, customer satisfaction, employee engagement, and the ability to adapt to market changes. Organizational performance can be assessed through various metrics and indicators, and it encompasses both short-term and long-term success.
i. Financial Performance: This is often measured through metrics like profitability, revenue growth, cost control, and return on investment (ROI). It's a reflection of the organization's ability to generate income and manage its finances efficiently.
ii. Operational Efficiency: The ability to optimize processes, reduce waste, and enhance productivity. This includes streamlining workflows, improving supply chain management, and minimizing costs while maximizing output.
iii. Customer Satisfaction: A key indicator of organizational performance, as satisfied customers are more likely to return and recommend the company. This can be measured through surveys, feedback, retention rates, and market share.
iv. Employee Performance and Engagement: Engaged employees are typically more productive, loyal, and committed to organizational goals. Measuring employee satisfaction, retention, performance reviews, and skills development are essential to this area.
v. Innovation and Adaptability: The ability of an organization to innovate and respond to changes in the market, technology, and consumer preferences. This aspect includes the development of new products, services, or processes that give the organization a competitive edge.
vi. Leadership and Strategy: Strong leadership and effective strategic planning are crucial for guiding the organization towards its goals. This includes decision-making, setting clear directions, and inspiring the workforce.
vii. Compliance and Sustainability: Performance isn't only about profitability; organizations also need to adhere to legal and ethical standards and demonstrate corporate social responsibility (CSR). Sustainable practices, regulatory compliance, and reputation are important factors.

Measurement of Organizational Performance
Organizations can measure performance through:
· Balanced Scorecard: A strategic management tool that includes financial measures, customer perspectives, internal business processes, and learning and growth opportunities.
· Key Performance Indicators (KPIs): Specific metrics that track how well the organization is achieving its goals, such as customer satisfaction, employee turnover, or market share growth.
· Benchmarking: Comparing performance with industry standards or competitors to identify areas of improvement.
Ultimately, organizational performance is a multi-dimensional concept that requires a holistic view of both internal and external factors affecting the organization's success.
2.2. Theoretical Review
Studies show that the effect of cultural diversity in workplace should not be taken with levity by an organization aiming to achieve its organizational objectives and enhance its performance. To frame this study and to describe the variables and the ideology of important elements, several theories and models were used, including the Workplace Learning Theory, Socio-Cultural Theory, Situated Learning Theory and Transformative Learning Theory.
Workplace Learning Theory, by Wenger (2019).
In order to further understand how diversity affects our world of work, we must consider the educational importance of workplace learning. The concept of learning at work has grown and expanded over time, with researchers, educators and workers alike recognizing that learning in the workplace is a vital and active practice. Learning involves change, and learning at work is an activity that brings about growth and transformation (Fenwick, 2021). It is also dynamic and active, involving personal and interpersonal connections. To contextualize the practice of learning at work, Cairns and Malloch (2021) suggest we consider the concept of workplace learning by its three terms: work, place, and learning. Work refers to the activities that cross a wide range of social interaction and self-motivated activities. Place includes physical and spiritual locations as well as spaces where we see ourselves as people and learners. And learning is the process of change in an individual or group through activity. 
According to Tynjälä (2018), interest in workplace learning has expanded recently due to the rapid development of information and communication technology, the growing production of knowledge in the economy, increasing internationalization and globalization as well as changes in occupational structures and in the contents and organization of work have challenged not only educational institutions but also work organization to develop new ways of ensuring that the level of competence of the workforce meets these challenges. Thus, continuing learning has become important both for individuals operating in the learning society and for organizations competing in international markets.
Workplace learning can be both formal and informal. Formal learning refers to planned training, including strategic directives, whereas informal workplace learning is embodied and embedded in everyday practices, action and conversation (Fenwick, 2018). This type of learning is treated as a process of change and an expansion of “human possibilities for flexible and creative actions in contexts at work” (ibid). Companies seeking to engage in workplace diversity initiatives must be aware of both formal and informal avenues of workplace education, as both have an impact on workplace culture and learning. 
Although learning at work has always been a feature of working, contemporary management literature emphasizes that modern workplace learning includes concepts such as the learning organization (Field, 2017; & Senge, 2020) and knowledge worker (Gee, Hull &Lankshear, 2018; & Reich, 2021) when considering the ongoing skill development and knowledge production that occur in the workplace. Currently, concepts of diversity and inclusion permeate modern workplace learning discourse, so when examining how we learn at work, consideration must be given to the context of our modern working environment as a foundation for what and how we learn. 
In an analysis of workforce education in the midst of globalization, author Lesley Farrell (2021) claims: for the learning to be useful to the company people must communicate with each other, they must bring their distinctive histories and experiences to the group, and be prepared to acknowledge, accept and even to elicit, the tacit and explicit knowledge of other members of the group in order to solve problems.
This type of learning is cooperative, social and context-specific. Learning is based on socio-cultural and situational contexts, and a diverse workplace affords much variety in terms of context. In examining successful strategies to manage diversity, there are several adult learning theories address the discipline of education in considering the workplace as a site of learning.
Socio-Cultural Theory, by Lev Vygotsky (2018)
One concept that helps contextualize workplace learning in a diverse environment is the socio-cultural theory. This view is drawn from Vygotskian perspectives of learning and development and emphasizes that learning occurs within a social world (Alfred, 2020). By recognizing the connection between learning, knowledge, and culture, we can examine how learning is environmentally based. This environment includes language and symbols as well as contextual indicators such as individual, cultural, social, institutional and historical locations. All of these are factors in our understanding of workplace learning as a social phenomenon. It is through activities, interactions and communicating that contexts are established and learning takes place. In the workplace, this involves interactions between and among workers, managers, customers and vendors, all of which lead to knowledge. Tynjälä claims: “While the organization of work sets the context and conditions for learning, it continues to be the reciprocal interaction between the individual and the workplace that determines learning”. Examples of socio-cultural learning could involve social activities such as team building, pot lucks or group projects where there is meaningful interaction that includes both social and cultural learning. Colleagues who engage in social activities within a diverse environment can enhance their understandings of themselves and each other as they interact and collaborate in a respectful and inclusive workplace. 
Workplaces looking to benefit from diversity must take responsibility for ethical workplace learning in a socio-culturally rich context. This involves addressing socio-cultural development by exploring culture and diversity as well as helping workers recognize cultural identity and challenge workplace management of that identify (Fenwick, 2021). From an educational perspective, workplace learning must include socio-cultural issues and be mindful of the need for new approaches to accommodate and enhance a diverse workforce. Strategies for effective workplace learning include connecting the learner to the social context and viewing learning as a result of the learner interacting with a specific context as well as structural dimensions such as race, class, gender, ethnicity, power and oppression that account for social and cultural factors (Caffarella & Merriam, 2019). This connection between the individual and the workplace forms the basis of socio-cultural theory, and in seeking to engage and educate a diverse workforce, attention must be paid to the context and culture of the environment. 
For many workplaces, the shift to valuing context and socio-cultural perspectives is monumental. However, in reforming workplace practices to adapt to twenty-first century concerns, organizations can create environments that support and develop both individual employees and the organization itself. According to Solomon (2019), the new world of work is more than merely a physical restructuring of work practices, but rather by foregrounding culture, these reforms suggest that the workplace is a site that shapes the identity of the employees, that is, the way people think act, and make decisions. In other words, culture constitutes the patterns of meaning, beliefs and value through which subjects (employees) understand their experience, develop a sense of belonging, and forge their sense of identity. 
Envisioning the workplace as site of not just working, but also identity-building is a key factor in capitalizing on and promoting learning strategies that engage and promote worker’s experiences and identities. This emphasis on the personal and interpersonal in the workplace can be seen as a way of maximizing capacity in the workplace (McIntyre & Solomon, 2020) as socio-cultural perspectives are considered and valued in all workplace connections.
2.3. Empirical Review	
Various studies have been conducted to examine the cultural diversity in workplace and organizational performance in private and public organizations in Nigeria and other countries.
Hamilton, Nickerson and Owan (2023) find positive effects of the percentage of the majority race on team performance in a garment production facility, but these dissipate with the introduction of team fixed effects. 
Kurtulus (2021) analyzes the effects of group-level racial diversity on individual performance in a 10-year longitudinal dataset from a large U.S. firm, finding a negative effect; however, the effect becomes insignificant upon the inclusion of divisional and individual fixed effects. A sizable literature in psychology and management finds both positive and negative effects of diversity on performance at the organization, team and individual levels (Ely & Thomas, 2017; Joshi &Roh, 2021; van Knippenberg & Schippers, 2007). At the team and workgroup levels, the positive effects of diversity are facilitated by effective leadership, psychological safety, and positive attitudes toward diversity (Gibson & Gibbs, 2018; Homan et al., 2019; Jehn, Northcraft and Neale, 2017; Kearney &Gebert, 2009). Task routineness and group tenure moderate the effect of diversity on performance (Pelled, Eisnhardt&Xin, 2021). 
Ottaviano and Peri, (2018) find positive effects of diversity in workers’ place of birth on wages of domestic workers in cities in the US.Sparber (2019) finds that US “creative” industries that employ racially more diverse workforces enjoy higher productivity, but the effect is negative in other industries
Young (2021) articulates that both cultural diversity and employee performance produce multiple benefits to the workplace. One of the major principles of diversity is that a company that has diverse employees has a greater understanding of the global marketplace (Klarsfeld 2019). According to Young (2023), employers reported that their diverse organizations benefit from a variety of viewpoints, higher productivity and profit due to company cultures that encourage employees to perform to their highest ability. Employers may also recognize immediate benefits of workplace diversity. Customers who speak different languages or come from overseas may require customer service in their language. In industries such as marketing and advertising, knowing what consumers across different backgrounds want is crucial to success.
 








        CHAPTER THREE
RESEARCH METHODOLOGY
3.0      Introduction
This chapter presents discussion on the methods and modalities adopted in the study. Other issues addressed in this chapter include the research instrument, identification of research method, study population, sample size, research sample frame, sampling procedures, and sources of data collection, validity, and reliability tests of research instruments for this research study.
3.1	Research Design 
For this research project, the survey research design was used. This design is such that numerical data were generated from copies administered to several respondents. Relevant data were collected at the same instance; a cross-sectional design was adopted as well. The design was used because its reliable and well befit the study.
3.2	Population of the study 
Based on the information gathered by the researcher from the admin, the teaching and non-teaching employee size of Babcock University is 1,062 (Faculty is 490 and Staffs 572). Thus, the population of the study comprised 1,062 employees of Babcock University, Ilisan Remo, Ogun State.

3.3	Sampling Unit and Size Determination
Using the rasoft online calculators (2025) the sample size for the 1062 employees selected was 283, simple random sampling was used to select the above number of employees
Based on the result of the purposive sampling, the sample size comprised 283 employees of Babcock University, Ilisan Remo, Ogun State.
3.4	Sampling Technique
Stratified random sampling was used for this study. With stratified sampling the population is divided into groups based on some characteristics. Then within each group a probability sample (often a simple random sample) is selected. In stratified sampling the groups are called strata. A random sample from each stratum is then identified using proportional allocation procedures. In this case study, the employees were categorized in terms of job description each consisting of a stratum. For this study, the simple random sampling technique was adopted.
3.5	Method of Data Collection
For this study the collection of primary data was done using a five point Likert scale type of questionnaire designed to capture aspects of the three research questions. The choice of a questionnaire for this study was considered to be ideal given that questionnaires are stable consistent and uniform offering a considered and objective view of issues. The questionnaires that were used in this study contained only close ended questions.
3.6	 Research Instruments
Questionnaire was used for collecting responses from the subject selected for the study. The questionnaire would consist of two component parts. 
The first part consists of questions that make it possible for the bio-data to be collected. This part of the questionnaire was intended to elicit information about the sex, age, and working category and employment duration of the respondents. The other part of the questionnaire contains the dependent variables which were designed to elicit responses from respondents on familiarity dimension and to find out cultural diversity on organizational performance.
The likert-scale was used to measure opinions, where for positive questions (Strongly Agree = 5, Agree = 4, Undecided = 3, Disagree = 2, Strongly Disagree = 1), and for negative questions (Strongly Agree = 1, Agree = 2, Undecided = 3, Disagree = 4, Strongly Disagree = 5).
The source of the question was from the researcher, and it was all formulated wit the ideology gathered from course mates.



CHAPTER FOUR
DATA PRESENTATION, ANALYSIS AND INTERPRETATION

4.0Introduction
This chapter provides a detailed analysis of data collected from field survey via the administration of questionnaire. The questionnaire comprises of two sections; A and B. While section ‘A’ contains six (6) questions on the demographics of the respondents such as sex, age, education, marital status, years of service, management category and age; section ‘B’ contains thirty (30) questions.
A total of 283 questionnaires were distributed to the teaching and non-teaching staff of Babcock University out of which two hundred (200), representing about 70.7% of the questionnaire distributed to the respondents were returned properly and adequately completed. The data collected from the respondents via questionnaire were classified, organized and analyzed using the statistical package for social sciences SPSS as presented below:
4.1 Data Presentation
This section presents the result of the analysis of the demographic characteristics of the respondents based on their sex, marital status, years of service in the organisation, staff category, educational qualification and age of the respondents.

Table 4.1: Demographic Characteristics of the Respondents  
	
	Count
	Column N %

	SEX
	MISSING
	1
	0.5%

	
	MALE
	62
	31.2%

	
	FEMALE
	136
	68.3%

	MARITAL STATUS
	MISSING
	4
	2.0%

	
	SINGLE
	114
	57.0%

	
	MARRIED
	66
	33.0%

	
	DIVORCED
	13
	6.5%

	
	OTHERS
	3
	1.5%

	YEARS OF SERVICE IN THE ORGANISATION
	MISSING
	8
	4.0%

	
	1-5 YEARS
	84
	42.0%

	
	6-10 YEARS
	35
	17.5%

	
	10YEARS AND ABOVE
	73
	36.5%

	STAFF CATEGORY
	MISSING
	3
	1.5%

	
	TOP LEVEL
	61
	30.5%

	
	MIDDLE LEVEL
	122
	61.0%

	
	LOWER LEVEL
	14
	7.0%

	EDUCATIONAL QUALIFICATION
	MISSING
	3
	1.5%

	
	SSCE/NECO
	56
	28.0%

	
	B.Sc./HND
	82
	41.0%

	
	M.Sc/MBA
	54
	27.0%

	
	OTHERS
	5
	2.5%

	AGE
	MISSING
	2
	1.0%

	
	21-30
	107
	53.5%

	
	31-40
	41
	20.5%

	
	41-50
	32
	16.0%

	
	ABOVE 50
	18
	9.0%


Source: Field Survey, 2025

Table 4.1 presents the result of the analysis of the demographic characteristics of the respondents. The analysis reveals that majority of the respondents (68.3%) are female. The analysis based on marital status reveals that majority (57.0%) of the respondents were single. Based on year of service, the analysis reveals that majority (42.0%) of the respondents have worked for 1-5 years. Majority (61.0%) of the respondents were middle level staff. Based on educational qualification, it was found out that majority 41.0% have BSc/HND. The analysis also reveals that majority (53.5%) of the respondents were between the age of 21-30 years.   
4.1.2 Descriptive Analysis
This section presents the descriptive analysis of the respondents’ opinion on the items under each sub-variables of the study. The response on these sub-variables was structured on a five-point rating scale ranging from 1(low) to 5(high). 
The researcher established a benchmark of 3.50 in order to classify the opinions of respondents into high and low category. Items with a mean point higher than 3.50 is grouped in the higher category while the ones below 3.50 is grouped in the lower category.
Table 4.2: Summary Statistics of Respondents Opinion on Employee Culture
	
	VH
	H
	MH
	ML
	L
	VL
	MISSING
	Total

	
	%
	%
	%
	%
	%
	%
	%
	Mean
	Standard Deviation

	Hardwork
	33.5%
	22.0%
	16.5%
	9.0%
	8.0%
	10.0%
	1.0%
	4.30
	1.72

	Togetherness
	20.5%
	25.0%
	21.0%
	14.0%
	10.0%
	7.5%
	2.0%
	4.02
	1.62

	Punctuality
	27.0%
	19.5%
	21.0%
	15.0%
	9.0%
	7.0%
	1.5%
	4.14
	1.63

	Commitment
	22.0%
	20.0%
	23.5%
	15.5%
	12.0%
	4.5%
	2.5%
	4.01
	1.59

	Loyalty
	24.0%
	22.0%
	20.0%
	10.5%
	8.5%
	13.0%
	2.0%
	3.96
	1.77


Source: Field Survey, 2025
Table 4.2 presents the result of the analysis of the respondents’ opinion on employee culture. The analysis reveals that the respondents were of the opinion that there is high hard work, togetherness, punctuality, commitment and loyalty.



Table 4.3: Summary Statistics Respondents Opinion on Employee Personality
	
	VH
	H
	MH
	ML
	L
	VL
	Missing
	Total

	
	%
	%
	%
	%
	%
	%
	%
	Mean
	Standard Deviation

	Creativity
	22.5%
	23.0%
	22.5%
	10.5%
	7.0%
	13.0%
	1.5%
	3.98
	1.71

	Spontaneous
	16.0%
	23.0%
	23.0%
	15.5%
	13.5%
	7.0%
	2.0%
	3.83
	1.58

	Meticulous
	18.5%
	22.5%
	24.0%
	16.5%
	9.0%
	8.5%
	1.0%
	3.95
	1.56

	Leadership
	20.0%
	29.0%
	19.0%
	13.0%
	15.0%
	2.5%
	1.5%
	4.12
	1.51

	Organization
	21.0%
	25.0%
	16.5%
	11.5%
	11.5%
	11.5%
	3.0%
	3.86
	1.78


Source: Field Survey, 2025

Table 4.3 presents the result of the analysis of the respondents’ opinion on employee personality. The analysis reveals that the respondents were of the view that there is high creativity, spontaneous, meticulous, leadership and organisation among the staff in the institution. 





Table 4.4: Summary Statistics Respondents Opinion on Employee Behaviour
	
	VH
	H
	MH
	ML
	L
	VL
	Missing
	Total

	
	%
	%
	%
	%
	%
	%
	%
	Mean
	StdDev.

	Innovativeness
	30.0%
	22.0%
	15.0%
	7.5%
	11.0%
	13.0%
	1.5%
	4.07
	1.83

	Efficiency in Job Delivery
	22.0%
	25.5%
	21.0%
	16.0%
	10.5%
	3.5%
	1.5%
	4.16
	1.50

	Tolerance of Team Mates
	18.5%
	24.5%
	23.0%
	15.5%
	8.5%
	7.5%
	2.5%
	3.97
	1.60

	Proper Communication
	18.5%
	30.5%
	20.5%
	14.5%
	12.0%
	3.0%
	1.0%
	4.16
	1.44

	Task Completion
	27.0%
	20.0%
	18.0%
	14.0%
	10.5%
	9.5%
	1.0%
	4.07
	1.69


Source: Field Survey, 2025
Table 4.4 presents the result of the analysis of the respondents on employee behaviour in their work place. The analysis shows that the respondents were of the view that their high innovativeness, efficiency in job delivery, tolerance of team mates, proper communication and task completion among the employees in the institution. 




Table 4.5: Summary Statistics of Respondents Opinion on Organizational productivity
	
	VH
	H
	MH
	ML
	L
	VL
	Missing
	Total

	
	%
	%
	%
	%
	%
	%
	%
	Mean
	StdDev.

	Meeting of Deadlines
	31.5%
	23.5%
	12.5%
	13.5%
	7.5%
	10.0%
	1.5%
	4.22
	1.74

	Personal Contribution To Work Processes
	23.0%
	30.0%
	19.5%
	12.0%
	9.0%
	5.0%
	1.5%
	4.25
	1.53

	Quality Service
	26.0%
	28.0%
	21.0%
	10.0%
	9.0%
	4.5%
	1.5%
	4.33
	1.53

	Ability To Attend To Students Diverse Needs
	21.5%
	32.0%
	17.0%
	16.0%
	7.5%
	5.0%
	1.0%
	4.25
	1.48

	Attainment of Company Goals and Objectives
	25.0%
	28.0%
	16.5%
	11.5%
	8.5%
	9.0%
	1.5%
	4.16
	1.66


   Source: Field Survey, 2025

Table 4.5 presents the result of the respondents’ opinion on organisational productivity. The analysis reveals that the respondents were of the view that meeting of deadlines by the employee is high. The analysis also shows that there is high personal contribution to work process. Furthermore, it was found out that there is high quality. Also, there is high ability of the employees to attend to students’ diverse needs and attainment of company goals and objectives.
Table 4.6: Summary Statistics of Respondents Opinion on Organizational Profitability
	
	VH
	H
	MH
	ML
	L
	VL
	MISSING
	Total

	
	%
	%
	%
	%
	%
	%
	%
	Mean
	Standard Deviation

	Meeting Of Financial Projections
	39.0%
	24.0%
	14.5%
	8.5%
	6.5%
	6.5%
	1.0%
	4.57
	1.61

	Investment Yield
	15.5%
	36.5%
	25.0%
	10.5%
	7.0%
	4.0%
	1.5%
	4.25
	1.38

	Improvement In Levels Of Operation
	25.5%
	26.0%
	21.5%
	14.0%
	6.5%
	4.5%
	2.0%
	4.29
	1.53

	Student Tuition Payment
	20.0%
	33.5%
	20.5%
	13.5%
	8.0%
	2.5%
	2.0%
	4.28
	1.44

	Level Of Return On Investment
	30.0%
	27.0%
	15.5%
	10.5%
	10.5%
	4.0%
	2.5%
	4.33
	1.63


  Source: Field Survey, 2025

Table 4.6 presents the respondents opinion on organisation profitability. The analysis reveals that the respondents were of the view that meeting of financial projection of the institution by the employees was high. Furthermore, it was also found out that there is high improvement in levels of operation; students’ tuition payments and level of return on investment.
Table 4.7: Summary Statistics of Respondents Opinion on Organizational Efficiency
	
	VH
	H
	MH
	ML
	L
	VL
	MISSING
	Total

	
	%
	%
	%
	%
	%
	%
	%
	Mean
	Standard Deviation

	Resource Optimization
	37.5%
	29.5%
	11.0%
	5.0%
	9.0%
	6.0%
	2.0%
	4.56
	1.66

	Avoidance of Waste
	21.0%
	36.5%
	19.5%
	12.0%
	4.5%
	5.0%
	1.5%
	4.36
	1.44

	Cost Minimization
	30.5%
	31.0%
	14.5%
	11.5%
	5.5%
	5.0%
	2.0%
	4.46
	1.56

	Profit Maximization
	25.5%
	32.5%
	22.5%
	7.5%
	5.5%
	4.0%
	2.5%
	4.43
	1.49

	Time Saving
	34.7%
	24.6%
	15.1%
	8.0%
	11.6%
	4.5%
	1.5%
	4.43
	1.63


 Source: Field Survey, 2025
Table 4.7 presents the respondent’s opinion on organisational efficiency. The result of the analysis reveals that the respondents were of the view that there is high level of resource optimization; avoidance of waste; cost minimization; profit maximization and time savings. 

4.2 Hypothesis Testing  
The linear regression analysis was used to test the hypotheses at 5% level of significance. Linear regression is a statistical tool used to estimate the impact of one or more independent variables on a dependent variable. The decision to accept or reject a hypothesis depends on the comparison between the probability value of the estimated coefficient and the 0.05 (critical value). If the probability value of the estimated coefficient is less than 0.05, the null hypothesis is rejected, or otherwise, the null hypothesis would be retained.
Hypothesis one
Employee culture has no significant influence on organizational productivity level.
Table 4.8: Model Summary
	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.730
	.534
	.531
	4.581

	a. Predictors: (Constant), EMPLOYEE CULTURE

	b. Dependent Variable: ORGANIZATIONAL PRODUCTIVITY


Source: Field Survey, 2025
Table 4.8presents the results of the analysis that revealed the degree to which the variance in organizational productivity is explained by employee culture. This is represented by R square which equals 0.730 and expressed in percentage is 73.0%. This shows that employee’s culture accounts for 73.0% of organisational productivity in the organization, while the standard error estimate is 4.581 which signify error term.
Table 4.9: ANOVA
	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	4752.453
	1
	4752.453
	226.486
	.000b

	
	Residual
	4154.727
	198
	20.983
	
	

	
	Total
	8907.180
	199
	
	
	

	a. Dependent Variable: ORGANIZATIONAL PRODUCTIVITY

	b. Predictors: (Constant), EMPLOYEE CULTURE


Source: Field Survey, 2025
Decision Rule: Reject the null hypothesis when the p-value isles than 0.05 and accept the null the hypothesis when the p-value is greater 0.05. 
Interpretation of Result: The ANOVA table shows that the F value is 226.486 at 0.000 Significance level. The implication is that employee culture has a significant influence on organizational productivity. 
Decision: The Null hypothesis is therefore rejected because the p-value value is below 0.05. Therefore, there is a significant influence of employee culture on organizational productivity.


Table 4.10: Coefficients
	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	7.037
	.996
	
	7.066
	.000

	
	EMPLOYEE CULTURE
	.694
	.046
	.730
	15.049
	.000

	a. Dependent Variable: ORGANIZATIONAL PRODUCTIVITY


Source: Field Survey, 2025
Interpretation of Result: Table 4.10shows that employee culture has a significant influence on organizational productivity and their level of significance. (β =0.73; t=15.049; p<0.05) 
Decision; since the significance level of the model is less than 0.05, the null hypothesis should be rejected while the alternative hypothesis is accepted. It can therefore be concluded that employee culture has a significant influence on organizational productivity.




Hypothesis two
Ho2: Employee personality has no significant effect on organizational profitability. 
Table 4.8: Model Summary
	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.730
	.534
	.531
	4.581

	a. Predictors: (Constant), EMPLOYEE CULTURE

	b. Dependent Variable: ORGANIZATIONAL PRODUCTIVITY


Source: Field Survey, 2025
Table 4.8presents the results of the analysis that revealed the degree to which the variance in organizational productivity is explained by employee culture. This is represented by R square which equals 0.730 and expressed in percentage is 73.0%. This shows that employee’s culture accounts for 73.0% of organisational productivity in the organization, while the standard error estimate is 4.581 which signify error term.
4.3 Discussion of Findings
The discussion of findings was done based on the research questions formulated in chapter one


Research Question One
How does employee culture affect the organizational productivity level?
The finding of the study shows that employee culture has positive and significant effect on organizational productivity level. This fining implies that employee good culture such as hard work, togetherness, punctuality, commitment and loyalty may tend to increases organizational productivity level. This organizational productivity includes meeting deadlines, personal contribution to work process, quality service, increase in attending student’s diverse needs and attainment of institution goals and objectives. This finding is in agreement with that of Hamilton, Nickerson and Owan (2021) where their finding reveals positive and significant effect of employee culture and organizational productivity level. The finding from this study contradict that of Kurtulus (2019), Alesina and La Ferrara (2017) and Sparber (2021) where their findings reveals negative effects of employee culture on organizational productivity.  
Research Questions Two
What is the effect of employee personality on organizational profitability?
The   finding of the study reveals that employee personality has positive and significant effect on organizational profitability. The implies that increase in employee creativity, spontaneous, meticulous, leadership and organisation may tend to increased meeting financial projections, investment yield, improvement in level of operation, students’ tuition payment and level of return on investment. This finding support that Culture and Diversity in the Workplace (2023) where it was stated that employees diversity in organizations benefit the organization from variety of viewpoints, higher productivity and profit because of the company cultures that encourage employees to perform to their highest ability. The findings also agrees with that of Semykina and Linz (2017), Flossmann (2021) and Mueller and Plug (2018). Their findings show that employe personality has positive effect on organizational profitability.  
4.4 Summary Table of Findings
Table 4.11: Summary of regression Analysis
	S/N
	Hypothesis/Research Question
	Regression
	Remark

	
	
	Coeff.
	R-square
	Adj. R-square
	p-value
	

	1
	Employee culture has no significant influence on organizational productivity level
	0.730
	0.534
	0.531
	0.000
	Null hypothesis rejected

	2
	Employee personality has no significant effect on organizational profitability.
	0.780
	0.609
	0.607
	0.000
	Null hypothesis rejected

	3
	Employee behaviour has no significant influence on organizational efficiency.
	0.723
	0.522
	0.520
	0.000
	Null hypothesis rejected

	
	
	
	
	
	
	


Source: Field Survey, 2025













CHAPTER FIVE
                              SUMMARY, CONCLUSION AND RECOMMENDATIONS

This chapter focuses on the summary of findings, conclusion, contribution to knowledge, recommendations, implications of findings, limitations of the study and suggestions for further studies.
5.1 Summary of the Study
The study examines the effects of cultural diversity in work place on organizational performance. The study focused   on teaching and non-teaching staff of Babcock University, Ogun State. The study was divided into five chapters. The chapter one covers the background to the study, statement of the problem, objectives of the study, significance of the study, scope of the study, Operationalization of variables and operational definition of terms. The chapter two covers the literature review which includes the conceptual, theoretical and empirical review. The chapter three covers the methodology employed in the study, this include the research design, population of the study, sample size and sampling techniques, research instrument, validity of the instrument, data collection procedure, method data collection and ethical consideration.
Chapter four covers the presentation, analysis and interpretation of data retrieved from the questionnaire. The chapter five covers the summary, conclusion and recommendations. The chapter also covers the suggestion for further findings. 
5.2    Summary of Findings
The findings showed that employees unanimously agreed that their cultural diversity has effect on organizational performance in the areas of productivity, profitability, efficiency, workplace cultural diversity. The opinions of the respondents reached a consensus that the organization cultural diversity is culture, Personality, Employee Behaviour, Organizational Performance Elements. On the premise that the probability value of the estimated coefficients of the independent variables is less than the standard 0.05, the following alternative hypotheses were accepted.
The study reveals the following the following findings:
i. Employee culture has significant effect on organisational productivity.
ii. There is positive and significant effect of employee personality on organizational profitability.
iii. Employee behavior have positive and significant effect on organizational efficiency.
5.3 Conclusion
The study examines the effects of cultural diversity in work place on organizational performance of teaching and non-teaching staff of Babcock University, Ogun State. Arising from the result of the study, it can be concluded that employee culture has positive effect on organizational productivity level; employee personality has effects on organizational profitability and employee behaviour has effect on organizational efficiency. The study concludes that work place diversity has effects on organizational performance of Backcock University. 
5.3 Recommendations
Based on the findings of the study, the following recommendations were put in place:
i. In order to enhance leverage of the existing diversity , a philosophy be established on diversity that would fit most of the human resources activities with regard to the differences as existing among its employees .
ii. The top management of the university should undergo some training on how to leverage on diversity of its workforce. 
iii. To enhance proper management of diversity, the University  must move from its currentclukewarm position, and include diversity in its strategic plan, as resources for organizational effectivene





QUESTIONNAIRE
QUESTIONNAIRE ON CULTURAL DIVERSITY IN WORKPLACE AND ORGANIZATIONAL PERFORMANCE IN BABCOCK UNIVERSITY, ILISAN REMO, OGUN STATE, NIGERIA.
Dear respondent,  
I am a student of Kwara State Polytechnic, Department of Business Administration and Management “CULTURAL DIVERSITY IN WORKPLACE AND ORGANIZATIONAL PERFORMANCE, OGUN STATE”. I therefore solicit your assistance and cooperation by filling the attached questionnaire. Be informed that this exercise is purely academic and all information so given will be treated with utmost confidential
DEMOGRAPHIC INFORMATION
Instruction: Please tick (√) in the appropriate box, the response that best corresponds to your opinion.
1. Sex: 	Male 		Female 
2. Marital Status: Single 	Married 	Divorced 	Others
3. Years of Service in the Organization:	1-5 years	6-10years 	10years and above
4. Management Category: Top level 		Middle level 		Lower level 
5. Educational Qualification: SSCE/NECO 	      B.Sc./HND 	   M.Sc./MBA 	      Others 
6. Age: 21-30 		31-40 		41-50 		Above 50 
SECTION B
Please tick (√) to indicate the extent to which you agree or disagree with the following statement. 
Very High (VH), High (H), Moderately High (MH), Moderately Low (ML), Low (L) Very Low (VL)
	S/N
	EMPLOYEE CULTURE 
	VH
	H
	MH
	ML
	L
	VL

	7
	Effective 
	
	
	
	
	
	

	8
	Team work
	
	
	
	
	
	

	9
	Collaborative effort
	
	
	
	
	
	

	10
	Unity in Diversity 
	
	
	
	
	
	

	11
	Functionality 
	
	
	
	
	
	

	S/N
	EMPLOYEE PERSONALITY
	VH
	H
	MH
	ML
	L
	VL

	12
	Uniqueness 
	
	
	
	
	
	

	13
	Supportive tendency
	
	
	
	
	
	

	14
	Acceptance of others 
	
	
	
	
	
	

	15
	 Encouragement of positive contributions 
	
	
	
	
	
	

	16
	Discouragement of negativities 
	
	
	
	
	
	

	S/N
	EMPLOYEE BEHAVIOUR 
	VH
	H
	MH
	ML
	L
	VL

	17
	Innovativeness 
	
	
	
	
	
	

	18
	Efficiency in Job delivery
	
	
	
	
	
	

	19
	Tolerance of team mates
	
	
	
	
	
	

	20
	Proper communication 
	
	
	
	
	
	

	21
	Task completion  
	
	
	
	
	
	

	S/N
	ORGANIZATIONAL PRODUCTIVITY
	VH
	H
	MH
	ML
	L
	VL

	22
	Meeting of deadlines 
	
	
	
	
	
	

	23
	Personal contribution to work processes
	
	
	
	
	
	

	24
	Quality service
	
	
	
	
	
	

	25
	Ability to attend to students diverse needs
	
	
	
	
	
	

	26
	Reduction in complaints
	
	
	
	
	
	

	S/N
	ORGANIZATIONAL PROFITABILITY
	VH
	H
	MH
	ML
	L
	VL

	27
	Meeting of financial projections 
	
	
	
	
	
	

	28
	Investment yield
	
	
	
	
	
	

	29
	Improvement in levels of operation 
	
	
	
	
	
	

	30
	Students tuition payment 
	
	
	
	
	
	

	31
	Level of return on investment
	
	
	
	
	
	

	S/N
	ORGANIZATIONAL EFFICIENCY
	VH
	H
	MH
	ML
	L
	VL

	32
	Resource optimization
	
	
	
	
	
	

	33
	Avoidance of waste
	
	
	
	
	
	

	34
	Cost Minimization
	
	
	
	
	
	

	35
	Profit maximization 
	
	
	
	
	
	

	36
	Time saving
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