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Abstract

Organisational performance in this contemporary era is dependent on how much management
is able to fully integrate the combination of employees with varied ideologies, age grades and
diverse ethnic background and utilise their skills effectively. It was on this note that this study
examined the effect of workplace diversity on organisational performance in selected
universities in southwest Nigeria with the Social Identity Theory (SIT) and Resource-Based
View Theory (RBV) underpinning the study respectively. A total of One hundred and thirty-
eight (138) respondents were randomly selected from three (3) private universities in the South-
western region namely, Achiever University, Owo, Ondo State; Afe Babalola University, Ado-
Ekiti, Ekiti State and Bowen University, Iwo, Osun State . Findings from the study
demonstrated that task performance was affected by age diversity with (r=0.869, p-
value<0.05); also, adaptive performance was influenced by gender diversity with (r=0.905, p-
value<0.05) and ethnic diversity had positive and significant connection with contextual
performance with (r=0.959, p-value<0.05). the study concluded that achieving optimal
performance via a diverse workforce which reflects the broader fabric of the society is crucial
and essential for fostering a sense of belonging and ensuring that tertiary institutions is
representative of the diverse perspectives and experiences of its student body. Therefore, it was
recommended that management of private university should formulate policies and practices
that promote equity, fair treatment, and opportunities for professional growth irrespective of
age, gender and ethnicity.

Keywords: Diversity, Organisational Performance, Professional growth and Tertiary
Institutions.
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Introduction

The recent trends of globalisation and societal shifts from the traditional model of work have
resulted in the widespread movement of labour (Sanghvi, 2019). Consequently, the workforce
has become more diverse than ever. This has reflected a point where emphasis on diverse
cultures of work comes into play (Dubey & Tiwari, 2020; Tamunomiebi & John-Eke, 2020).
This increased diversity has opened up opportunities for organisations towards assembling a
more varied human capital. As a result, employees now find themselves interacting with
colleagues from diverse backgrounds to a greater extent (Gwala & Mashau, 2022). This has
presented new challenges for businesses across various industries (Ansari, Martina, Salfitri,
Hanny, & Ernesta, 2023). Consequently, the need for effective management of a diverse
workforce has become increasingly essential (Inegbedion, Sunday, Asaleye, Lawal &
Adebanji, 2020).

Workplace diversity is a complex term that goes beyond simply representing various
demographic traits in an organisation (Tongo, Awomailo, Ajose & Aderemi, 2023). Workplace
diversity is no longer just a moral imperative concept; it has become a strategic imperative for
organisations seeking competitive advantage. By harnessing the unique strengths of a diverse
workforce, organisations can foster innovation, adaptability, and a more inclusive culture,
ultimately contributing to their long-term success in a dynamic global environment. Therefore,
understanding, appreciating, and effectively managing workplace diversity is critical to success
as organisations increasingly become microcosms of a complex world (Gragnano, Simbula &
Miglioretti, 2020). As highlighted by Makhdoomi and Nika, (2018), the growing disparities
within organisational workforces can be attributed to the expanding population in many
nations; which has prompted organisations and businesses to place an increased focus on
diversity management as well as inclusion strategies.

Workplace diversity is a critical factor in organisational success (Theys & Schultz, 2020),
encompassing a range of characteristics such as age, gender, race, ethnicity, and more. A
diverse workforce can contribute to a more productive work environment by offering a variety
of perspectives. Studies by Iffat, Rene, and Muhammad (2021); Falola, Ogueyungbo, and
Ojebola (2020); Héliot, Gleibs, Coyle, Rousseau, and Rojon (2020) have linked workforce
diversity to organisational success, which can manifest in the aspect of creativity, improved
customer service, and enhanced profitability. This study delves into the impact of employee
diversity on organisational performance.

Workforce diversity has become a major emphasis for many businesses. Individuals from
various social categories, including age, gender, ethnicity, race, religion, sexual orientation,
and disability, are included in an organisation (Onwuzu & Nnamani, 2023). These factors are
included because they promote innovation and creativity within an organisation. When people
from different backgrounds come together, they bring with them unique ideas and ways of
thinking. This diversity of thought can lead to more innovative solutions to better decision-
making processes. Additionally, having a diverse workforce helps businesses better understand
their customer base (Nienaber & Martins, 2020). In today's globalized world, companies need
to cater to a wide range of customers with different preferences and needs. By having
employees who reflect this diversity within their ranks, organisations are better equipped to
understand and meet the needs of their customers (Ahmad & Rahman, 2019). This study
intends to investigate the relationship between workplace diversity and organisational success,
with the primary goal of understanding how workplace diversity affects organisational
performance.
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Organisational performance is a critical aspect of any business or institution. It refers to the
ability of an organisation to achieve its goals and objectives efficiently and effectively. In
today's competitive world, where success is measured by profitability, growth, and
sustainability, organisations must focus on enhancing their performance (Dildhani et al., 2019).
Organisational performance is a complex and multifaceted notion that encompasses a wide
range of characteristics which contribute to an organisation's ability to thrive in a competitive
and ever-changing marketplace. In the early stages of exploring organisational performance,
the primary focus was on measuring success within an organisation (Naveed et al., 2022).
Organisational performance was initially defined as the ability to make decisions quickly,
foster innovation, adapt to changing environments, compete effectively with rivals, and
efficiently usage of resources, and talent retention (Igbal et al., 2022).

Diversity in the workplace refers to the presence of people from varied backgrounds, such as
gender, age, race, and ethnicity. Organisational performance, on the other hand, refers to a
company's capacity to achieve its objectives, remain competitive, and grow in its industry or
sector. Organisational performance is a measure of how well an organisation achieves its goals
and is intricately tied to its strategic objectives. As an organisation adapts its strategy, it's
essential to continually assess organisational performance and introduce innovative and
optimized organisational changes to align with its strategic goals. Various enterprises have
unique strategies, organisational structures, and operational methods. Based on the
aforementioned arguments, this study looked at the effect of workplace diversity on
organisational performance in selected universities in southwest Nigeria.

Statement of Problem

Despite the progress made in fostering diverse and inclusive workplaces, significant challenges
persist in effectively handling a workforce marked by diversity (Okilo et al., 2023). In today's
rapidly evolving business landscape, workplace diversity has become an increasingly prevalent
aspect of modern organisations and the academic corridor is not left out (Kriti, 2022). However,
while diversity is celebrated for its potential to bring together individuals with varying
backgrounds, experiences, and perspectives, it also poses certain challenges that can impact
organisational performance via the infusion of certain performance metrics (Onwuzu &
Nnamani, 2023). The primary issue lies in understanding how diversity-related factors, such as
cultural differences, gender, age, and other dimensions of diversity, can either enhance or
hinder an organisation's ability to achieve its strategic goals, foster inclusivity, and maximise
overall performance (Chaarani et al., 2022). It is imperative to investigate these challenges to
develop effective strategies and best practices that can harness the benefits of diversity while
mitigating its potential adverse effects on organisational performance.

The cornerstone of a successful business enterprise has traditionally been recognized as its
effective human resources. This is grounded in the understanding that operational excellence
not only stems from a productive human resource but also serves as a fundamental element
ensuring the sustained achievement of optimal business success (Andoh, Ghansah, Okogun-
Odompley & Benuwa, 2019).

Objective of the Study

The general objective of the study was to investigate the effect of workplace diversity and
organisational performance in selected universities in southwest Nigeria. Other specific
objectives were to;

i.  investigate the effect of age diversity on task performance in selected universities in
southwest Nigeria;

103



LASU Journal of Employment Relations & Human Resource Management Volume 4. No. 2, 2 O 2 3

ii. evaluate the influence of gender diversity on adaptive performance in selected
universities in southwest Nigeria; and

iii.  assess if there is any connection between ethnic diversity and contextual performance
in selected universities in southwest Nigeria.

Research Hypotheses
HO:1: Age diversity does not have any significant effect on task performance in selected
universities in southwest Nigeria.

HO02: Gender diversity does not significantly influence adaptive performance in selected
universities in southwest Nigeria.

HOs: Ethnic diversity does not have significant connection with contextual performance in
selected universities in southwest Nigeria.

Literature Review

Workplace Diversity

Diversity means differences, varieties, multiplicity and assortment (Tongo et al., 2023). The
term 'diversity' can be somewhat ambiguous and open to a series of interpretations, leading
different authors to attribute various qualities to its different dimensions. Diversity, as defined
by Héliot et al., (2020), revolves around the distinctive attributes that set one individual apart
from another. This concept emphasises the importance of fostering mutual understanding and
respect among individuals within a group (Gomez & Bernet, 2019). A thorough definition of
workforce diversity encompasses the presence of variety and distinctions among an
organisation's employees, encompassing factors such as race, age, ethnicity, cultural heritage,
physical capabilities, religious beliefs, gender, sexual orientation, language, educational
background, way of life, personal convictions, appearance, and economic standing
(Seliverstova, 2021).

The forces of globalization and the ever-evolving work environment have created a necessity
for organisations to expand their business operations and collaborations beyond their domestic
borders (Omotayo et al., 2020). This compels them to seek a more adaptable cultural
framework, essential for their survival in this rapidly changing landscape and for the attainment
of their corporate goals and objectives. According to Okilo et al., (2023), it is important to
cultivate a diverse workforce, which involves bringing together individuals from various
demographic and background backgrounds. They suggest that crafting policies and effectively
implementing practices to manage diversity is vital for the success of organisations. Their
viewpoint suggests that when organisations establish an inclusive environment, it can result in
enhanced service delivery, heightened productivity and output, and an increase in employee
commitment to the organisation.

The term workplace diversity refers to organisational measures intended to increase the
participation of workers from different backgrounds in official and informal organisational
structures (Gragnano et al., 2020). Organisations use diversity management as a strategic tool
to maximise the advantages of a varied workforce while fostering an inclusive and equal
culture. It acknowledges that individuals from varied backgrounds may contribute to the
success of an organisation by bringing their unique perspectives, experiences, and talents.
Diversity management is establishing and preserving an atmosphere that fosters a sense of
worth, respect, and inclusion for people from diverse backgrounds (Jankelova et al., 2021).
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Race, ethnicity, gender, age, sexual orientation, ability, nationality, religion, and financial
position are just a few of the many variables that it incorporates to measure gender diversity.

Workplace diversity has an impact on some societal and corporate functions, including
employee supervision, group cohesiveness, and employee and customer service (Inegbedion et
al., 2020). A diverse workforce has a more varied combination of talents and experiences,
which fosters innovation, growth, and creativity, all of which improve firm competitiveness in
the global economy. According to Héliot et al., (2020), diversity management attempts to
"create and maintain a positive work environment that values the similarities and differences
of individuals." To manage such work conditions effectively and efficiently, it aims to gain the
knowledge and versatile abilities needed.

To fully capitalise on the advantages of the broadest possible range of perspectives and
experiences connected with diversity, an organisation must be able to look past the
complications of diversity and value the distinctions in people that are precipitated by it (Pai,
2021). Diversity management specifically aims to encourage acceptance and respect for
people's differences as a result of their individuality in the dimensions of diversity, as well as
recognition of those differences. It is the acceptance of these various distinctions in a setting
via shared awareness and a conscious decision to embrace and celebrate the rich and varied
qualities that are inherent in each human, as opposed to simply tolerating one another (Falola
et al., 2020).

In the educational context, diversity exists among the staff, faculty and students. Hence, it could
be argued to have a higher impact and consequently greater importance in a particular setting
which leads to the proposition that research on diversity management in education is highly
relevant and needed (Ikemefuna et al., 2020). Diversity management is the proactive strategy
of leveraging the unique talents, perspectives, and experiences of individuals from diverse
backgrounds within an organisation (Jankelova et al., 2021). It goes beyond merely complying
with legal and regulatory requirements and seeks to create an inclusive environment where all
employees feel valued and can contribute their best. A complex strategy that combines
organisational commitment, an inclusive culture, just policies, and proactive leadership is
needed for effective diversity management. The success of diversity initiatives can be greatly
impacted by the leadership styles of those in positions of power, who play a crucial role in
establishing the tone and course of these projects. Organisations may maximise the potential
of their varied workforce and spur innovation and success in an increasingly global and
diversified corporate environment by embracing inclusive leadership styles and actively
supporting diversity and inclusion.

Dimension of Workplace Diversity

In the contemporary business landscape, the recognition and appreciation of workplace
diversity have evolved into a pivotal driver of organisational success. Beyond being a social
responsibility, embracing diversity in the workplace has become a strategic imperative. The
multifaceted nature of diversity encompasses various dimensions, each bringing a unique set
of perspectives, experiences, and skills. Among the critical dimensions shaping the modern
workforce, age diversity, gender diversity and ethnic diversity stand out as essential pillars of
inclusive organisational cultures.

Age Diversity

In the business landscape, companies increasingly acknowledge the presence of individuals
spanning various age brackets. It has become a prevalent practice for organisations to consider
and address the needs of their ageing workforce comprehensively. The integration of diverse

105



LASU Journal of Employment Relations & Human Resource Management Volume 4. No. 2, 2 O 2 3

age groups is now a standard feature in many companies. Studies conducted by Sukalova and
Ceniga, (2020); Seliverstova, (2021) and Welman et al., (2022) underscore the fact that older
workers exhibit comparable levels of activity, productivity, and skilfulness as their younger
counterparts. Consequently, a workforce characterized by age heterogeneity is posited to be
more innovative, diverse, and ultimately, more productive than a homogeneously aged
counterpart (Uche et al., 2020).

Employee age diversity in a university setting adds a layer of richness and complexity to the
workplace, reflecting a mix of experiences, perspectives, and approaches to work. This
diversity encompasses faculty, staff, and administrative professionals, creating a dynamic
environment that mirrors the broader societal trend of an ageing workforce. One aspect of age
diversity is the coexistence of seasoned, more experienced employees with those who are
relatively younger and newer to their careers (Seliverstova, 2021). Older employees often bring
a wealth of institutional knowledge, expertise, and a historical perspective that is invaluable in
academic settings. On the other hand, younger employees may contribute fresh ideas,
technological proficiency, and a contemporary understanding of evolving trends in education
(Oderinde & Olanipekun, 2023).

This blend of generations can enhance collaboration, mentorship, and knowledge transfer. For
instance, seasoned faculty members may serve as mentors to younger colleagues, offering
guidance based on years of experience. In return, younger employees may provide insights into
modern teaching methodologies, technology integration, and the evolving needs of today's
students (Navjeet & Pallvi, 2020). Challenges can arise due to differences in communication
styles, work preferences, and attitudes toward technology. Bridging these gaps requires a
proactive approach to fostering a culture of mutual respect and understanding (Guirdham &
Guirdham, 2017).

Universities can also leverage age diversity to create interdisciplinary teams that bring together
individuals with diverse experiences and expertise. This can be particularly beneficial in
research projects, where varied perspectives contribute to comprehensive and innovative
solutions. In addressing age diversity in the university workplace, it is essential to recognize
that diversity goes beyond age, encompassing factors such as gender, ethnicity, and cultural
background. Embracing a holistic approach to diversity and inclusion fosters an environment
where all employees, regardless of age, feel empowered to contribute their unique skills and
perspectives to the collective success of the institution (Adula et al., 2022).

Gender Diversity

Gender diversity is a notion that revolves around recognising and embracing the variations
between people depending on their gender identity, whether they identify as male, or female,
or fall within the non-binary or gender non-conforming spectrum (Scarborough et al., 2019). It
entails including persons of diverse gender origins and orientations in numerous sectors of life,
including the workplace. Gender frequently plays a defining role in shaping the roles,
responsibilities, limitations, opportunities, and privileges of individuals, be they women, girls,
men, or boys, within a given setting. According to Nwaoma, (2022), gender diversity pertains
to the emotional distinctions and the culturally embedded experiences associated with men and
women within any organisation.

Gender diversity among employees in a university setting is a critical aspect that significantly
influences the overall academic environment (Chin & Trimble, 2020). The composition of
faculty, staff, and administrative professionals from diverse gender backgrounds contributes to
a richer and more inclusive university community. One aspect of gender diversity is the equal
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representation of both men and women in various roles within the university. Achieving gender
balance in leadership positions, academic departments, and administrative roles is crucial for
fostering an environment that values the contributions of all individuals, regardless of gender.

Gender diversity brings a range of perspectives, experiences, and approaches to problem-
solving. In the academic realm, diverse perspectives are essential for addressing the complex
and multifaceted challenges faced by universities (Scarborough et al., 2019). Research has
shown that diverse teams, including those with a gender mix, tend to be more innovative and
perform better in problem-solving tasks. Creating a gender-inclusive university setting goes
beyond numerical representation. It involves cultivating a culture that actively promotes gender
equity, inclusivity, and equal opportunities (Olowookere et al., 2021). This includes addressing
any existing gender biases, ensuring fair hiring and promotion practices, and providing support
systems for career development irrespective of gender. Challenges may arise in the form of
gender stereotypes, unconscious biases, and unequal distribution of responsibilities.
Overcoming these challenges requires proactive measures such as awareness campaigns,
diversity training, and the implementation of policies that promote a gender-inclusive work
environment (Omotayo et al., 2020). Gender diversity among employees in a university setting
is not only a matter of equity and social justice but also a key driver of academic excellence.
Embracing and celebrating the contributions of individuals of all genders creates a more
dynamic and innovative university environment, better-preparing students for a diverse and
inclusive world beyond academia.

Ethnic Diversity

Ethnic diversity within a workplace encompasses individuals from different ethnic groups, and
the increasing prevalence of multi-ethnic business environments is linked to the growing
multicultural expectations of society (Chaarani et al., 2022). This diversity extends to groups
centred on education, family, and religion. Research by lheme et al., (2023) indicates that
ethnic diversity plays a crucial role in enhancing problem-solving capabilities, as teams with
diverse ethnic perspectives demonstrated improved success once they learned to leverage these
differences to their advantage. The presence of ethnically distinct communities not only fosters
learning opportunities but also contributes to greater creativity and development.

Employee ethnic diversity in a university setting is a vital aspect that influences the overall
culture, inclusivity, and success of the institution (Khan et al., 2020). This diversity
encompasses faculty, employees, and administrative professionals from various ethnic
backgrounds, contributing to a rich and dynamic academic environment. One significant aspect
of ethnic diversity is the representation of individuals from different ethnic groups among
university employees. Achieving a diverse workforce that reflects the broader societal fabric is
essential for fostering a sense of belonging and ensuring that the university is representative of
the diverse perspectives and experiences of its student body.

Ethnic diversity among university employees brings a range of perspectives, cultural insights,
and approaches to teaching, research, and administration. This diversity enriches classroom
discussions, research initiatives, and administrative decision-making processes. Exposure to
different cultural backgrounds enhances creativity, problem-solving, and innovation within the
academic community (Olowookere et al., 2021). Creating an inclusive and supportive
environment for employees of diverse ethnic backgrounds goes beyond numerical
representation. It involves implementing policies and practices that promote equity, fair
treatment, and opportunities for professional growth irrespective of ethnicity. Establishing
mentorship programs and support networks can also play a crucial role in ensuring that
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individuals from diverse ethnic backgrounds feel valued and have the resources needed to
thrive in their roles (Niu et al., 2021).

Organisational Performance

An organisation can be understood as a consciously coordinated system of personal activities
or forces (Ugbomhe & Osagie, 2019). The key idea is that an organisation requires the
collaboration of individuals who communicate and willingly contribute actions to achieve a
common goal. The essential elements of an organisation, as outlined, include communication,
a willingness to cooperate, and a shared purpose (Nienaber & Martins, 2020). The concept of
organisational performance has been a significant topic of discussion over time. Defining what
makes an organisation effective is challenging, as it varies between different organisations. The
paper emphasizes that organisational is the ability of an organisation to not only survive but
also progress in its business environment by achieving set goals and objectives. Jaipong et al.,
(2022) define organisational performance as the extent to which an organisation, as a social
system, fulfils its objectives with given resources and means, without incapacitating them or
placing undue strain on its members.

Task Performance

Task performance in a university setting is a multifaceted concept that encompasses a wide
range of activities, each contributing to the overall success and effectiveness of the academic
institution (Adamu et al., 2022). Successful task performance requires a combination of
knowledge, skills, collaboration, and a commitment to continuous improvement. Task
performance in a university setting is a critical aspect that directly influences the overall
academic environment and the success of individual students, faculty, and staff members. Task
performance refers to the ability of individuals to effectively and efficiently carry out the
specific duties and responsibilities assigned to them within the university context. For faculty
members, task performance involves the effective delivery of lectures, designing curriculum,
and facilitating meaningful learning experiences for students. This includes the ability to
communicate complex concepts, engage students, and assess their understanding through
various evaluation methods. In a university, research is often a key component of academic
responsibilities. Task performance in research entails conducting high-quality research,
publishing scholarly articles, and contributing to the academic knowledge base (Fernandes et
al., 2023). The ability to secure research funding and collaborate with peers in the research
community is also a crucial aspect.

Adaptive Performance

Adaptive performance in the workplace is like having a well-tuned instrument in a dynamic
orchestra it is about being able to seamlessly switch between different notes, play various roles,
and improvise when the rhythm changes (Sun et al., 2018). In the ever-evolving landscape of
modern work, adaptability is not just a skill; it is a necessity. One of the key aspects of adaptive
performance in the workplace is the ability to navigate ambiguity (Navjeet & Pallvi, 2020).
The business world is no stranger to uncertainties, and those who can navigate through the fog
of uncertainty with clarity and composure stand out. It is about being comfortable with the
uncomfortable and finding solutions even when the path forward may not be crystal clear.

Another crucial element is the capacity to embrace change. In a world where the only constant
is change, resisting it can be a hindrance. Adaptive performers not only accept change but also
see it as an opportunity for growth (Bednall & Henricks, 2021). They are quick to learn new
tools, methodologies, and approaches, ensuring that they stay relevant in a rapidly evolving
professional landscape. Adaptive performance requires employees to be flexible and agile,
ready to pivot and adapt to new situations (Pradhan & Jena, 2017). This could involve

108



LASU Journal of Employment Relations & Human Resource Management Volume 4. No. 2, 2 O 2 3

embracing changes in processes, technology, or even the overall organisational structure.
Employees who excel in adaptive work performance are adept problem solvers. They do not
just tackle issues as they arise; they proactively identify potential challenges and come up with
creative solutions. It's like having a team of problem-solving superheroes (Nienaber & Martins,
2020). A culture of continuous learning is crucial for adaptive work performance. This involves
not only acquiring new skills but also fostering a mindset that sees every experience, whether
success or failure, as an opportunity for growth and improvement (Nnadi & Chinedu, 2019).

Contextual Performance

Contextual performance in an organisation refers to the behaviours and actions of employees
that contribute to the overall functioning and effectiveness of the workplace, beyond the
specific tasks outlined in their job descriptions (De Brin & McAuliffe, 2020). It is like the
unsung hero of organisational success, often overshadowed by task performance but equally
crucial. One key aspect of contextual performance is adaptability. In today's dynamic business
world, the ability to adapt to changes and uncertainties is invaluable. Employees who can
seamlessly transition between different roles, collaborate with diverse teams, and navigate
unexpected challenges enhance the overall resilience of the organisation (Goel et al., 2019).
Communication skills play a significant role in contextual performance. Clear and effective
communication fosters a collaborative environment, reduces misunderstandings, and ensures
that everyone is on the same page. This is especially important in cross-functional teams where
diverse expertise comes together for a common goal (Olowookere et al., 2021).

Workplace Diversity and Organisational Performance

Workplace diversity is critical to the success of any organisation. It refers to the employment
of people from many origins, ethnicities, genders, races, and abilities. Workplace diversity has
a significant impact on organisational performance. A diverse workforce brings a wide range
of viewpoints and ideas together (Nachmias et al., 2021). The organisation benefits from this
diversity of view since it stimulates creativity and innovation. When people from various
backgrounds work together, they provide diverse perspectives that can result in more effective
problem-solving and decision-making processes.

Increased workplace diversity boosts employee morale and engagement (Permana et al., 2021).
Employees are more likely to be motivated and committed to their work when they feel valued
for their uniqueness and are treated properly regardless of their differences. As a result,
productivity increases and job satisfaction rises. Furthermore, organisations that value diversity
are better positioned to understand and serve a broad consumer base. Businesses in today's
globalised world must engage with customers from varied cultural backgrounds. A diverse
employee enables businesses to better understand the needs and preferences of various target
audiences (Iffat et al., 2021).

However, attaining workplace diversity demands more than simply employing people from
diverse backgrounds; it necessitates the creation of an inclusive environment in which everyone
feels welcome and appreciated (Seliverstova, 2021). Organisations must implement policies
that promote equal opportunities for all employees, as well as provide cultural sensitivity
training programmes. Workplace diversity improves organisational performance by fostering
creativity, improving employee morale, increasing productivity, and improving customer
relations, among other benefits.

Theoretical Review
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This study was anchored on the Social Identity Theory (SIT) and Resource Based View
respectively. These theories were found worthy for the study due to their depth of explanation
offered on the variables under review.

Social Identity Theory (SIT)

Social Identity Theory investigates how individuals categorise themselves and others into
social groups based on similar qualities, developing a sense of belonging and identity (Tajfel,
1978). According to SIT, people get a portion of their self-concept from their social group
membership, and this categorization shapes their perceptions, attitudes, and behaviours (Kiran,
2023). Social Identity Theory provides useful insights into how individuals identify with and
categorise themselves and others based on numerous characteristics such as gender, race,
nationality, and other diversity elements in the context of workplace diversity. Employees may
create social identities based on shared traits, resulting in the formation of in-groups and out-
groups (Bharadwaj, 2023).

According to SIT, individuals prefer members of their in-group (those with similar features)
over members of out-groups (those considered to be dissimilar). These in-group/out-group
dynamics can influence workplace behaviours, collaboration, and interpersonal interactions in
a diverse organisational setting. Understanding these relationships is critical for good diversity
management. Social Identity Theory explains how employee perceptions and attitudes can be
influenced by workplace diversity (Li et al., 2022). It emphasises the risk of social
categorization resulting in preconceptions, biases, and prejudices based on perceived
differences. Managing these beliefs is critical for building an inclusive atmosphere that
promotes positive social identities while reducing intergroup conflict. Individuals in a social
group adhere to group norms and may comply with expected behaviours (Reimer et al., 2020).
Understanding how social identities affects group norms can help organisations foster inclusion
and guarantee that varied perspectives are appreciated in diverse workplaces. Promoting
positive diversity norms can improve collaboration and innovation.

Resource Based View

The Resource-Based View (RBV) of the company, focuses on how organisations can obtain a
sustainable competitive edge by strategically managing precious, scarce, distinctive, and non-
substitutable resources (Wright & Mcmahan, 1992). RBV provides a framework for analysing
how diversity-related resources contribute to organisational performance in the context of
workplace diversity (Hermansyah et al., 2022). According to RBV, for a corporation to gain a
competitive edge, it must possess and exploit resources that are both valued and scarce.
Workplace diversity, which includes a wide range of skills, viewpoints, and experiences, can
be regarded as a unique and significant resource. Organisations that properly manage diversity
can use it to boost innovation, adaptability, and problem-solving abilities. The Resource-Based
View offers an insightful view of how workplace diversity can be used to gain a sustainable
competitive advantage (Shet, 2020). Organisations that recognise diversity as a strategic
resource, foster an inclusive culture and include diversity in their strategy processes are more
likely to achieve positive results in terms of employee performance, creativity, and overall
organisational success. Diversity not only aligns with societal expectations, but it may also
significantly contribute to gaining and retaining a competitive edge in today's volatile business
environment.

Theoretical Framework
The Resource-Based View (RBV) theory provides an excellent framework for investigating
workplace diversity and its impact on organisational success (Tamunomiebi & Worgu, 2020).
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According to this notion, an organisation's resources, especially its varied personnel, can
provide a competitive edge and contribute to exceptional performance. According to RBV,
workplace diversity provides organisations with unique resources that can improve their ability
to adapt and innovate. A diverse workforce brings together people from various origins,
experiences, viewpoints, and talents. This diversity of views and knowledge within the
organisation can lead to more creative problem-solving, improved innovation, and better
decision-making processes (Saranya, 2022).

RBYV further contends that diversity can increase organisational performance by increasing
employee satisfaction and engagement. Employees are more likely to be motivated and
committed to the organization's goals when they feel valued for their unique contributions and
are given equal opportunities for growth and development regardless of their background or
qualities (Olorunisola & Ibironke, 2021). However, simply having a diverse staff does not
ensure higher organisational success. Effective diversity management is critical for obtaining
its potential benefits. Organisations must foster an inclusive culture that values differences,
encourages open communication, provides cultural competence training, and implements fair
rules and procedures in the recruitment and promotion processes (Alberta, 2012). The
Resource-Based View theory provides a theoretical foundation for comprehending how
workplace diversity might improve organisational performance. Recognising the importance
of varied resources inside an organisation, such as knowledge, skills, and perspectives from
various backgrounds, allows organisations to efficiently harness these resources through
inclusive practices, resulting in higher performance outcomes

Empirical Review

Age Diversity and Task Performance

Farmanesh et al., (2020) investigate the intricate relationship between workforce diversity and
organisational performance in the educational sector of Cyprus, with a specific focus on the
moderating effect of diversity fatigue. The research employs a Mixed Method approach,
combining survey data from university academic staff with semi-structured senior-level
interviews. The findings emphasize the need for organisations to proactively address diversity
fatigue, recognizing its potential to hinder the positive impact of diversity on performance.
Strategies aimed at fostering a supportive and inclusive work environment are crucial for
mitigating emotional challenges and maintaining the positive contributions of a diverse
workforce.

Iheme et al., (2023) investigate the impact of workforce diversity on employees' performance
within the Economic Community of West African States (ECOWAS) Commission in Abuja.
The organisation has embraced diversity principles in managing and staffing, but the specific
variables influencing employee performance were not clear. The research adopts a survey
research design, employing a structured questionnaire with a five-point Likert scale for data
collection. Multiple regression analysis and econometric views are used to test hypotheses and
analyze the data. The study affirms the positive influence of workforce diversity, encompassing
age, gender, educational background, and ethnic background, on employees' performance
within the ECOWAS Commission. The recommendations highlight the importance of creating
an inclusive and diverse workplace to improve overall employee effectiveness.

Gender Diversity and Adaptive Performance
Okilo et al., (2023) explore the relationship between workplace diversity management and
organisational performance, acknowledging the impact of environmental volatility,
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technological innovations, and globalization on contemporary businesses. In the face of
disruptions, organisations striving for corporate success recognize the necessity of developing
cross-national business collaborations. The study underscores the inevitability of workplace
diversity in organisations grappling with the challenges of a rapidly evolving business
landscape. Recognizing the value of diverse perspectives and backgrounds, businesses that
proactively manage diversity are positioned to thrive in the face of disruptions.

Ethnic Diversity and Contextual Performance

Olowookere et al., (2021) investigate the impact of workforce diversity on the performance of
the University of Ilorin Teaching Hospital in the context of contemporary work environments
marked by increasing workforce migration and greater participation of women. The study sheds
light on the positive relationship between workforce diversity and the performance of the
University of Ilorin Teaching Hospital. The findings emphasize the importance of recognizing
and embracing diversity in organisational practices. The study's recommendations underscore
the need for ongoing efforts to promote inclusivity and equal opportunities, positioning
workforce diversity as a catalyst for organisational harmony and improved performance.

Nwaoma, (2022) investigates the impact of education and union affiliation diversity on
employees' performance, particularly in terms of internally generated revenue, in selected
federal universities in Southeast Nigeria. The sample population consists of 1,854 individuals
from the University of Nigeria, Nsukka (UNN), Michael Okpara University of Agriculture,
Umudike (MOUAU), and Alex Ekwueme Federal University, Ndufu-Alike Ikwo (AEFUNALI).
The analysis utilizes descriptive statistics and a linear regression model. The study underscores
the importance of education and union affiliation diversity in influencing employees'
performance, particularly in the context of internally generated revenue in federal universities.

Conceptual Framework

- Task Performance
Gender Diversity

Age Diversity Adaptive Performance

Ethnic Diversity Contextual

Performance

Source: Researchers Conceptual Model (2023).
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Methodology

Research Philosophy
This study adopted a positivist research philosophy. Positivism is a philosophical approach to
research that emphasizes the objective and scientific exploration of phenomena.

Research Design

This study will adopt a descriptive survey research. The goal of descriptive research design is
to describe a situation or a population and its characteristics. It is concerned with what, rather
than how or why something has happened. It aims to build up empirical generalisation
(Mustapha, Ku & Goh, 2009). The quantitative research method is suitable for a large sample
of a population and it involves the utilisation and analysis of numerical data using specific
statistical techniques to answer the research questions. Quantitative research is a method of
explaining an issue through the gathering of data in numerical form.

Area of the Study

The geographical scope for this study is southwest Nigeria. The southwestern region of Nigeria
is a vibrant and culturally rich part of the country. Comprising states like Lagos, Ogun, Oyo,
Osun, Ondo, and Ekiti, this region is known for its historical significance, economic activities,
and diverse cultural heritage. Specifically, the study focused on three states namely, Osun,
Ondo and Ekiti states. The distinct socio-cultural dynamics and economic terrain of the area
could have a substantial impact on workplace diversity and organisational effectiveness,
rendering the research findings more relevant and influential. The first private universities in
these states were focused on.

Population of the Study

The population for this study comprised academic staff of the selected universities. Only
permanent employees will be selected across five (5) colleges. Namely; College of Law,
College of Engineering, College of Social and management sciences, college of Health
Science. The colleges selected include a wide range of specialties, ensuring that the study
captures a diverse range of perspectives and experiences, reflecting the multidimensional
nature of workplace diversity. Different academic subjects frequently face unique issues and
dynamics related to diversity, and researching multiple universities allows for a more thorough
examination.

Sampling Size and Techniques

It became crucial to thoughtfully determine the methodology for selecting a sample that could
effectively represent the entire population. The chosen sample consisted of respondents who
would be actively involved in the study, and the conclusions were derived from analysing their
feedback. The selection of the sample employed a non-probability sampling technique.

Table 1: Population of Staff
University Staff Population
Afe Babalola University, Ado- | 268

Ekiti, Ekiti State

Bowen University, Iwo Osun State | 226

Achievers University, Owo Ondo | 249
State
Total 743
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Source: Researchers Computation, (2023)

In selecting the respondent that was used for the study, the Taro Yamane formula was used in
deriving the sample size. This is further shown below:

n=N/1+N (e) 2

where N=743
n=260.
Table 2: Sample size calculation
S/N University Population Calculated Sample Size
1. University A (Abud) 268 260 x268/743= 94
2. University B (Bowen) 226 260 x 226/743="79
3. University C (Achievers) 249 260x 249/743 = 87
Total 743 260

Source: Researchers Computation, (2023)

Method of Data Collection

Before data collection, a comprehensive questionnaire was developed, incorporating closed-
ended questions. The questions were designed to address specific research objectives and elicit
responses that would contribute to a nuanced understanding of workplace diversity among
academic staff.

Method of Data Administration

The questionnaires were sent during a specific period. Academic staff members were solicited
during departmental meetings and via email and WhatsApp platforms. Participants were
assured of their comments' anonymity and confidentiality, providing a climate conducive to
candid and open feedback.

Validity of Research Instrument

Content validity ensures that the research instrument adequately covers all aspects of the
construct being measured. During the development of the questionnaire, a comprehensive
review was conducted by experts in the field to ensure that the questions accurately represented
the dimensions of workplace diversity among academic staff. The feedback from this expert
review was used to refine and enhance the content validity of the instrument.

Reliability

The research instrument was adopted with modification from Abbas and Hameed (2010) 0.86;
Pradhan and Jena (2017)0.89; James, Lovato, and Cropanzano, (1994)0.74; and Kim,
(2015)0.79. Internal consistency measures the degree of agreement between different items
within the research instrument. Cronbach's alpha coefficient was computed for the
questionnaire to assess its internal consistency. The results indicated high levels of reliability,
suggesting that the items in the questionnaire consistently measured the same underlying
construct of workplace diversity among academic staff.
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Methods of Data Analysis

The analysis utilised both descriptive and inferential statistics. Descriptive statistics were
employed to calculate simple frequency percentages, providing an overview of the results.
These statistics facilitated a clear understanding of the distribution of responses among
participants. Additionally, inferential statistics, specifically regression and correlation
analyses, were conducted to assess relationships and patterns within the data. These analytical
approaches allowed for a deeper exploration of the variables and their interconnections,
providing valuable insights into the factors influencing workplace diversity among academic
staff.

Analysis and Discussions

Table 3: Response Rate on Questionnaires Administered

Detailed response Rate Distributed Retrieved Copies Copies not  Used Copies
Copies Retrieved
Total 150 143 7 138

Source: Researchers Computation, (2023)

The above table reflected that 150 copies of questionnaire were administered, 143 were
retrieved and 138 were found usable for the study; this presented a response rate of 92.0%.

Results

Hypothesis One

HO:1: Age diversity does not have any significant effect on task performance in selected
universities in southwest Nigeria.

Table 4: Regression Model on Age Diversity and Task Performance

Model | R R Adjusted Std. R F Df | Df | Sig. F
Square R Error of | Square | Change | 1 | 2 | Change
Square the Change
Estimate
1 .932¢ .869 .868 488 .869 903.281 | 1 | 136 | .000

a. Predictors: (Constant), Age Diversity
b. Dependent Variable: Task Performance
Source: Researchers Field Work, (2023)

The regression analysis table 4 above reflected the co-efficient of R-square (R?) which reads
0.868, and indicated that age diversity accounts for 86.8% of the total variance, this denotes a
very high and significant variation in determining task performance. This demonstrated a very
high value that is positively significant. This explains that age diversity is positively significant
on task performance.

Hypothesis Two
HO2: Gender diversity does not significantly influence adaptive performance in selected
universities in southwest Nigeria.
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Table 5: Regression Model on Gender Diversity and Adaptive Performance

Mode R R Adjuste Std. R F D | Df | Sig.F
1 Squar dR Error of | Square | Change | f | 2 | Chang
e Square the Chang 1 e
Estimat e
e
1 951 905 904 420 905 129454 | 1 |13 .000
A 4 6

a. Predictors: (Constant), Gender Diversity
b. Dependent Variable: Adaptive Performance
Source: Researchers Field Work, (2023)

The regression analysis table 5 above presented the co-efficient of R-square (R?) which shows
0.904, and proved that gender diversity accounts for 90.5% of the total variance. This
demonstrated a very high and significant variation in explaining adaptive performance. This
reflected a very high value that is positively and statistically significant. This signposted that
gender diversity is positively and statistically significant on adaptive performance.

Hypothesis Three
HOs: Ethnic diversity does not have significant connection with contextual performance in
selected universities in southwest Nigeria.

Table 6: Bi-Correlations Analysis explaining the connection with contextual performance in
selected universities in southwest Nigeria.

Ethnic Diversity Contextual Performance

Ethnic Diversity Pearson 1 959"
Correlation
Sig. (2-tailed) .000
N 138 138
Contextual Performance Pearson 959™ 1
Correlation
Sig. (2-tailed) .000
N 138 138

**_ Correlation is significant at the 0.01 level (2-tailed).

The bi-correlations explanations above reflected on table 6 presented that a positive and
significant nexus between ethnic diversity and contextual performance with (r=0.959, p-
value<0.05). This indicated that a significant connection was found to exist between ethnic
diversity and adaptive performance. Therefore, the null hypothesis was rejected because results
proved that ethnic diversity have significant connection and nexus with adaptive performance
in the selected Universities.

Discussion of Findings
The study was premised on investigating the effect of workplace diversity on organisational
performance in selected universities in southwest Nigeria with the following objectives:
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Investigating the effect of age diversity on task performance in selected universities in
southwest Nigeria.

Findings from the study provided that the effect of age diversity on task performance in selected
universities in southwest Nigeria is very high and statistically significant at (r=0.869, p-
value<0.05). This result correlates with the position of Welman et al., (2022)whose study
provided that age diversity helps an organisation in becoming more inventive, and demonstrate
high degree of intellectual prowess in the area of productivity and creativity. The study
outcome further aligns with the conclusion of a study by Seliverstova, (2021), which explains
that age diversity assists in the creation of an environment of work that mirrors a broader
societal trend of an ageing workforce, which thus promotes task performance. Finding from
the study was found to correlate with the opinion of Adula et al, (2022) whose study provided
that age diversity creates a platform towards empowering employees to contribute uniquely
their perspectives and skills in the attainment of the overall objective of their organisations.

The outcome of the study also aligns with the position of Oderinde & Olanipekun, (2023),
whose study findings exposed that wealth of institutional knowledge with great depth of
expertise hinged on invaluable historical perspectives reflects the significance of age diversity
on performances at work. Their findings extends further and provided that age diversity can be
used in transforming an organisation in the areas of fresh ideas, proficiency in technology and
understanding of contemporary evolving trends in divers e fields of academia. The finding of
this study corroborates the opinion of Guirdham and Guirdam, (2017) where it was stated that
blending of generations can enhance collaboration, mentorship, and knowledge transfer; this
could manifest from a seasoned faculty member(s) serving as mentors coaching younger
colleagues, offering guidance based on years of experience. In return, younger employees may
provide insights into modern teaching methodologies, technology integration, and the evolving
needs of today's students (Navjeet & Pallvi, 2020). Findings from the study also supports the
tenets of the Resource-Based View (RBV) which opined that organisations (tertiary
institutions), focuses on how to obtain a sustainable competitive edge by strategically managing
precious, scarce, distinctive, and non-substitutable resources (Wright & Mcmahan, 1992).
Thus, age diversity of employees especially in a university setting adds a layer of richness and
complexity while reflecting a mix of experiences, perspectives, as well as approaches to work.

Evaluating the influence of gender diversity on adaptive performance in selected
universities in southwest Nigeria.
For the second objective, finding reflected that gender diversity significantly influence adaptive
performance in selected universities in southwest Nigeria with (r=0.905, p-value<0.05). This
outcome is in tandem with the result of a study by Nwaoma, (2022), where the scholars
postulated that gender diversity has the propensity of making employees become flexible and
agile and this positively affect their ability to rapidly adapt to changes. Furthermore, the finding
of the study relates with the findings of Nienabar and Martins, (2020) whose study mentioned
that gender diversity is the equal representation of both men and women in various roles which
is crucial for fostering an environment that values the contributions of all individuals,
regardless of gender. The outcome of this study share semblance with the position of Pradhan
and Jena, (2017) and Nnadi and Chinedu, (2019) whose studies claimed that employees who
excel in adaptive work performance are adept problem solvers. They do not just tackle issues
as they arise; they proactively identify potential challenges and come up with creative
solutions. Findings from this study identify with the submissions of Nnadi and Chinedu, (2019)
and Chin and Trimble, (2020) which stated that being adaptive implies having a culture of
continuous learning which is crucial for optimal work performance. This involves not only
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acquiring new skills but also fostering a mindset that sees every experience, whether success
or failure, as an opportunity for growth and improvement. Result emanating from this objective
of the study is in agreement with the study of Olowookere et al. (2021) which stated that of this
study having gender diversity at work helps in addressing any existing gender biases, and
ensuring fair hiring and promotion practices, by providing support systems for career
development irrespective of gender. Result from this study aligns with the position of the social
identity theory which expressed that individuals categorise themselves and others into social
groups based on similar qualities, and developing a sense of belonging and identity (Tajfel,
1978).
Assessing if there is any connection between ethnic diversity and contextual
performance in selected universities in southwest Nigeria.

For the final objective of the study, result indicated that there was a positive and significant
connection between ethnic diversity and contextual performance in selected universities in
southwest Nigeria with (r=0.959, p-value<0.05). This result aligns with the positon of Chaarani
et al., (2022) which provided that organisations that value diversity are better positioned to
understand and serve a broad consumer base. Findings emanating from this study also
corroborated the submission of Iffat et al. (2021) which exposed that having employees of
diverse ethnics enables businesses to better understand the needs and preferences of various
target audiences. Findings from this study shares semblance with the position of Olowookere
et al. (2021) where the scholars concluded that ethnic diversity among university employees
brings a range of perspectives, cultural insights, and approaches to teaching, research, and
administration. The findings of the study is in congruence with the study of Seliverstova,
(2021) which alluded that ethnic diversity enriches classroom discussions, research initiatives,
and administrative decision-making processes. The study findings agree with the submission
of Permana et al. (2021) where the scholars posited that Exposure to different cultural
backgrounds enhances creativity, problem-solving, and innovation within the academic
community.

Conclusion

From the study outcome, it can be concluded that achieving a diverse workforce that reflects
the broader fabric of the society is crucial and essential for fostering a sense of belonging and
ensuring that tertiary institutions is representative of the diverse perspectives and experiences
of its student body. Therefore, ensuring optimal performance requires the creation of an
inclusive and supportive environment for employees of diverse ethnic backgrounds, diverse
age brackets and unbiased gender representation. Based on the outcome of the study also, it is
not out of place to assert and conclude that exposure to different cultural backgrounds enhances
creativity, problem-solving, and innovation within the academic community.

Recommendations
Based on the study outcome, the researchers came up with the followings:

i.  Management of private institutions must implement policies that promote equal
opportunities for all employees irrespective of age, gender and ethnic diversity.

ii.  Management of private institutions should formulate policies and practices that
promote equity, fair treatment, and opportunities for professional growth irrespective
of ethnicity.

ili. ~ Management of private institutions should establish mentorship programmes and
support networks as both play crucial roles in ensuring that individuals from diverse
ethnic backgrounds feel valued and have the resources needed to thrive in their roles.
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