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CHAPTER ONE
Introduction
1.1	Background to the Study 
The world’s increasing globalization needs a lot of interaction among people from various backgrounds than ever before. This is so because, individuals no longer live and work in narrow surroundings; as they are currently a part of a worldwide economy competing in nearly all part of the world (Patel, 2016). On these grounds, organizations are aiming to become more diversified in order to gain competitive advantage by becoming more creative, innovative and open to useful change. 
Today business workplace is changing at an increaing speed and the change in the employees’ demographics, increase of jobs in the economy, continuing growth of the globalization and requirement for efficient and effective collaboration have surfaced as significant forces driving the importance of diversity in organizations. With the increase of globalization and competition, the workforce in all industrialized countries has become progressively heterogeneous. Advances in technology and the advent of a worldwide economy have brought the people of the world existing in the same place, nearer to each other. (Griffin & Moorhead, 2014) pointed out that having a diverse workforce requires managers to identify and manage the varied attribute that exist among the employees in the organization. Therefore, businesses, educational systems and other entities are investigating ways to better serve their constituents to attract and retain the finest and most qualified employees (Gupta, 2013). On these grounds, organizations are aiming to become more diversified in order to gain competitive advantage by becoming more creative, innovative and open to useful change.
	(Ferreira and Coetzee 2010), (Arnold & Randall 2010), stated that historically, workplaces often favored homogeneity, with little regard for the benefits of diversity. However, as societies become more interconnected and globalized, organizations are recognizing the need to embrace diversity as a strategic asset rather than a mere compliance requirement. Workforce diversity encompasses a range of dimensions, including but not limited to race, ethnicity, gender, age, sexual orientation, religion, and cognitive style. These differences bring a variety of perspectives, experiences, and skills to the table, which can lead to enhanced problem-solving, creativity, and innovation within organizations.
	The importance of workforce diversity lies in its potential to drive organizational performance and competitiveness. Diverse teams are better equipped to understand and respond to the needs of diverse customer bases, leading to improved customer satisfaction and market relevance. Moreover, diversity can foster a culture of inclusion and belonging, which in turn enhances employee engagement, retention, and productivity. Despite the potential benefits of workforce diversity, organizations face challenges in effectively managing and leveraging differences (Neault and Mondair, 2011). Unconscious bias, communication barriers, and resistance to change are among the obstacles that can impede the effectiveness of diverse teams. Therefore, it is essential for organizations to implement strategies and initiatives to promote diversity and inclusion, including recruitment practices that prioritize diversity, training programs to raise awareness of bias, and leadership commitment to fostering an inclusive culture (Christian, Porter and Moffitt, 2006).	
	By advancing our understanding of this relationship, the study aims to contribute to the development of evidence-based strategies for promoting diversity and inclusion in the workplace, ultimately leading to improved organizational performance and competitiveness in today's dynamic business environment. 
1.2	Statement of the Problem  
The work environment is becoming more complex due to globalization and competition which as a result has necessitated the need for a workforce that is made up of people with varying age, experience, knowledge and backgrounds to maximize competitive advantage (Ragins & Gonzalez, 2003). According to Childs 2005, organizations that wants to gain competitive advantage must widen its perspective about workforce diversity and diversity management, and the management must commit themselves to ensure that diversity management is a part of it daily operations. 
Nigeria is known to be the giant of Africa with a population of over 180 million people and more than half the population consists of people of working age (Akinnusi, Sonubi, & Oyewunmi, 2017). Hence, there is a large pool of talent of which organizations draw from to achieve its goals. 
As (Ugwuzor 2011, citing Mustapha 2005) pointed out, in Nigeria, there appear to still be cases of tribalism, regional identities, nepotism and discrimination both in the public and private organizations. Cases of ethnic bias and other forms of discrimination still take places in organizations during hiring, promotion and other employer-employee relation practices. Hence, managements are faced with the big challenge of managing its diverse workforce and the challenge of making sure that conflict of interest in policies and practice implementation are minimized (Akinnusi, Sonubi, & Oyewunmi, 2017).
Though some organizations train their new intake upon hiring on job related issues yet, individuals still take decisions and showcase attitudes and bahaviour that go against diversity principles. One reason could be that with diversity practices, employees enter into an environment that compels everyone to work together with other workers that are dissimilar to them. This kind of forced inclusion can create an environment of conflict amongst employees, discrimination and other challenges of diversity.
(Nwinami 2014) said so long as individuals with differences work in the same environment, diversity in the workplace will always be an issue. Though our individual differences can promote creativity and increase satisfaction at work nonetheless, it can be the root of conflict and frustration betweens groups (Mullins, 2010). Hence, some organizations leaders have failed to understand how the workforce interacts with one another as individuals and as groups, and how the behaviour of the workforce can affect both employee and organizational performance (Ugwuzor, 2011). 
1.3 	Research Questions 
i. Is there any significant relationship between gender diversity and employee effectiveness? 
ii. Is there any significant relationship between age diversity and employee effectiveness? 
iii. Is there any significant relationship between ethnic diversity and employee efficiency? 
iv. Is there any significant relationship between educational diversity and employee efficiency?
1.4 	Research Objectives 
The general objective of this study was to examine the relationship between workforce diversity and employee performance in an organization. 
The specific objectives of this study are to: 
i. To examine the relationship between gender diversity and employee effectiveness in organization. 
ii. To investigate the relationship between age diversity and productivity in organization. 
iii. To examine the relationship between ethnic diversity and employee efficiency in organization. 
iv. To inspect the relationship between educational background and employee efficiency in an organization.
1.5	Research Hypotheses 
Ho1: There is no significant relationship between gender diversity and employee effectiveness. 
Ho2: there is no significant relationship between age diversity and employee effectiveness. 
Ho3: there is no significant relationship between ethnic diversity and employee efficiency. 
Ho4: there is no significant relationship between educational diversity and employee efficiency. 
1.6 	Significance of the Study 
	The significance of studying the impact of workforce diversity on organizational performance cannot be overstated in today's dynamic business landscape. Understanding how diversity influences organizational outcomes is crucial for companies aiming to thrive in increasingly diverse and competitive markets. Workforce diversity has the potential to provide organizations with a strategic advantage. By harnessing diverse perspectives, experiences, and skills, companies can foster innovation, creativity, and adaptability, all of which are critical for maintaining a competitive edge in today's rapidly evolving business environment. In an era of globalization, companies are operating in increasingly diverse markets with customers from various cultural backgrounds. A diverse workforce can help organizations better understand and serve these markets, leading to enhanced customer satisfaction, loyalty, and market share.
	Organizations that prioritize diversity and inclusion are more likely to attract and retain top talent. In a competitive labor market, employees seek workplaces where they feel valued, respected, and included. A commitment to diversity can improve employee engagement, morale, and loyalty, ultimately reducing turnover and recruitment costs. Diverse teams are better equipped to tackle complex problems and generate innovative solutions. By bringing together individuals with different perspectives, cognitive styles, and cultural backgrounds, organizations can foster a culture of creativity and collaboration, leading to breakthrough ideas and products. Beyond the business case, there are legal and ethical imperatives for promoting diversity and inclusion in the workplace. Discrimination and lack of diversity not only damage organizational reputation but also expose companies to legal liabilities and regulatory scrutiny. Embracing diversity is not only good for business but also reflects a commitment to social responsibility. Organizations have a moral obligation to create inclusive workplaces where all individuals have equal opportunities to succeed, regardless of their background or identity.
	In summary, the significance of studying the impact of workforce diversity on organizational performance extends beyond business outcomes to encompass broader social, ethical, and legal considerations. By understanding the link between diversity and performance, organizations can develop strategies to leverage diversity as a driver of success, ultimately benefiting employees, customers, and society as a whole
1.7 	Scope of the Study 
The scope of the study on the impact of workforce diversity on organizational performance specifically within Kam Wire, Ilorin, encompasses a focused examination of how diversity influences various aspects of organizational success within this particular company and location. The study will investigate the specific dimensions of workforce diversity present within Kam Wire, Ilorin. This may include factors such as gender, age, educational background, ethnicity, religion, and potentially other relevant dimensions unique to the workforce composition of Kam Wire. These may include productivity levels, employee satisfaction, retention rates, customer satisfaction, quality of products/services, operational efficiency, and financial performance indicators tailored to the company's objectives and priorities. The study will consider the organizational culture, values, and context of Kam Wire in Ilorin. This includes understanding the company's mission, vision, leadership style, communication practices, and organizational structure, as well as any unique cultural or contextual factors that may influence the relationship between diversity and performance within the company.
1.8 	Limitation of the Study 
	It is imperative to note that the research findings only reveal the view of the organization under study. Therefore, it is can not to be assumed to be generally applicable to all organizations. Time factor can be considered as the main limitation to the study. The findings of this study were solely based on the information provided by the respondents and the information gotten from the secondary source of data. Another limitation to the study is that the researcher only looked at few dependent variables. However, other variables exist which can reflect the differences in organization performance. 
1.9	Definition of Terms
Diversity Management: - Refers to organizational actions that aim to promote greater inclusion of employees from different backgrounds into an organization's structure. Depending on a company's goals and the industry through specific policies and programs
Diversity: means any characteristic that makes people different from one another (Robbins & Judge, 2013). It is the differences and similarities between employees in terms of gender, age, educational background, ethnicity, sexual orientation, or other dimensions. Diversity includes everybody (Daft, 2008).  
Effectiveness-: producing the intended result.
Employee Performance- Performance is the act of carrying out an action, or an accomplishment or achievement. Employee performance is how well an employee is effectively fulfilling his/ her job requirement or discharging his/ her duties so as to achieve good results (Durga, 2017). Armstrong (2012) citing Vroom (1994) said performance or effectiveness is a function of ability and motivation. Thus, employees need both ability and motivation for effective performance.
Ethnic Diversity: Ethnic diversity implies diversity in language, religions, races and cultures. (Gupta, 2013). It refers to a socio-cultural workforce diversity which is specified by the number of people who have dissimilar ethnicity in the company. 
Workforce Diversity: -The means similarities and differences among employees in terms of age, cultural background, physical abilities and disabilities, race, religion, gender, and sexual orientation. No two humans are alike. Diversity makes the work force heterogeneous.
Workforce Diversity: this refers to the important similarities and differences that exist among employees of organizations (Griffin & Moorhead, 2014). It means a workforce composed of people with different human qualities or who belong to various cultural groups (Daft, 2008).
Workforce: is a combination of male and female employees coming from various backgrounds, older or younger employees, workers who are physically challenged and various other workers who are different from each other (Rao & Bagali, 2014). 














CHAPTER TWO
Literature Review
2.0 	Preamble 
	This chapter focuses on the review of literature gathered from secondary sources; articles, journals, books, internet, etc. that were relevant to the study. The conceptual framework was discussed to investigate the correlation between the dependent variable (employee performance) and the independent variable (workforce diversity) express in terms of age, gender, ethnicity and educational background. The chapter also reviewed theoretical and empirical literature relevant to the influence of workforce diversity on employee performance.  The ideal employee according to Grubb (2016) is one who is not only excellent great at his job but also know how to be part of a diverse workforce.
2.1 	Conceptual Review  
	(According to Mullins 2010), our individual diversities are the foundation of diversity. Diversity is the real or perceived differences between individuals. (Scott & Sims 2016) opined that human beings no matter the diversity are all naturally equipped with different talents and aptitudes. 
2.1.1	The Concept Workforce Diversity
	Workforce diversity refers to the presence of differences among employees within an organization, encompassing various dimensions such as race, ethnicity, gender, age, sexual orientation, religion, disability status, educational background, and cognitive style. Understanding the implications of diversity in the workplace is essential for organizations striving to thrive in today's globalized and competitive environment. At its core, workforce diversity brings together individuals with unique perspectives, experiences, and skills, which can lead to a multitude of benefits for organizations (Healy, kirton, & Noon, 2011).  . Research has shown that diverse teams are more innovative and creative, as they are able to draw upon a wider range of ideas and approaches to problem-solving. This diversity of thought fosters innovation, stimulates new ideas, and drives organizational growth and adaptation (Johnson & Johnson, 2010; Zemke, Raines, & Filipczak, 2013).
	Moreover, workforce diversity contributes to better decision-making processes within organizations. By bringing together individuals with different backgrounds and viewpoints, diverse teams are better equipped to analyze complex problems from multiple angles, leading to more thorough and effective decision-making outcomes. Furthermore, workforce diversity has been linked to improved employee engagement, satisfaction, and retention. When employees feel valued, respected, and included in the workplace, they are more likely to be committed to their work and the organization, leading to higher levels of productivity and performance (Gatrell & Swan, 2008). However, (Scott & Sims 2016) opined that realizing the potential benefits of workforce diversity requires organizations to actively manage and support diversity initiatives. This includes implementing inclusive hiring practices, providing diversity training and education, fostering a culture of respect and inclusion, and promoting diverse leadership representation.
	Drawing from organizational behavior, human resource management, and strategic management literature, several theoretical perspectives provide valuable insights into how diversity influences organizational outcomes. Cox's diversity management (1993) emphasizes proactive strategies for leveraging diversity's potential benefits while mitigating its challenges. This framework encompasses dimensions such as diversity awareness, recruitment, training, and integration into organizational practices. By adopting comprehensive diversity management approaches, organizations can create environments where diverse talent thrives and contributes to organizational success. 
	(Barney, 2010), highlights workforce diversity as a valuable organizational resource that can contribute to sustained competitive advantage. Diversity enhances organizational capabilities, promotes innovation, and fosters adaptability in dynamic environments. Organizations that effectively harness the diverse perspectives and experiences of their workforce are better positioned to achieve superior performance outcomes. (Nishii, 2013) emphasizes the importance of leadership behaviors that promote inclusivity, respect, and belonging within organizations. Inclusive leaders value diversity, empower diverse teams, and create psychologically safe environments where all employees feel valued and able to contribute their unique perspectives. The concept of workforce diversity is a fundamental aspect of organizational performance, with far-reaching implications for innovation, decision-making, employee engagement, and overall success. By embracing and leveraging diversity, organizations can position themselves for sustained growth and competitiveness in today's rapidly evolving business landscape.
2.1.2 	The Concept of Gender Diversity 
	(Powell 2011) defined gender as the physiological inference of a someone being either male or female, like expectations and beliefs regarding what kind of attitudes, behaviours, values, knowledge, skills, and interests areas are more suitable for or typical of one sex than the other. The study of gender diversity focuses on how individuals believe that males and females differ.  These gender variations influence the manner in which individuals react to the behaviours of others in the work settings or any other group coalition. Gender diversities are visible in prejudice, stereotypes, and discrimination. 
	In the last decades, those organizational barriers that hinder women from advancing to the top in their career have been a vital area in organizational research. (Singh & Vinnicombe 2004) in their study discovered that women are almost if not completely absent when it comes to occupying senior positions in organizations. However, male directors often form an elite group at the top of the corporate world and only very few women are able to breakthrough these glass ceiling into this elite group, despite making inroads into middle management. This point out that gender in the board of directors in some big organization is a barrier for career advancement. (Singh & Vinnicombe 2004) argued that this is a matter of concern, because the talents of women are not being fully utilized. The private sectors is seen and characterized as influential, powerful, financially important and generally not controlled by the state. Historically, the private sector, including the board of directors has been male dominated where men have controlled the majority of high-level positions and especially those related to power (Healy, kirton, & Noon, 2011).  
	One of the most prevailing metaphors used to describe women’s absence in senior organizational positions has been that of the ‘glass ceiling’. (Mavin 2016 citing Morrinson & Von Glinow 1990) said the phrase ‘Glass ceiling’ was made up in the 1960s. This is used to describe a subtle obstacle that is so clear but yet very powerful that it can hinder women from claiming up the managerial ladder. Glass ceiling was coined to describe those organizational practices and processes which creates difficulties and limitations in which women encounter when trying to attain the highest position of their particular field. Here, women may be unable to reach the top of the management hierarchy even though they can see it (Gatrell & Swan, 2008). 
2.1.3 	Concept of Age Diversity 
	Age diversity is a shared phenomenon that is present in nearly all groupings, such as families, higher institutions, sport teams, and work or team groups with members of varying ages (Kunze, Boehm, & Bruch, 2013). Explained that workforce is unique in its generational diversity, which presents new challenges to organizations attempting to attract, retain, manage, and motivate quality employees. Each generation believes that its strengths are unique and they do not enhance those of other generations (Rowe, 2010). Where age diversity is practiced, the benefits accrue both to the organization and the employees. Having an age diverse environment produces and creates better working relationships and enhances social cohesion for all.
2.1.3.1 Generations in the Workplace 
	As unique as people’s experiences may be, they share a place in history with their generation. Generation is a group of persons born and living as the same period, who have common attitudes, tastes, knowledge and experiences that affect their thoughts, values, beliefs and behaviors (Johnson & Johnson, 2010; Zemke, Raines, & Filipczak, 2013). Each generation have diverse perceptions and expectations that they bring to the work environment. Perceptions of how they are to behave, how they will manage others and expectations of how the will be managed by their employers or managers.  The four generations of workforce all possess outstanding work ethics, different point of view on work, unique and preferred ways of managing and being managed. Hence, as the population ages, many older workers are available. As such, there is re-entry of middle aged women to work, retirees returning to supplement pension, internships opportunities bringing in more younger employees.  (Abrams & Von Frank 2014) stated that, as the labour force get older faster than could be replace, the baby boomers are leaving or rather preparing to leave the labour market, there are not enough generation Xers to fill the gap and the millennials are becoming an eve large percentage.  This section examines the different generations that exist in the workplace and their behavior towards their job performance.   
2.1.4 	Concept of Ethnic Diversity 
	Ethnicity could be seen as an assembly of individuals who share common cultural traditions and customary practices and also provide their members with a self conscious identity as a nation (Sayers, 2012). Ethnic diversity implies diversity in language, religions, races and cultures. There has been an increase in multicultural workforce in the organization for utilizing greater participation and synergy to improve and increase both employee satisfaction and business performance. A moderate level of ethnic diversity has no effect on team performance in terms of business outcomes i.e. sales, profit, and market share.  However, if at least the majority of team members are ethnically diverse, then more ethnic diversity has a positive impact on performance (Gupta, 2013). Following the raise of diversity in recent times, there has be a raise in work groups with the intention of making increased participation to enhance employee and organizational performance as a whole. However, in as much as the nature of the composition of employees is speedily getting more and more varied in terms of ethnicity, age, gender, education, etc., similar attention has been growing with respect to the effect of these diversities in academic institutions (Watzon, Johnson, & Zgourides, 2002).  
	The growth of multi-cultural in organizations today comes as a result of the increase of different cultures in society and it thus spread through the ancestral, educational, and religious circles. (Watzon, Johnson, & Zgourides 2002) said the increase in performance of teams comes as a result of the diverse cultural composition of employees and this is seen as the benefit of embracing various ethnical perceptions for finding solutions to problems and enhancing the outcome of team members after they have learned ways in which they can make use of their dissimilarities for their advantage. According to (Harrison & Klein 2007) firms can experience negative consequences of having demographic diversities like race/ ethnicity, nationality, gender, and age. It is important to note that individuals from the minority groups are more likely to be less satisfied with their jobs, less committed to the organization, have problems with their identities and feel or experience discrimination (Milliken & Martins, 1996). 
2.1.5 	Diversity Management 
	(Scott & Byrd 2012) diversity management have emerged as a power strategy for handling diversity issues. Valuing and managing diversity is becoming more and more essential for delivering higher level of performance and creativity, enhancing problem solving and decision making. (Scott & Byrd 2012 citing Roosevelt 2001) said diversity management does not mean containing, controlling or stifling diversity rather it means management recognizing the utility of every feature of diversity and tapping the potentials. 
	(Evans & Henry 2007) defined diversity management as a planned methodical commitment of an organization to attract, recruit and retain an heterogeneous group of people. Managing diversity means enabling employees to make use of their full potentials by making the work environment an equitable one where no employee the other has advantage over him. Organizational leaders are responsible for creating effective diversity policies and ensuring its implementation. To effectively manage diversity means they must work to ensure that unfair discriminations are eliminated within the work environment (Robbins & Judge, 2013). Top executives play the role of communicating the value of diversity and a commitment to diversity within the organization while the managers ensure that the work environment is one that embraces diversity (Scott & Byrd, 2012). 
	Diversity management is grounded on the idea that people are key asset for organizational success. By recognizing that people are characterized by many intersected diversities that needs to be managed, a diversity management approach maintains that only the conscious management of these diversities can establish a real outstanding and lasting competitive advantage for the organization. For diversity program to be effective, it requires the commitment of organization’s board and managers. Seeing that these are the people who are responsible for extending the awareness of, and the attention and commitment to people’s diversities to all employees, inducing them to respect, enhance, include and integrate these diversities in the workplace. It requires organizations to have intention and capacity to promote and shape a “cultural change” establishing a “culture of inclusion” (Cole & Salimath, 2013). Organizational culture means the cluster of principles, values and behavioral rules that a group has discovered, invented and adapted to solve issues concerning both external environment adaptation and inter-group integration (i.e. organizational identity, languages, symbols, ceremonies, accepted behaviors, procedures followed to attribute status and power). 
2.1.6 	Concept of Employee Performance 
	(Durga 2017) defined performance as the act of executing a task or an accomplishment or achievement. He adds that employee performance is how well an employee is effectively fulfilling his/ her job requirement or discharging his/ her duties so as to achieve good results. (O'Flynn, et al. 2001) citing (William and O’Reilly 1998) said employee performance is defined using three criteria. First criteria, is that employees’ output meets the standard of performance set by the organization’s external customers. Secondly, employee performance can be defined in terms of how the social processes utilized in the performance of their jobs enhances or maintain the capability of the employees to work together on subsequent  group tasks. Finally, that employee’s personal needs are satisfied instead of them being frustrated by the group performance. Performance is an individual’s behaviour and results. It is also seen as the way in which people get their work done (Armstrong, 2012). However (O'Flynn, et al. 2001) citing (William 1998) argues that the performance of employees is not truly representative of what a group performance is. Rather, it is the personal experience of group members and the subsequent ability of the employees to perform in the future that also defines the employee’s performance. (O'Flynn, et al. 2001) citing (Ancona 1992) argue that there are multiple dimensions when it comes to rating of performance seeing that different constituents have their different performance criteria and access to data.  
	For instance, management may be more interested in looking at the output of the employees whereas; the employees make be interested in creating a productive environment for themselves. They make have daily information about their interactions with co-workers or group members and use this data to evaluate performance.  Information and decision making theory predict that a positive outcome  exist between employee performance in intellectual and complex tasks and information as employees have diverse knowledge, skills, experience and expertise which results in innovation, new product design and improved decision making.  
	(Blumberg and Pringle, 1982 cited in Armstrong, 2012) formulated a performance equation as; performance = individual attribute x work effort x organizational support. (Bailey et al. 2001 cited Armstrong, 2012) introduced yet another factor ‘opportunity to participate’ to the formula. However, (Boxall and Purcell 2003 cited in Armstrong 2012) formulated AMO formula combining Bailey et al. and Vroom idea on performance (Armstrong, 2012). That is employees having the opportunity to make use of their skills and knowledge to contribute to both workgroup and organizational success. Thus, (Purcell, Kinnie, Hutchinson, Rayton, & Swart 2003) said the Boxall and Purcell 2003) model of performance indicates that performance is a function of ability, motivation and opportunity which is referred to as AMO. Employee performance is having the capacity and the commitment to do job. The formulated postulated is; performance=capacity x commitment. Capacity is having the competencies (the skills, knowledge, behaviours and personal attributes), resources (having the resources needed to do job) and the opportunity to complete a task or job (OPM.GOV, 2017). 
Figure 2.2: Conceptual Framework on Effects of Workforce Diversity on Employee Performance 
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Source: adapted from Weiliang, Mun, Fong, & Yuan (2011)
2.1.7 	Ethnic Diversity and Employee Performance 
	It is important to look closely to how individuals and different groups within the working environment interact with each other at work as organizations are becoming more diverse in its ethnicity (Weiliang, Mun, Fong, & Yuan, 2011). (Weiliang, et al., 2011 citing Pitts and Jarry 2005) said as workforce becomes more heterogeneous in terms of ethnic composition, managers are having a growing interest to know how having a diverse workforce influences the cohesion in the workplace and the overall organizational performance.  
	Base on empirical studies, having a workforce that is ethnically diverse can be beneficial or detrimental to an organization. Hence, it is essential for managers to have knowledge on diversity and ways in which they can manage ethnic diversity of their workforce in ways that will help the organization take full advantage of the beneficial aspect of ethnic diversity while reducing the negative effects that could sprout out in form of conflict or communication issues (Milliken & Martins, 1996; Benschop, 2001), discrimination, poor workplace harmony, as well as difficulty in getting coming to  (Van Knippenberg, De Dreu, & Homan, 2004). According to the social identity, social categorization and similarity attraction theories, when a workforce is ethnically diverse, it could result in psychological processes like in-group liking, in-group attraction and worst of all in-group favouritism. The consequence of this may affect the behaviours of employees in a way that group members may only choose to favour those belonging to their ethnic background. This could also bring about a lot of negative outcomes like; less communication, less cooperation, less cohesiveness and even conflicts. Furthermore, it could lead to high turnover intension and less job satisfaction (Oerlemans, Peeters, & Schaufeli, 2001).  
2.2 	Theoretical Framework 
	Workforce diversity is a very broad field which arguably, has been generalized across many boundaries. That is, management research, functional categories, social categories and psychological research.  
	Diversity theorists have recently turned to the well-established field of social psychology for insights into how diversity affects individuals and groups in organizations. Social psychologists have examined the processes involved with social identity and intergroup relations and diversity scholars recognized that this research tradition can provide a solid background for emerging theories on workplace diversity. 
	Organizational researchers often refer to inborn human characteristics as dimensions of diversity, or social category diversity. The theoretical foundations for primary dimensions of diversity include the self categorization theory (Turner, 1982), the social identity theory (Tajfel, 1978), the similarity paradigm theory (Thatcher, 1999), and the racial identity theory (Jehn,1999). These theories describe how people react to observable demographic characteristics. The primary dimensions of diversity shape people’s perception and behavior without regard to work-task relevance. According to O'Flynn, Ricciotti, Nicholas, Lau, Sammaritino, & Fisher (2001) the three most commonly used theories of diversity are the social categorization theory, the similarity attraction paradigm and the informational diversity and decision making perspective.  These theories according to the researchers all produce inconsistent and contradictory results. 
2.2.1 	Similarity-Attraction Paradigm 
	This theory was put forward by Byrne (1971) and it is used to explain group formation. This theory focuses on people’s preference to interact with other individuals who share common life values, beliefs and experiences with them. One reason for this preference is that having knowledge of this shared attitude could help them to predict the future behaviour of the other person or people.  
	Similarity attraction theory assumes that people like to associate themselves with those whom they perceive to be like them based on demographic characteristics such as age, ethnicity, etc. It is believed that this attraction helps to promote cohesion, communication and cooperation among team members (Kunze, Boehm, & Bruch, 2011). For instance it is possible to find younger employees in an organization pursuing common social activities with fellow colleagues within their age group and even going for lunch breaks with their colleagues who are of the same age group. This kind of attraction and personal ties tends to promote communication and cooperation among them because they are able to share similar life and work experiences with one another and as such develop their similar life attitudes and beliefs. However, employees who are either older, middle aged or younger than such unified group, may conclude that the reason why they are not invited or accepted in such group is due to their age and as a result may start generating and exhibiting age prejudiced attitudes in the organization Kunze, Boehm, & Bruch, 2011). This paradigm also assumes that people tend to apply negative assumptions and attitude to their colleagues who are different from them. Thus, stereotypes and prejudice, based on gender, ethnicity/race, and age often reflect the categorization process of distinguishing between similarity and difference, and often lead to miscommunication.  
	The theory helps to explain how variables such as educational background, cultural background can be a motivation which a set of needs hold for a particular employee.  Such needs could be satisfied by meaningful social and interpersonal relationships with other employees (Aswathappa, 2007). Employees may be motivated to work by the good relations he/ she has with co-workers (Koontz & Weihrich, 2010). Relatedness needs are those needs that draw people into interpersonal contact for social- emotional acceptance, caring and status. Belonging to such category may make them feel accepted and thus increase their job motivation (Singh K. , 2015). This theory deals with employees’ need to be accepted by others, achieve mutual understanding on matters that are important to them and exercise some influence over those with whom they interact with on daily basis in the organization (Acquinas, 2006).  
2.2.2 	 Social Identity Theory  
	This theory predicts that people tend to group themselves into specific groups based on certain areas which are of personal importance to them such as demographic characteristics like ethnicity, gender, etc. the result of this is that they tend to favour colleagues of their ingroup at the expense of the out-groups.  
	This theory was initially formulated by Tajfel (1978) to explain exclusion in the workplace. Tajfel (1978) said social identity theory is “that part of an individuals self concept which originates in his/ her membership in a social group(s), along with the importance and the emotional importance attached to that group membership”. Korte (2007) citing Hogg et al., (1995) said that social identity theory tries to explain group membership and behaviour. It is a theory that explains the conditions under which a person perceives the collection of people (plus themselves) as a grroup as well as the consequences of perceiving people in group terms. This theory puts forward a negative effect between workforce diversity and performance (O'Flynn, et al. 2001).  
	Turner (1982) said when individuals engage in the process of classifying themselves and others into social categories using most important attributes; it allows them to define themselves in terms of the social identity that links to a particular social group. Therefore, when individuals assign themselves to a particular group, it raises the perceived similarity between their social identity and the identity of the group and the perceived differences between their group and other groups is increased. As a result, such individual does not see him or herself as a unique person any more but now sees himself or herself as a representative member of the group where he or she belongs and that their behaviour symbolizes the group’s model social identity.
	Furthermore, it is possible for people to easily identify themselves with their own ethnic group seeing that it connects them with those who are from the same background and share common culture; it also gives them a sense of belonging. Thus, when people identify themselves with a certain ethnic group (e.g. Yoruba to Yoruba, etc.) which usually happens, the social identity theory expects that individuals will most likely favour those who share the same ethnicity with them (in-group) over those of other ethnicity (out-groups). 
	This research generally adoption, and falls under one of four theories which social identity theory  because the theories  lie between the minor but necessary working hypothesis and that evolve in abundance during day to day research and the all-inclusive systematic efforts to develop a unified theory that will explain all the observed uniformities of social behaviour, social organization and social change also We use the term ‘social identity theory’ more loosely here, i.e. in a less functionalist way, following Weick (2005) and DiMaggio’s (2009) discussion of theory use and development in management studies argues that “products of the theorizing process seldom emerge as full-blown theories, which means that most of what passes for theory in organization studies consists of approximations theory is less a product than a process they have gradations of abstractness and generality theory is a continuum rather than a dichotomy”. 
2.3 	Empirical Framework 
	A number of research findings have showed a harmful correlation linking diversity and group effectiveness. Milliken & Martins (1996) study on one hand found that workforce diversity (especially ethnicity, age and gender) as having a positive effect on teams as it increases the opportunity for creativity among members. Though, on the other hand the study, it negatively affected team members as it increases the likelihood that team members would be dissatisfied and fail to identify with the group. Their conclusion was that in the short term, there are several negative consequences associated with workforce diversity e.g. lack of commitment from group members, dissatisfaction, lack of identification with the group; perceived discrimination, work related friction; role conflict; role ambiguity; problems with social group integration, etc. whereas in the long term, they predicted negative consequences for organizational performance.  
	According to Dansby, Stewart, & Webb (2001) and Kirton & Greene (2016) the findings of researchers on workforce diversity have produce conflicting results. There are lots and mixed and contradictory evident surrounding diversity effects (Leonard & Levine, 2003). The reason is that different dimensions of diversity are often seen to have different effect on team outcomes in different business and organizational contexts. Most of these studies that found a negative effects employed social identity theory as an exploratory framework, arguing that people are drawn to similar other and even work better when they are in groups whose members are similar to them This is often called similarity attraction paradigm (Kirton & Greene,  2016). Joshi & Roh (2009) reported a negative association between age diverse workforce and the group job satisfaction, innovation. Companies that encourage and employ a diverse workforce, attracts and keep high talent employees. As a result enlarge its customer loyalty, bearing in mind that customers feel connected to organization when they see and interact with people who are like themselves. They feel better doing business with that company that understands their needs (Durga, 2017). 
	Moreover, Badal & Harter (2014) found that gender diversity has a positive impact on company performance at the business unit level using data from more than 800 business units of two distinct firms in the retail and hotel industries.  However,  Haslam,  Ryan,  Kulich,  Trojanowski,  &  Atkins, (2010)  utilized  2001-2005  panel data, archived  on  the UK FTSE  100  organizations, and discovered  that gender  diversity had a  negative link with the market value of the chosen enterprises while having no association with return on assets and return on earnings.  Bøhren &  Strøm (2010) showed  that there is  a negative  association between gender  diversity and Tobin's Q, market return on the stock, and return on assets using data from 1200 Norwegian enterprises and  panel  data  from  1989  to  2002.  Brown  (2002)  using  data  from  121  executive  directors  in  nonprofit organizations  located  in  Los  Angeles,  proved  that  a  higher  percentage  of  racial  diversity  led  to  better organizational performance. Richard, McMillan, Chadwick, & Dwyer, (2003) conducted a study in 45 US states and proved that racial diversity increased the performance of the selected banks that adopted an innovation strategy.  Roberson & Park, (2004) studied from 1998 to 2003 that the performance of 100 Fortune listed companies benefited from ethnic diversity. Cunningham, (2009)  applied Hierarchical  regression analysis  to data gathered  from 75  NCAA  athletic departments  and investigated  that  racial diversity  positively affected the performance of the entire organization. The social categorization theory reports a negative effect of age diversity (Tajfel & Turner, 1986). Diversity is deemed to foster the use of knowledge and the availability of different (unshared) information by intensifying cognitive conflicts in teams, thus making better and more innovative possible (Antoniou, Cooper, Chrousos, Spielberger, & Eysenck, 2009).





CHAPTER THREE
Methodology
3.0 	Introduction  
	The main objective of this chapter is to explain the framework on how the study was carried out. Therefore, the focus of this chapter is on the choice of the research design, characteristics of the population, the sampling technique, the sources of data and the method of data analysis. 
3.1 	 Research Design 
	Research design is a planned structure or procedural strategy that a researcher adopts in order to obtain answers to the research problems or questions (Kumar, 2011). It is an action plan that is developed by making decisions that reflects four aspects of research such as; the research paradigm, the research purpose, the techniques to be used and the situation for observation (Blanche, Durrheim, & Painter, 2006). 
	Survey research design was adopted for this study by reason of the descriptive and exploratory nature of the study. The researcher formulated the research objectives, the primary and secondary data collection methods were determined, the population of the study and the sample to be studied was determined. The researcher adopted a survey research design since it takes into account all the steps involved in a survey concerning a phenomenon to be studied (Kothari, 2004).
3.2	Population of the Study
	The population of the study is the most serious of all items or subjects that passes the characteristics of having the knowledge of the phenomenon being studied before research is possible, the population to be studied must be clearly defined, however, in conducting a  specific or certain population must be studied and therefore the population  understudy must be registered and in doing this, a sum population of the study includes: member of employees of the company, this research  work is based on questionnaire administered to company , employees on the challenge of assessing the impact of workforce diversity on organization performance which is totaled 102.

3.3	Sample Size and Sampling Techniques
	The sampling method used for the purpose of this study is random sampling. This is done with the aim of covering as many respondents as possible so as to ensure that the facts are provided beyond reasonable doubt. The random sampling method applied also gives the researcher’s a opened space to reach and gathered information as much as possible, which in no doubt had help tremendously in the course of this research work. However the numbers of questionnaire sent out and those received will be discussed in the next chapter of this work.

Where n – sample size
N = population = 102
e = allowable error = 0.05
n= 	
3.4	The Method of Data Collection
	Basically, there are various methods widely used for collecting data. These are questionnaire, telephone, personal interview and observation. In this research work, the researcher collected data through questionnaire which were distributed to individual members of the public as well as companies as stated in chapter one.
	In addition, information sourcing are generally classified into primary and secondary data. Both are used in this study. The classification of such information depends on the source from where the researcher has gathered such data. It has been stated down in the course of this study that both primary and secondary data were used. 
	In order to gather data for this empirical study, the staff of Kam Wire, Ilorin which has been in operation for at so many years now in Ilorin were interview was constructed and this interview helped in getting varied and sundry response. The interview also went through some of their publications and daily activities. Therefore, it was through the above procedures that the data for this project work was gathered.
3.5	Method of Data Analysis 
	The study analyzed the data collected from the respondent using frequencies and simple percentages. Cronbach’s Alpha was used to test reliability of the research instrument. The hypotheses were tested using Spearman’s Rank Order Correlation Coefficient (Rho, rs or 𝜌) to analysis the relationship between the variables (workforce diversity and employee performance). Regression Analysis was also conducted to ascertain the effect of workforce diversity on employee performance. The researcher also made use of a Statistical Package for Social Sciences (SPSS) software to fully analyze the data by coding the items and entering them into the SPSS for analyses.  
3.6	Historical Background of Kam Wire Nig Limited
	KAM INDUSTRIES (NIGERIA) LIMITED, a wholly owned indigenous company, was registered in 1997 under the Companies and Allied Matter Act (1990) of Nigeria as a manufacturer of steel products such as, Roofing Nails, Couper Nails, British Reinforcement Concrete (BRC) Mesh wire and Binding Wire.
The company started its manufacturing operations in 1997 with a few nail cutting machines at a noble location on Asa Dam road, Ilorin with three members of staff as operators. At the inception, the incumbent Vice Chairman/CEO, Alhaji Kamoru Yusuf was the company’s Engineer. From its humble beginning as a manufacturing company, Kam Industries has grown into one of the largest privately owned steel production company in Nigeria. Subsequently, company added new products profiles such as Black and Galvanized EM8, EM10, A142, PP packaging such as woven sacks, shopping bags and Nylons. KAM Industries (Nigeria) Limited is the only 100% indigenous steel and allied manufacturing company in Nigeria.
 Strategic Expansion (2010-2014)
	In 2011, the company established its FIRST HOT DEEP GALVANIZING LINE of 36,000mtpa for galvanized roofing sheets accompanied with a Colour Coating Line of 50 RPM for coloured and aluminium roofing sheets complete with all the facilities of Profile Forming and Cut to Length machines.
	
CHAPTER FOUR
Data Presentation, Analysis and Interpretation
4.0 	Introduction 
This chapter presents the descriptive statistics of data used for the study. The data Tables are used here to present the data. Data will be presented in Tables and analyzed using frequencies and percentages, spearman rank correlation and regression analysis to examine the degree of the relationship existing between two variables and to explain the data.  
4.1 	Data Presentation 
The study is a census survey hence, the total population of the study was 81 employees. Therefore a total of eighty six (86) copies of questionnaire were distributed to all the employees of Kam Wire Nigeria Plc. Ota. The entire questionnaire were correctly filled and returned giving a response rate of 100%.  The Table below shows the distribution of questionnaire.  
Table 4.1: Response Rate of Respondents
Table 4.1: Response Rate of Respondents 
	Total Number of 
Questionnaire Administered 
	Number of  Questionnaire Retrieved 
	Response Rate 

	86 
	81
	100% 


Source: Research Survey, 2025
4.1.1 Demographic Characteristics of Respondents 
This section provides demographic information of the respondents of the study. The characteristics include; gender, age group, marital status, ethnicity, educational qualification, work experience and respondents work level in the organization.  
Table 4.2: Demographic Characteristics of the Respondents 
	S/N 
	Items 
	Frequency (f) 
	Percentage (%) 
	Cumulative 

	1 
	Gender: Female 
                Male  
Total 
	32 
49 
81 
	39.5 
60.5 
100.0 
	39.5 
100.0 

	2 
	Age: 18-30 
        31-40 
        41-50 
Total  
	16 
57 
8 
81 
	19.8 
70.4 
9.9 
100.0 
	19.8 
90.1 
100.0 

	3. 
	Marital Status: 
	 
	 
	 

	
	Single 
Married  
Others  
Total  
	17 
63 
1 
81 
	21.0 
77.8 
1.2 
100.0 
	21.0 
98.8 
100.0 

	4.  
	Ethnic Group: 
	 
	 
	 

	
	Igbo 
Yoruba 
Hausa 
Efik 
Others 
Total  
	11 
57 
1 
1 
11 
81 
	13.6 
70.4 
1.2 
1.2 
13.6 
100.0 
	13.6 
84.0 
85.2 
86.4 
100.0 

	5. 
	Educational Qualification: 
	 
 
	 
 
	 
 

	
	OND/ND 
B.SC 
M.SC/ MBA 
Others 
Total 
	19 
28 
31 
3 
81 
 
	23.5 
43.6 
38.3 
3.7 
100.0 
	23.5 
58.0 
96.3 
100.0 

	6.  
	Work 
Experience:  
	 
 
	 
 
	 
 

	
	0-4 years 
5-8 
9-12 
Total
	21 
35 
25 
81 
	25.9 
43.2 
30.9 
100.0 
	25.9 
69.1 
100.0 

	7. 
	Level in 
Organization: 
	 
 
	 
 
	 
 

	
	Entry Level 
Junior 
Senior 
Total 
	20 
44 
17 
81 
	24.7 
54.3 
21.0 
100.0 
	24.7 
79.0 
100.0 


Source: Author’s Field Survey, 2025
Remark: Table 4.2 presents the demographic characteristics of the employees of Kam Wire Nigeria Plc Ota.  
Q1: Employees were asked to indicate their gender. Table 4.2 revealed that that 60.50% of the respondents were male while 39.50% of the respondents were female. This implies that Kam Wire of Nigeria welcomes gender diversity. 
Q2: Age of the respondents: Table 4.2 shows that 16 (19.8%) of the respondents falls within the age bracket of 18-30, while 57 (70.4%) of the respondents falls within the age bracket of 31-40, and 8 (9.9%) of the respondents falls within the age bracket of 41-50. This analysis revealed that most of the respondents were  within the age bracket of 31-40.   
Q3: Marital Status: Table 4.2: shows that 17 (21%) of our respondents were single, 63 (77.8%) of our respondents were married, and 1 (1.2%) of our respondents fall into the other category. This category comprised of divorced, separated or widowed. 
Q4: Ethnic Group of the respondents: Table 4.2 shows that 11 (13.6%) of our respondents were Igbo, 57 (70.4%) were Yoruba, while our Hausa respondents were 1 (1.2%), Efik respondents were 1 (1.2%), and our respondents from other ethnic group were 11 (13.6%). This shows that majority of our respondents were individuals from yoruba ethnic group background. 
Q5: Educational Qualification: Table 4.2 shows that 19 (23.5%) of our respondents were OND/ND holders, 28 (34.6%) of our respondents were BSC holders, 31 (38.3%) of our respondents were MSC/MBA holders, and 3 (3.7%) of our respondents falls into the others category. There was no SSCE/ GCE or P.HD holder among the respondents.  
Q6: Work Experience of Respondents: Table 4.2 shows that 21 (25.9%) of our respondents have 0-4 years working experience, then 35 (43.2%) of our respondents have 5-8 years working experience, while 25 (30.9%) have 9-12 years working experience. This states that majority of our respondents have been working with Kam Wire of Nigeria plc for about 5-8 years. 
Q7: Level in Organization: Table 4.2 shows that 20 (24.7%) of our respondents are entry level staff, 44 (54.3%) of our respondents are junior staff and 17 (21.0%) are senior staff, This states that majority of our respondents were junior staff in Kam Wire of Nigeria plc. 
4.2 	Descriptive Analysis of Data and Interpretation 
This section presents data retrieved from the respondents on Workforce Diversity ad Employee Performance. The data reflects employees’ opinion on workforce diversity and employee performance items stated on the questionnaire. The workforce diversity variables include; gender, age, ethnicity and educational background diversity. The respondents gave their response by selecting from the likert scale either “strongly disagree”, “disagree”, “undecided”, “agree” or “strongly agree”. Below are the descriptive Tables showing the frequency and percentage distribution of the respondents and the interpretations. 
Section B: 
Table 4.3: There is equal opportunity for career growth and advancement for women in my organization  
	
	Frequency 
	Percent 

	Strongly Disagreed
	2 
	2.5 

	Disagreed 
	9 
	11.1 

	Undecided 
	5 
	6.2 

	Agreed 
	40 
	49.4 

	Strongly Agreed 
	25 
	30.9 

	Total 
	81 
	100.0 


Source: Author’s Computation using SPSS 
Remark: Table 4.3: reveal the frequency distribution of the responses as follows: 2 (2.5%) of our respondents strongly disagree, 9 (11.1%) of our respondents disagree, 5 (6.2%) of our respondents were not able to make a decision, 40 (49.4%) agrees, and 25 (30.9%) of our respondents strongly agrees. The highest number of respondents 49.4% agreed to the statement and this implies Kam Wire Nigeria Plc. provides opportunity for career growth to employees irrespective of gender.   



Table 4.4: Opposite gender can perform well  and I enjoy working with them 
	 	 
	Frequency 
	Percent 

	Valid Strongly Disagreed
	2 
	2.5 

	Disagreed 
	4 
	4.9 

	Undecided 
	13 
	16.0 

	Agreed
	33 
	40.7 

	Strongly Agreed 
	29 
	35.8 

	Total 
	81 
	100.0 


Source: Author’s Computation using SPSS 
Remark: Table 4.4: present the percentage distribution of the responses as follows: 2 (2.5%) of our respondents strongly disagree, 4 (4.9%) of our respondents disagree, 13 (16.0%) of our respondents were not able to make a decision, 33 (40.7%) agrees, and 29 (35.8%) of our respondents strongly agree. The highest percentage rate was 40.7% of the respondents agreeing to the statement. This implies that both male and female employees have the capacity to perform effectively and efficiency and they enjoy working together.  
Table 4.5: Employees have not been discriminated by employer during promotional opportunities based on gender 
	 	 
	Frequency 
	Percent 
	Valid Percent 
	Cumulative Percent 

	Valid Strongly Disagreed 
	2 
	2.5 
	2.5 
	2.5 

	Disagreed 
	5 
	6.2 
	6.2 
	8.6 

	Undecided 
	10 
	12.3 
	12.3 
	21.0 

	Agreed 
	35 
	43.2 
	43.2 
	64.2 

	Strongly Agreed 
	29 
	35.8 
	35.8 
	100.0 

	Total 
	81 
	100.0 
	100.0 
	 


Source: Author’s Computation using SPSS 
Remark: Table 4.5: present the percentage distribution of the respondents to the statement “Employees have not been discriminated by employer during promotional opportunities based on gender”. The percentage distribution of the responses is as follows: 2 (2.5%) of our respondents strongly disagree, 5 (6.2%) of our respondents disagree, 10 (12.3%) of our respondents were not able to make a decision, 35 (43.2%) agrees, and 29 (35.8%) of our respondents strongly agree. 43.2% of the respondents agree that employees do not experience discrimination when its comes to promotional opportunities.  
Table 4.6: Dissimilarity in gender leads to poor employee performance   
	 	 
	Frequency 
	Percent 
	Valid Percent 
	Cumulative Percent 

	Valid Strongly Disagreed 
	11 
	13.6 
	13.6 
	13.6 

	Disagreed Undecided 
	29 
	35.8 
	35.8 
13.6 
	49.4 
63.0 

	
	11 
	13.6 
	
	

	Agreed 
Strongly Agreed 
	22 
	27.2 
	27.2 
9.9 
	90.1 
100.0 

	
	8 
	9.9 
	
	

	Total 
	81 
	100.0 
	100.0 
	 


Source: Author’s Computation using SPSS  
Remark: Table 4.6: shows the frequency distribution of respondents to the statement to the statement “Dissimilarity in gender leads to poor performance”. The percentage distribution of the responses is as follows: 11 (13.6%) of our respondents strongly disagree, 29 (35.8%) of our respondents disagree, 11 (13.6%) of our respondents were not able to make a decision, 22 (27.2%) agrees, and 8 (9.9%) of our respondents strongly agree.  29 (27.2%) disagreed that gender differences is a factor of poor performance. to this employees, poor performance is as a result of other factors other than gender. Whereas, 22 (35.8%) disagreed with this statement as the see gender differences as a factor that contributes to poor performance.  



Table 4.7: Workforce of the same gender can easily form working groups 
	  	 
	Frequency 
	Percent 
	Valid Percent 
	Cumulative Percent 

	Valid Strongly Disagreed 
	3 
	3.7 
	3.7 
	3.7 

	Disagreed 
	16 
	19.8 
	19.8 
	23.5 

	Undecided 
	18 
	22.2 
	22.2 
	45.7 

	Agreed 
	40 
	49.4 
	49.4 
	95.1 

	Strongly Agreed 
	4 
	4.9 
	4.9 
	100.0 

	Total 
	81 
	100.0 
	100.0 
	 


Source: Author’s Computation using SPSS 
Remark: Table 4.7: presents the frequency distribution of the respondents to the statement “Workforce of the same gender can easily form working groups”. The percentage distribution of the responses is as follows: 3 (3.7%) of our respondents strongly disagree, 16 (19.8%) of our respondents disagree, 18 (22.2%) of our respondents were not able to make a decision, 40 (49.4%) agrees, and 4 (4.9%) of our respondents strongly agree. Here the highest number of respondents 40 (49.4%) agreed that they can easily form working groups with colleagues who are of the same gender as them. However, 16 (19.8%) who disagree with this statement and this implies that they could be some employees in Kam Wire Nigeria who easily form working groups with opposite gender and thus experience an important effect of such group on their performance.  








Section C: 
Table 4.8: My team leader includes all members of different ages in problem solving 
	 	 
	Frequency 
	Percent 
	Valid Percent 
	Cumulative Percent 

	Valid Strongly Disagreed 
	2 
	2.5 
	2.5 
	2.5 

	Disagreed 
	9 
	11.1 
	11.1 
	13.6 

	Undecided 
	3 
	3.7 
	3.7 
	17.3 

	Agreed 
	53 
	65.4 
	65.4 
	82.7 

	Strongly Agreed 
	14 
	17.3 
	17.3 
	100.0 

	Total 
	81 
	100.0 
	100.0 
	 


Source: Author’s Computation using SPSS 
Remark: Table 4.8: shows the percentage distribution of the respondents as follows: 2 (2.5%) of our respondents strongly disagree, 9 (11.1%) of our respondents disagree, 3 (3.7%) of our respondents were not able to make a decision, 53 (65.4%) agrees, and 14 (17.3%) of our respondents strongly agree. 65.4% agree that their team leaders welcome members of different age to share opinion when it comes to decision making and this show that leaders embrace age diversity in Kam Wire Nigeria.
Table 4.9: Age difference affects group formation in the workplace 
	 	 
	Frequency 
	Percent 
	Valid Percent  
	Cumulative Percent 

	Valid Strongly 
Disagreed 
Disagreed 
	6 
	7.4 
	7.4 
	7.4 
40.7 

	
	27 
	33.3 
	33.3 
	

	Undecided Agreed 
	9 
	11.1 
	11.1 
	51.9 
88.9 

	
	30 
	37.0 
	37.0 
	

	Strongly Agreed Total 
	9 
	11.1 
	11.1 
	100.0 
 

	
	81 
	100.0 
	100.0 
	


Source: Author’s Computation using SPSS 
Remark: Table 4.9: shows the frequency distribution of respondents to the statement “Age difference affects group formation in the workplace”. The percentage distribution of the responses is as follows: 6 (7.4%) of our respondents strongly disagree, 27 (33.3%) of our respondents disagree, 9 (11.1%) of our respondents were not able to make a decision, 30 (37.0%) agrees, and 9 (11.1%) of our respondents strongly agree. 37% of employees agreed that age affects group formation in the workplace. This means that age differences of the employees affects the formation of workgroups in the workplace and so affect performance of employees. 
Table 4.10: Difference in age affects consensus building among the workforce  
	 
	 
	Frequency 
	Percent 
	Valid Percent 
	Cumulative Percent 

	Valid 
	Strongly Disagreed 
Disagreed 
	8 
	9.9 
29.6 11.1 
43.2 6.2 
100.0 
	9.9 
29.6 
	9.9 

	
	
	24 
	
	
	39.5 

	
	Undecided 
	9 
	
	11.1 
	50.6 

	
	Agreed 
	35 
	
	43.2 
	93.8 

	
	Strongly Agreed 
	5 
	
	6.2 
	100.0 

	
	Total 
	81 
	
	100.0 
	 


Source: Author’s Computation using SPSS 
Remark: Table 4.10 presents the frequency distribution of respondents to the statement “Difference in age affects consensus building among the workforce”. The percentage distribution of the responses is as follows: 8 (9.9%) of our respondents strongly disagree, 24 (29.6%) of our respondents disagree, 9 (11.1%) of our respondents were not able to make a decision, 35 (43.2%) agrees, and 5 (6.2%) of our respondents strongly agree. 43.2% agree to that having different age in the workplace affects their ability to build consensus. It is evident from this result that age differences among employees causes the employees to experience difficulty in agreeing when it comes to some issues that relates to their task implementation, which could reduce the employees’ performance in Kam Wire.  
Summary 
Based on the analysis of items in Section C- Age diversity, it can be concluded that that team leaders in Kam Wire of Nigeria includes all members of different ages in problem solving, age difference affects group formation in Kam Wire of Nigeria, difference in age affects consensus building among the workforce in Kam Wire of Nigeria; age difference affects employee and group effectiveness, and at Kam Wire of Nigeria employees, do not have problem working with people of different age. However 28.4% of respondents agree that they are motivated to complete task on time when they work with people of the same age group as against the 32.1% who disagree with this statement.  
4.3 	Hypotheses Testing 
To test the hypotheses, the spearman’s rank correlation and the regression model were adopted. The reason is that the spearman rho or rs is used to study the relationship between variables and it also helps to show the strength and direction of the correlation. 
Table 4.26: The Rule of Thumb for Correlation Coefficient Source: adopted from Weiliang, Mun, Fong, & Yuan (2011) 
	Coefficient Range 
	Strength of Association 

	± 0.91 - ± 1.00 
	Very strong  

	± 0.71 - ± 0.90 
	High 

	± 0.41 - ± 0.70 
	Moderate  

	± 0.21 - ± 0.40 
	Small but definite relationship 

	± 0.01 -  ± 0.20 
	Slight, most negligible 


4.3.1 	Testing of Hypothesis 1 Statement of Hypothesis: 
Ho = There is no significant relationship between gender diversity and employee effectiveness 
H1 = There is a significant relationship between gender diversity and employee effectiveness 
Table 4.27: Correlation Coefficient for Gender Diversity and Employee Effectiveness  
	 
	
	
	Gender Diversity 
	Employee 
Effectiveness 

	Spearman's rho 
	Gender Diversity 
Employee 
Effectiveness 
	Correlation Coefficient 
	1.000 
	.981 ** 

	
	
	Sig. (2-tailed) 
	. 
	.000 

	
	
	N 
	81 
	81 

	
	
	Correlation Coefficient 
	.981 ** 
	1.000 

	
	
	Sig. (2-tailed) 
	.000 
	. 

	
	
	N 
	81 
	81 


**. Correlation is significant at 0.01 level (2-tailed). 
Interpretation: Table 4.27: presents the correlation between gender diversity and employee effectiveness. The Spearman’s rho correlation coefficient is used to measure the monotonic relationship between Gender Diversity and Employee Effectiveness in Kam Wire Nigeria.  
Table 4.27 shows that gender diversity has a 0.981 correlation with employee effectiveness. Based on the Spearman’s rho correlation, there is a significant positive relationship between the two variables; gender diversity and employee effectiveness [Spearman’s rho or rs = 0.981, n = 81, p = 0.000] 
The R-value: shows the direction and the strength of the correlation. The bigger the value the more significant it is. The sign (**) indicates that there is a correlation between the variables. In this case, the Spearman rank coefficient (𝜌 = 0.981) shows a very strong positive correlation between the variables under investigation. This means that the null hypothesis can be rejected since r = 0.981*. According to Table 4.26, there is a very strong correlation between the variables.  
The p-value: The decision criteria here is to reject the null hypothesis if p≤0.01. If p≥0.01 then the correlation is considered to be insignificant but if p≤0.01 (meaning the researcher can be 99% confident that the relationship between these two variables is not due to chance) then the correlation is considered to be significant. In this case, correlation coefficient measuring the relationship between gender diversity and employee effectiveness reports a statistical significance with p-value ≤ 0.01, this implies that the null hypothesis is rejected at a 99% confident interval. That is, p-value = 0.000 and this is ≤ 0.01 level of significance.  
Decision: The correlation (r) = 0.981, between gender diversity and employee effectiveness is significant at 0.01 level. As such, we reject the null hypothesis (H0) and accept the alternative hypothesis (H1). Therefore, it can be safely concluded that there is a statistically significant monotonic relationship between Gender Diversities and Employee Effectiveness in Kam Wire Nigerian Plc. 
Table 4.28: Regression Model Summary for effect of Gender Diversity on Employee 
Effectiveness 
	Model 
	R 
	R Square 
	Adjusted R Square 
	Std. Error of the Estimate 

	1 
	.982a 
	.964 
	.963 
	.157 


a. Predictors: (Constant), Gender Diversity 
The model summary Table is similar to the correlation Table with respect to the R-Value, known as the Spearman Rank correlation coefficient. Meanwhile the R-Square value is the coefficient of determination, indicating a very high predictive power of 96.4%, implying that the Gender Diversity has the ability to determine the Employee effectiveness at the rate of 96.4%.   
 Table 4.29: ANOVAa   Outcome for Acceptance of Gender Diversity 
	Model 
	Sum of Squares 
	df 
	Mean Square 
	F 
	Sig. 

	Regression 
1 	Residual 
Total 
	51.606 
	1 
	51.606 
.025 
 
	2091.197 
 
	.000b 
 
 

	
	1.950 
	79 
	
	
	

	
	53.556 
	80 
	
	 
	


a. Dependent Variable: Employee effectiveness 
b. Predictors: (Constant), Gender Diversity 
Table 4.29: the Analysis of Variance (ANOVA) also shows statistical significance at 5% confidence interval, with the p-value less than 0.05. The superscript b reports significant predictors of the Gender Diversity and the constant. Therefore the null hypothesis of having the predictors not different from zero or being insignificant is rejected at 0.05 level of significance. 
Table 4.30:  Coefficientsa 
	Model 
	Unstandardized Coefficients 
	Standardize d 
Coefficients 
	t 
	Sig. 

	
	B 
	Std. Error 
	Beta 
	
	

	(Constant) 
	.009 
	.076 
	 
.982 
	.120 
	.905 
.000 

	1 	Gender 
Diversity 
	1.005 
	.022 
	
	45.730 
	


a. Dependent Variable: Employee effectiveness 
Table 4.30 labelled Coefficients, checks the relevance of the independent variable (Gender Diversity) on the Employee effectiveness in Kam Wire Nigerian Plc. The B values represent the estimates of the model while the Beta value is used to check the predictive power of the model. From the above, the Beta value for the Gender Diversity is very high (i.e. 98.2%), indicating a very high impact on the Employee effectiveness, with p-value less than 0.05. The model for the relationship between Employee Effectiveness and Gender Diversity can be seen as: 
𝑦𝑒𝑓𝑓𝑒𝑐𝑡𝑖𝑣𝑒𝑛𝑒𝑠𝑠 = 𝛽0 + 𝛽1𝑋𝐺𝑒𝑛𝑑𝑒𝑟 𝑑𝑖𝑣𝑒𝑟𝑠𝑖𝑡𝑦 
𝑦𝑒𝑓𝑓𝑒𝑐𝑡𝑖𝑣𝑒𝑛𝑒𝑠𝑠 = 0.009 + 1.005𝑋𝐺𝑒𝑛𝑑𝑒𝑟 𝑑𝑖𝑣𝑒𝑟𝑠𝑖𝑡𝑦 

4.4 	Discussion of Findings 
Summary of objective 1: the summary is to prove if the research question one was answered. Research question one was to find out if there is a significant relationship between gender diversity and employee performance. The result of objective one confirms that there is a strong positive relationship between gender diversity and employee performance at Kam Wire Nigeria Plc. The findings revealed most of the employees enjoy working with their fellow colleagues of opposite gender hence improving performance. Employees like the fact that there are also promotional opportunities and career advancement made available to all employees irrespective of gender and this enhances their performance. The research findings gave answer to the research question and the alternative hypothesis one which stated that there is a significant relationship between gender diversity and employee performance was accepted.  
Objective 2: the result of objective two also ascertains that there is a strong significant relationship between age diversity and employee effectiveness in Kam Wire Nigeria Plc. the findings show that employee performs better when they are included in the decision making process irrespective of age differences. Though, some employees say they are motivated to complete their task when they are working with people of the same age group however, most of the employees say the have no problem and were comfortable working with their colleagues of different age.  The findings gave answer to the research question and the alternative hypothesis which stated that ‘there is a significant relationship between age diversity and employee effectiveness’ was accepted. 
Objective 3: the aim was to examine the relationship between ethnic diversity and employee efficiency. The alternative hypothesis 3; was rejected because from the spearman correlation coefficient, there is no statistical significant relationship between ethnic diversity and employee efficiency. The finding shows that although employees come from different ethnic or cultural background, this has no effect on their performance. For instance the fact that an employee is Igbo or Yoruba, the ethnicity does not predict the way such employee’s performs. Ethnic diversity according to the regression Table 4.35, does not influence employee performance in any way. Hence, the null hypothesis stating that there is a significant relationship between ethnic diversity and employee efficiency was accepted while the alternative hypothesis was rejected.   
Objective 4: the aim was to inspect the relationship between educational diversity and employee efficiency. Testing the hypothesis using spearman rho, it was discovered from the analysis as indicated in Table 4.38 that the correlations between educational diversity and employee efficiency is statistically significant at 0.05 level. The influence that educational diversity has on employee performance is not so strong, as the regression Table 4.39 show a 6% effect of educational diversity on employee efficiency. However, it is still significant. 



























CHAPTER FIVE
Summary, Conclusion and Recommendation
5.0 	Introduction 
	This focus of this chapter is to provide the summary and conclusion of the study and to provide recommendations to organizations, individuals, government and the society at large that can help in managing the issue of diversity and creating an inclusive environment. 
5.1 	Summary of Work 
	The aim of this research was to examine the relationship between workforce diversity and employees’ performance in Organizations making reference to the Nigerian banking sector. Data for the study were gathered from the Kam Wire. The instrument that was use to gather data was a well structured questionnaire. The population for the study was limited and as such, the whole population was studied i.e. Kam Wire. 81 questionnaires were distributed to all employees of both branch and the respondents requested for three days to fill the questionnaires due to tight schedules. All the questionnaires were filled and returned and they were all relevant for data analyses.   
It was discovered that Kam Wire sees diversity as an importance factor that can not be over looked. To show it commitment to diversity and ensure that diversity policies are integrated into its corporate practices, the management created a diversity team that make certain that its acquires a diverse workforce. This is seen in its workforce characteristic such as; gender, age, ethnicity, education, etc. From the study it was found for an organization to succeed in it diversity plan, it is importance to know the benefits of having a diverse workforce, encouraging diversity by bringing together different individuals of different demography and different background and making policies and implementing practices to effectively manage diversity. When an inclusive environment is established, it can lead to more innovation and creativity, capacity building, productivity, efficiency and effectiveness amongst team or group members brought together.  



5.2 	Findings 
	Based on literature and survey carried out for this study, it is evident that diversity has a significant relationship with employee performance. The study confirms that diversity is an important factor that cannot be ignored in organizations. The diversity of diversity from study has been seen to be growing rapidly over the years. Organizations are now realizing that it is essential for it success. This is so because the study has shown that having a diverse workforce and creating an inclusive workplace can improve employees’ effectiveness and this in turn enhances the organizational performance or productivity. From the survey conducted, the respondents’ confirmed that the bank has an inclusive policy as it gives equal opportunity for career advancement both male and female. There is no discrimination when it comes to providing promotional opportunities for women. Respondents also agreed that educational diversity can enhance their performance. It is vital to state here that Nigeria is a country with diversity both in resources and the demographic characteristics of its population. As such, the Nigerian banking industry is operating in an environment that is multi-culturally and ethnically diverse. Hence, having knowledge of how workforce composition affects or influences group performance and overall organizational performance is very fundamental to organizational leaders.  
5.3 	Recommendations 
	It is interesting to see that Kam Wire recognizes and accepts the need to have a diverse workforce and has also made out its diversity policies. However, not all organizations are aware of the relevance of diversity. It is important for every organization to embrace diversity and not just be satisfied with having such workforce but ensure that they harness each and every benefits that comes from diversity and endure that they put machinery in place to reduce the negative consequences that may arise from group social categorization. 
This findings of this study have provided evidence that employee performance has a positive correlation with workforce diversity variables such as; age, gender and educational background. Therefore it is important for organizations to begin to get conscious of why it is needful that they deal with demographic characteristics so as to gain competitive advantage over competitors and stay competitive.   
1.	One of the challenges of diversity in the workplace is the issue of communication. Some employees feel that the language barrier affects their performance. Task should be communicated clearly and organization should try to promote a general language to enhance trust amongst employees. This is so because where an employee or group of employee feel left out because he/she couldn’t get along with others due to language barrier it can affect the way he/she relates with other. When there is no trust, information may be withheld and this could have an effect on performance. 
2.	From the literature reviewed, it was discovered that some organizations still have the glass ceiling that prevents women from advancing into senior positions in the organizations. From the result of this study, it is evident that employees feel motivated when the work with colleagues of different gender as the perceive the opposite gender as being capable of performing their job effectively. As such, organizational leaders should take off glass ceilings factor and reviewing the pay structure in the organization to promote equality in pay as this can be one way of encouraging high performance from women and minorities.  
5.4	Conclusion 
	From the conceptual, theoretical and empirical findings, the effects of workforce diversity on employee performance in organizations particularly the banking industry appears to be positively significant.   The objectives of the study have been achieved and the research questions have been fully answered by the analyses conducted. The answer to the research questions is in the affirmative, confirming that there is a significant relationship between workforce diversity (gender, age and educational diversity) and employee performance, except for ethnic diversity. This means that workforce diversity is also an influencer of employee performance. For instance, in terms of educational diversity, the way an employee carries out his/her job can have as a result of the competences he/ she has gained through education, experience, training. Also age diversity has an effect on employee performance; an employee can be more productive because is he young and still has the strength and skills to carry out task. On the other hand an older employee can perform his task well because he has the experience and skills to perform. From findings it is discovered that an organization that has a good mix of male and female employees is more likely to perform better than an organization that is dominated by same gender. Season being that both gender think and acts differently and if an organization embraces such diversity, then it is indirectly welcoming different ideas that the male and female employee will display. From the theoretical, conceptual and empirical findings, employee behavior, capacity or ability, their motivation, organizational commitment, organizational culture are some of the factors that moderate and explains the relationship between workforce diversity and employee performance. Summarily, this study shows that gender, age and educational diversity have a significant positive relationship with employee performance. 
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APPENDIX I 
RESEARCH QUESTIONNAIRE  
SECTION A: BIODATA 
Please tick  (     ) where appropriate  
1. Gender: 	Female 	 	Male 
2. Age group:   18-30  	 31-40  	 41-50  	  50 and above  	 
3. Marital Status:  Single 	 Married 	       Others 
4. Ethnic group:   Igbo  	Yoruba  	  Hausa 	 Efik 	        Others 
5. Highest Educational Qualification:  SSCE/ GCE 	      OND/ND         B.SC.             
M.SC/MBA 	         	 PHD          Others 
6. Work Experience: 0-4 years            5-8   	       9-12 	     13 above  
7. Level in Organization: Entry Level         Junior 	      Senior 	   Manager  APPENDIX 11 
SECTION B:  WORKFORCE DIVERSITY ON EMPLOYEE PERFORMANCE  
This section contains items to examine the relationship between workforce diversity (gender, age, ethnicity and educational background) and employee performance  
Please rate the following statement on a scale of 1-5, where 1= Strongly Disagreed (SD), 
	SECTION B: GENDER DIVERSITY  

	No  
	ITEMS 
	SD 
	D 
	U 
	A 
	SA 

	
	
	1 
	2 
	3 
	4 
	5 

	1 
	There is equal opportunity for career growth and advancement for women in my organization 
	 
	 
	 
	 
	 

	2 
	Opposite gender can perform well and I enjoy working with them 
	 
	 
	 
	 
	 

	3 
	Employees have not been discriminated by employer during promotional opportunities based on gender 
	 
	 
	 
	 
	 

	4 
	Dissimilarity in gender leads to poor effectiveness 
	 
	 
	 
	 
	 

	5 
	Workforce of the same gender can easily form working groups 
	 
	 
	 
	 
	 

	SECTION C: AGE DIVERSITY 

	No  
	ITEMS 
	SD 
1 
	D 
2 
	U 
3 
	A 
4 
	SA 
5 

	1 
	My team leader includes all members of different ages in problem solving  
	 
	 
	 
	 
	 

	2 
	Age difference affects group formation in the workplace 
	 
	 
	 
	 
	 

	3 
	Differences in age affects consensus building among employees. 
	 
	 
	 
	 
	 

	4 
	Age differences affects group effectiveness 
	 
	 
	 
	 
	 

	5 
	I have no problem working with people of different age 
	 
	 
	 
	 
	 

	6 
	I feel motivated to work with employees of the same  age group 
	 
	 
	 
	 
	 


2= Disagreed (D), 3= Undecide

