
DOI: 10.4018/IJRDIS.2019070103

International Journal of R&D Innovation Strategy
Volume 1 • Issue 2 • July-December 2019


Copyright©2019,IGIGlobal.CopyingordistributinginprintorelectronicformswithoutwrittenpermissionofIGIGlobalisprohibited.



31

Impact of Workplace Diversity 
on Employee Performance
A Case of Some Selected Private 
Universities in Ghana
Juliana Serwaa Andoh, Kwame Nkrumah University of Science and Technology, Ghana

 https://orcid.org/0000-0003-4766-2469

Benjamin Ghansah, Data Link Institute, Ghana

Joy Nana Okogun-Odompley, Data Link Institute, Ghana

 https://orcid.org/0000-0002-2286-3291

Ben-Bright Benuwa, Data Link Institute, Ghana

 https://orcid.org/0000-0002-3085-706X

ABSTRACT

Theauthorsexplorehowthemilieuofworkplacediversityaffectstherelationshipbetweenemployee
andperformance.Inparticular,wetheorizeandempiricallyexaminethemoderatingeffectsoffour
(4)categoriesofdiversitycontextvariables:age,gender,ethnicity,andeducationalbackground.The
authorsperformanalyseson175outof320respondentsconsistingofacademicandadministrative
staffoffourselectedprivateuniversitiesinGhana.Theresultsshowed,forexample,thatworkplace
diversityhasanoverallinfluenceonemployeeperformance,however,educationaldiversityhasmore
effectonemployeeperformanceintheuniversitiescomparedtotheothercompetingvariablesused
inthisstudy.Ageandeducationaldiversityhadasignificantimpactonemployeeperformanceinthe
universitieswhilstgenderandethnicitydiversityhadnoinfluenceontheirperformance.Wediscuss
futureresearchdirectionsregardingdiversity,workgroupcontext,andperformanceoutcomesand
outlinesomerecommendationsforadministratorsanduniversityleaders.
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1. INTRoDUCTIoN

Withtheworldthatischangingorrevolvingconstantly,diversitymanagementhasbecomeapopular
termusedinmodernsocietyandmanagementpractice.Manyorganisationsaroundtheworldhave
developedpoliciesthataimtopromoteandmanagediversity.Diversitymanagementreferstothe
voluntaryorganizationalactionsthataredesignedtocreategreaterinclusionofemployeesfromvarious
backgroundsintotheformalandinformalorganizationalstructuresthroughdeliberatepoliciesand
programs(Hays-Thomas,2004;Kaiser&Prange,2004;Nyambegera,2002;Özbilgin,Mulholland,
Tatli,&Worman,2008;Palmi,2001;Shifnas&Sutha,2016).

Thisarticle,originallypublishedunderIGIGlobal’scopyrightonJuly1,2019willproceedwithpublicationasanOpenAccessarticlestart-
ingonFebruary3,2021inthegoldOpenAccessjournal,InternationalJournalofR&DInnovationStrategy(convertedtogoldOpenAccess
January1,2021),andwillbedistributedunderthetermsoftheCreativeCommonsAttributionLicense(http://creativecommons.org/licenses/

by/4.0/)whichpermitsunrestricteduse,distribution,andproductioninanymedium,providedtheauthoroftheoriginalworkandoriginal
publicationsourceareproperlycredited.

https://orcid.org/0000-0003-4766-2469
https://orcid.org/0000-0002-2286-3291
https://orcid.org/0000-0002-3085-706X


International Journal of R&D Innovation Strategy
Volume 1 • Issue 2 • July-December 2019

32

EmuzeandJames(2013)areoftheviewthatorganisationswhichadoptdiversityasasourceof
innovation,growthanddevelopmentaremorelikelytoshowbehaviouralsupportandfacilitateits
implementationwithgreaterfocus,persistence,andeffort.Withrespecttocurrentrealitiesthreatening
organisationstoday,itmightbeconcludedthatworkforcediversitymaycreateopportunitiesorpose
challengestotheworkplace(Osita-Ejikeme;Ugwuzor,2014).InaNationlikeGhanawithvarious
ethnicnationalitiesanddialects,aswellasdifferentsocialandreligiousbackgrounds,thesubject
ofdiversity in theworkplace,particularlyamonggroups,cannotbeoveremphasized.Thestudy
thereforeseekstofindouttherelationshipbetweenworkplacediversityandemployeeperformance.

2. LITERATURE REVIEW

2.1 Concept of Diversity
According to Green, López, Wysocki, and Kepner (2002) citied from Esty, Griffin, and Hirsch
(1995),diversityisdefinedasrecognizing,accepting,accommodating,appreciating,andcelebrating
differencesamongpeoplewithreverencetoage,class,ethnicity,gender,physicalandmentalability,
race,sexualorientation,spiritualpractice,andpublicassistancestatuswhilstNaqvi,Ishtiaq,Kanwal,
Butt,andNawaz(2013)defineddiversityastheexistenceofaworkforceinwhichpersonalitiescome
fromdifferentsocio-culturalandreligiousbackgrounds.

Workplacediversityissimilarlydefinedasintergrouprelations,whichplayoutalongsideone
another incommunicationand interaction. Itdevelopsahostofcomplexitiesrelated todiversity
(Brouwer&Boros,2010).LeeandGilbert(2014)furtherclarifiedthatworkforcediversitybased
onage,genderandethnicitycannotbeviewedinasimilarwayasworkforcediversitythatisbased
onorganisationalrolesandindividualaptitudes.

Roberge,Lewicki,Hietapelto,andAbdyldaeva(2011)wasoftheopinionthatmanagingadiverse
workforce iscomplicatedand thusneedsorganisations’ totalattention in termsof implementing
properandclearpracticesthatwillenhancetheperformanceoftheorganisationintheshortandlong
term.Inaddition,Mahadevan,Primecz,andRomani(2014),explainedthatdysfunctionalworkforce
diversitymanagementarisesduetolackofcommunicationbetweenmanagementandemployeeson
howworkforcediversitybenefitstheorganisation.

2.2 Concept of Employee Performance
AccordingtoOkoroandWashington(2012),employeeperformanceistheeffectivedischargeofduty
forwhichoneishired.Thatis,howwellanemployeeisfulfillingtheirrequirementforthejob.In
thewordsofTinofirei(2011)ascitiedbyZhuwao(2017),employeeperformanceisthe“successful
completionoftasksbyaselectedindividual,asasetandmeasuredbyasupervisorororganisation,
topre-definedacceptablestandards,whileefficientlyandeffectivelyutilisingavailableresources
withinachangingenvironment”.

Mwatumwa(2016)seesemployeeperformanceasaself-perceivedperformanceofanemployee
indoingtheirdaytodayactivities

2.4 Workplace Diversity Challenges
Embracingdiversitysolelycannothelporganisationsachievesuccess;organisationsneedtomanage
itwell(Farrer,2004).AccordingtoOyewunmi(2018),amajorchallengeofthediverseworkforceis
theomissionofcertainindividualsorgroupsgroundedondifferencessuchas,gender;age;ethnicity
orculturalaffiliation;religion;socialclass;disabilityetc.

2.5 Gender Diversity
Gender diversity implies psychological disparities and experience that socially or culturally
attachedtobeingamaleorafemalewithintheorganization(Ali,Kulik,&Metz,2011).Connell
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andMesserschmidt(2013)viewgenderasthedescriptionofmasculinityorfemininityofpeople.
AccordingtoNgaoandMwangi(2013),genderoftenplaysasignificantroleinaffectingemployee
performance,performanceratings,andrelatedhumanresourcedecisions.

Ivanova-StenzelandKübler(2011)intheirresearchexaminedtheinfluenceofgenderdifferences
inteamworkandteamcompetitionusingwages.Theydiscoveredthatperformancedependedonboth
thecombinationofgenderandincentiveschemenotjusttheincentivescheme.Theyalsoidentified
agapbetweentheperformanceofmenandwomen;menperformedbetterthanwomenwhenpaid
according to jointoutput andwhen the competition isbetween teamsof the samegender.They
advisedthatcombinationsofincentiveschemeandgendercompositioninteamsshouldbeavoided.

Someresearchersalso indicate that theabsenteeismrateamongwomen ishigher thanmen,
whichrequiresthedevelopmentofinitiativestomanagediversitytoovercometheseproblems,such
asflexibleworkinghours initiativesandtelework.JayneandDipboye(2004)arguedthatgender
diversitydoesnotautomaticallybringpositiveresultsuchasincreasedmotivation,improvedtalents,
buildcommitment,anddeclineconflict.

2.6 Age Diversity
Backes-GellnerandVeen(2009)defineagediversityasgenerationaldifferencesamongindividuals
oremployeesinacorporationandthevaluesandperspectivesattachedtoeach.Peopletendtosharea
placewiththeirgenerationnomattertheexperiencetheyshare(Akpakip,2017).JohnsonandJohnson
(2010)andZemke,Raines,andFilipczak(2013)viewgenerationasasetofindividualsbornand
livinginthesameperiod,whohavemutualattitudes,preferences,knowledgeandexperiencesthat
affecttheirthoughts,values,beliefsandbehaviors.Pitt-Catsouphes,Matz-Costa,andBesen(2009)
categorisedtheagegrouppresentatworkintosix,namely:traditionalists(bornbefore1946),older
boomers(born1946to1954),youngerboomers(born1955to1964),oldergenerationX’ers(born
1965to971),youngergenerationX’ers(born1972to1980)andgenerationY/millennials(born
after1980).

Backes-GellnerandVeen(2009)observedthatagediversitycannegativelyaffectproductivity
duetodifferencesinthevaluesandpreferencesofdistinctagegroups.JoshiandJackson(2003)
observedthattherewasnoimpactofagedifferencesonreportsofworkgrouporobjectivesmeasure
groupperformance.

However,BoehmandKunze(2015)disputedthatanageheterogeneousworkforceyieldsahostof
numerousskills,intellectualstyles,morals,andpreferencesthatmayresultinincreasedproductivity.
Josef(2010)wasoftheopinionthatolderemployeeshavethetendencyofopposingchangeanddue
toadvancementinage,theymighthavefailingmemoriesandaremorelikelytobeabsentfromwork
duetoillhealthandinjuries,whichcouldbetheresultoftheirbeinglessenergeticandenthusiastic
unliketheyoungeremployees.Additionally,sincejobsareperformedthesamewaybyallthedifferent
generationsofemployeesofanorganisations,theunwillingnessoftheolderemployeestolearnnew
skillandacquirenewknowledgeaffectdeclineinworkcapacityandperformanceTheresultingeffect
ofthesearethemaincausesfortheirdeclineinworkcapacityandperformance(Akpakip,2017).

2.7 Ethnicity Diversity
Ethnicdiversityreferstotheheterogeneityinthemotherreligion,languages,culturesandracesthat
existsamongemployeesinafirm(Hoogendoorn&VanPraag,2012).RasulandRogger(2015)claim
thatethnicdiversityhasaneffectonproductivitybyinfluencinghowpeoplefeelmotivatedabout
theirjobs,thelevelofefficiencyinthefirm,employeesatisfactionwiththeirjobandthequalityof
productsandservicesthatafirmproduces.Østergaard,Timmermans,andKristinsson(2011)observed
thatethnicdiversityboostscreativityandinnovativenessinthefirmbyexpandingtheperspectives
andviewpointsinthefirm.Pleaseciterefrencestosuggestthatitcanalsodeclinesame.
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2.8 Education Background Diversity
ConferringtoCombs(2002),organisationalleadersimplementeducationaldiversityinitiativesin
effortstomotivateandencourageindividualstoworkeffectivelywithotherssothatorganizational
goalsareachieved.TracyandDavid(2011)intheirstudyabouttheeffectsofeducationbackground
diversity towards the employee performance in Britain found that employers commonly reject
employingemployeeswhosetraining,experience,oreducationisjudgedtobeinadequate.

bestowingtoEduard(2010),employeeswhoarelesseducatedarepronetosufferinferiority
complexwhichaffecttheirperformancetoalargeextent.Hearguedthatsuchemployeeswhodevelop
apersistentfeelingofbeinginferiorendupfeelingsociallyinsecureandlessconfidentatwork.He
concludedthatthelackofconfidencewouldgreatlydamagetheirperformanceandcouldevenmake
themdevelopanegativeattitudetowardotheremployeesandtheentireorganisation.

2.9 Diversity and Employee Performance
Chew,Lee,Tan,andTee(2011)investigatedtheeffectofworkforcediversify(gender,age,ethnic
andeducationbackgroundoftheemployees)onemployeeperformance.Theresultsshowedthere
isincreasedperformanceinadiverseworkforce.Theyobservedthatagediversityhasnoinfluence
onperformance.

Selvaraj(2015)inhisstudy“TheEffectsofWorkForceDiversityonEmployeePerformancein
SingaporeOrganisations”wasoftheopinionthatworkforcediversityyieldspositivebenefitswhen
properlymanaged;ifnot,itcouldleadtonegativeresults.Hisanalysisrevealedthatage,genderand
ethnicityhadnostatisticallysignificantimpactontheperformanceofemployees.Herecommended
thathumanresourceprogrammessuggestedbytheemployeestoimprovetheeffectivenessofworkforce
diversityshouldbeworkedon.

MagoshiandChang(2009)intheirresearchfoundworkforcediversitytobeasignificantfactorin
explainingavariationinemployeeperformance.WhilstMwatumwa(2016)inhisresearchfoundout
thatworkforcediversitydoesnotinfluenceemployeeworkperformanceattheCountyGovernment
ofMombasaasethnicity,genderandeducationalbackgrounddidnotportraysignificanteffecton
performance,positivelynornegatively.

MaingiandMakori(2015)showedthat,workdiversityintermsofeducationandethnicityhad
andinfluenceemployeeperformance.Theyhoweversuggestedthatthereshouldbeeffectivepolicies
andstrategiesregardingtheeducationbackgrounddiversityandethnicdiversityintheworkforcefor
betteremployeeperformance.

3. METHoDoLoGy

Thepopulationofthestudyconsistedofacademicandadministrativestaffoffour(4)selectedprivate
universitiesinGhana(Table1).Thequestionnairewasdevelopedtomeasurediversityonthebasis
ofinstrumentsusedbyChewetal.(2011).ThesamplesizewasselectedusingKrejcieandMorgan
(1970)samplesizedeterminationtableforafinitepopulation.Asamplesizeof175outof320was
utilizedforthestudy.Thesampleforindividualuniversitieswasattainedbyimplementingthestratified
samplingtechniquewhichensuresbettercoverageofthepopulation.

Thequestionnairecomprisedofthreesections.Section1consistedofdemographicattributes
likegender,age,leveloftherespondentsandinstitution.Section2comprisedofquestionsrelated
togender,age,ethnicityandeducationaldiversitymeasuredona5-pointLikertscaleanchoredby
“StronglyDisagree”(1)to“StronglyAgree”(5).Section3comprisedofquestionsrelatedtoemployee
performancealsomeasuredona5-pointLikertscale.TheStatisticalPackageforSocialSciences
(SPSS)wasusedtocalculatethePearson’sProductMomentCorrelationCoefficientandMultiple
RegressionAnalysis.
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Ethicalissuesthatweretakenintoaccountinthisstudywererespectingtherightsoftheresearch
participants,acknowledgingtheresearchsitesandreportingtheresearchfullyandhonestly(Stuart&
Barnes,2005).Participantswereinformedaboutthenatureandpurposeofthestudy.Theresearcher
sought the consentof theparticipants andassuredof their confidentiality andanonymityof the
informationthatwasgiven.ThestudywasdoneinfourGhanaianprivateuniversitiesduetoproximity
asthefouruniversitieswereinthesamecommunity.Providegeographicallocation.

4. FINDINGS AND DISCUSSIoN

4.1 Demographic Analysis
Sharma(2004)statesthatdemographyisthestudyofthesize,territorialdistribution,andcomposition
ofpopulation,changestherein,andthecomponentsofsuchchanges,whichmaybeidentifiedas
natality,mortality,territorialmovement(migration),andsocialmobility(changeofstatus).

ThedistributionpresentedinTable2showsthatapproximately68.6%oftherespondentsaremales
while31.4%werefemales.Itcanbededucedfromthepatternthatmajorityoftherespondentswere
males.Theagedistributionindicates23.4%oftherespondentswerewithin20-29years,52%were
within30-39yearsand24.6%werewithin40-49years.Fromthepattern,majorityoftherespondents
werewithin30-39years.

Theethnicityof the respondentsshows that9.7%of the respondentswereGas,19.4%were
Fantes,11.4%wereAshantis,16.6%wereGaDangbe,and13.7%werefromotherethnicities.The
educationalleveloftherespondentsshowedthat37.7%oftherespondentshaveobtainedbachelor’s
degrees,53.1%haveobtainedmaster’sdegreesand9.1%hasobtaineddoctoralwhichcanbededuced
fromthepatternthatmajorityoftherespondentshaveobtainedmaster’sdegrees.

Thenameoftheinstitutionoftherespondentsindicatesthat25.3%oftherespondentswerefrom
DataLinkInstitute,22%werefromFountainheadUniversityCollege,38.7%and14%werefrom
MethodistUniversityCollege.

4.2 Reliability Test
Cronbach’sAlphaandKaiser-Meyer-OlkinMeasure(KMO)ofSamplingAdequacyandBartlett’s
TestofSphericitywasusedtomeasurethereliabilityofthequestionnaire.Cronbach’salphaisa
measureoftheinternalconsistencyofatestorscale(Taber,2018).Itisstatedasadigitamid0and
1.Areliabilitycoefficientof0.7orgreaterisconsideredacceptable.TheCronbachalphaof0.908
showsthatourinstrumentisreliable(Mohajan,2017).ThisisshowninTable3.

KMOandBartlett’sTesttoscrutinizesamplingadequacyseewhetherthedatawasfittouse
factoranalysisindataanalysis.Table4showsKMOmeasureofsampleadequacyas0.671whichis
closeto1.Furthermore,Bartlett’sTestofSphericitysignificantvalueof0.000waslessthan0.05.

Table 1. Population and sample size

Universities Population Sample

DataLinkInstitute 86 46

FountainHeadUniversityCollege 69 38

CentralUniversity 122 67

MethodistUniversityCollege 44 24

Total 320 175

Source: Field work (2019)
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4.3 Relationship between Workplace Diversity and Employee Performance

H1thereisasignificantrelationshipbetweenworkplacediversityandemployeeperformance

Pearsoncorrelationanalysiswasconductedonworkplacediversityandemployeeperformancein
ordertoestablishtherelationshipamongthevariables.Thecorrelationshowsthatthereisstrong
positive relationship between workplace diversity and employee performance at the 1% level of
significance(Table5).Therefore,anincreaseinworkplacediversitywouldleadtoanincreasein

Table 2. Demographics

VARIABLES RESPONSES PERCENTAGES

Gender Male 68.6

Female 31.4

Age 20-29years 23.4

30-39years 52.0

40-49years 24.6

Ethnicity Ga 9.7

Fante 19.4

Ewe 29.1

Ashanti 11.4

GaDangbe 16.6

Others 13.7

LevelofEducation Bachelor’sDegree 37.7

Master’sDegree 53.1

Doctorial 9.1

Institution DataLinkInstitute 25.3

FountainheadUniversity 22

CentralUniversity 38.7

MethodistUniversityCollege 14

WorkExperience 2-5years 19.4

6-10years 39.4

10-15years 25.7

Morethan15years 15.4

Source: Field Work (2019)

Table 3. Reliability statistics

Cronbach’s Alpha No. of Items

.908 39

Source: Field Work (2019)
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employeeperformanceandadecreaseinworkplacediversitywouldleadtoadecreaseinemployee
performanceanditsp-value(0.000)whichislesserthanthelevelofsignificance(0.01)showsthat
therelationshipisstatisticallysignificant.

4.4 Relationship between Various form of Workplace 
Diversity and Employee Performance
Table 6 shows the relationship between various forms of workplace diversity and employee
performance.Itwasobservedthattherewasamoderatepositiverelationshipbetweengenderdiversity
andemployeeperformance.Thus,anincreaseingenderdiversitywillincreaseemployeeperformance
andadecreaseingenderdiversitywilldecreaseemployeeperformance.Also, therelationshipis
statisticallysignificantasitsp-value(0.000)islesserthanthelevelofsignificance(0.01)whichwas
consistentwithAlghazoandAlShaiban(2016)andAkpakip(2017)findings.

Therewasamoderatepositiverelationshipbetweenagediversityandemployeeperformance.
Thismeansthatanincreaseinagediversitywillincreaseemployeeperformanceandadecreaseinage
diversitywilldecreaseemployeeperformance.Also,therelationshipisstatisticallysignificantasits
p-value(0.000)islesserthanthelevelofsignificance(0.01)whichwasincontrastwithSelvaraj(2015).

Therewasastrongpositiverelationshipbetweenethnicitydiversityandemployeeperformance.
Thus,anincreaseinethnicitydiversitywillincreaseemployeeperformanceandadecreaseinethnicity
diversitywilldecreaseemployeeperformance.However,therelationshipisstatisticallysignificant
asitsp-value(0.000)islesserthanthelevelofsignificance(0.01).

Finally, there a strong positive relationship between educational diversity and employee
performance.Thus,an increase ineducationaldiversitywill increaseemployeeperformanceand
adecreaseineducationaldiversitywilldecreaseemployeeperformance.Also,therelationshipis
statisticallysignificantasitsp-value(0.000)islesserthanthelevelofsignificance(0.05)whichwas
consistentwithAkpakip(2017)findings.

Table7generatedthespecificregressionequationas

Table 4. KMO and Bartlett’s Test

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .671

Bartlett’sTestofSphericity Approx.Chi-Square 599.086

df 10

Sig. .000

Source: Field Work (2019)

Table 5. Correlations

Employee 
Performance

Workplace Diversity

EmployeePerformance PearsonCorrelation 1 .897**

Sig.(2-tailed) .000

N 175 175

WorkplaceDiversity PearsonCorrelation .897** 1

Sig.(2-tailed) .000

N 175 175

**. Correlation is significant at the 0.01 level (2-tailed).
Source: Field Work (2019)
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EP=-0.050GEN+0.267AG-0.231ETH+0.928EDU

Theregressioncoefficientforgenderdiversityofemployeeperformance(B1)=0.050implies
that1%increaseingenderdiversitywilldecreaseemployeeperformanceby5%holdingAG,ETH
andEDUconstantanditsPvalueof0.417whichisgreaterthanthe0.05levelofsignificanceshows
thatthereisnotenoughstatisticalproofthatanincreaseingenderdiversitywilldecreaseemployee
performanceandviceversa,thusthenullhypothesishastobeaccepted.Thisfindingswasinline
withYISRAK(2017)andKergaandAsefa(2018)researchandincontrastwithChewetal.(2011),
EshegbeandDastane(2015),Zhuwao(2017)andAkpakip(2017)findings.

Theregressioncoefficientforagediversity(B2)=0.267impliesthat1%increaseinagediversity
willincreaseemployeeperformanceby26.7%holdingGEN,ETHandEDUconstantanditsPvalue
of0.000whichislesserthanthe0.05levelofsignificanceshowsthatthereisenoughstatisticalproof
thatanincreaseinagediversitywillincreaseemployeeperformanceandviceversa,thusthenull
hypothesiswasrejected.Thiswasinharmonywith(Alghazo&AlShaiban)andcontradictorytoChew
etal.(2011),EshegbeandDastane(2015),Zhuwao(2017)andKergaandAsefa(2018)findings.

Theregressioncoefficientforethnicitydiversity(B3)=0.231impliesthat1%increaseinethnicity
diversitywilldecreaseemployeeperformanceby23.1%holdingGEN,AGandEDUconstantand
itsPvalueof0.011whichislesserthanthe0.05levelofsignificanceshowsthatthereisenough
statisticalproofthatanincreaseinethnicitydiversitywilldecreaseemployeeperformanceandvice
versa,thusthenullhypothesiswasrejected.Thiswascomplywith(Maingi&Makori,2015)and
KergaandAsefa(2018)results

Theregressioncoefficientforeducationaldiversity(B4)=0.928impliesthat1%increasein
educationaldiversitywill increaseemployeeperformanceby92.8%holdingGEN,AGandETH
constantanditsPvalueof0.000whichislesserthanthe0.05levelofsignificanceshowsthatthereis

Table 6. Correlations

Gender Age Ethnicity Educational Employee 
Performance

Gender PearsonCorrelation 1 .399** .473** .668** .567**

Sig.(2-tailed) .000 .000 .000 .000

N 175 175 175 175 175

Age PearsonCorrelation .399** 1 .386** .378** .509**

Sig.(2-tailed) .000 .000 .000 .000

N 175 175 175 175 175

Ethnicity PearsonCorrelation .473** .386** 1 .866** .653**

Sig.(2-tailed) .000 .000 .000 .000

N 175 175 175 175 175

Educational PearsonCorrelation .668** .378** .866** 1 .796**

Sig.(2-tailed) .000 .000 .000 .000

N 175 175 175 175 175

Employee
Performance

PearsonCorrelation .567** .509** .653** .796** 1

Sig.(2-tailed) .000 .000 .000 .000

N 175 175 175 175 175

**. Correlation is significant at the 0.01 level (2-tailed).
Source: Field Work (2019)
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enoughstatisticalproofthatanincreaseineducationaldiversitywillincreaseemployeeperformance
andviceversa, thus thenullhypothesiswas rejected.Theomissionof theconstantvalue in the
regressionequationshowsthatemployeeperformancecannotbeachievedinthestudywithoutthe
influenceoftheindependentvariables.Chewetal.(2011),MaingiandMakori(2015)and(Akpakip,
2017)hadsimilarfindingswhilstEshegbeandDastane(2015),AlghazoandAlShaibanandKerga
andAsefa(2018)findingswereincontrast.

Finally,thetolerancevalueoflessthan0.20or0.10indicatesamulticollinearityproblem.In
Table7thetolerancevaluesofallindependentvariables(0.475,0.786and0.220)excepteducational
diversity(0.163)isgreaterthan0.20tolerancevaluewhichshowsthatthetolerancelevelismoderate
andgoodandthereisnoproblemofmulticollinearity.Thereciprocalofthetoleranceisknownasthe
VarianceInflationFactor(VIF).TheVIFof5or10andaboveindicatesamulticollinearityproblem.
TheVIFvaluesofindependentvariablesalsoshowsthatthereisnoproblemofmulticollinearityasall
valuesexcepttheeducationaldiversityarelessthan5,thusindependentvariableshavenoinfluence
oneachotherandwillnotinfluencetheoutcomeofemployeeperformanceinthestudy.

4.5 Discussion
The purpose of this study was to investigate the impact of workplace diversity on employee
performance.Theimpactofworkplacediversitywasmeasuredintermsofage,gender,ethnicityand
educationalbackground.Theresultsofthestudyarediscussedbelow:

Fromtheresults,majorityoftherespondentsweremales.ThiswasincontrastwithZhuwao
(2017)andKossek,Lobel,andBrown(2006)findings.

Withregardstoethnicity,therewerevariousethnicitiesintheUniversitiesthoughtheEwesare
majority.Onecanresolvethattheworkforceisethnicallydiverseatthehighereducationinstitution.The
institutionshasanageddiverseworkforcewhichwasconsistentwithKunze,Boehm,andBruch(2011)
findingswhoclaimedthatagediversityhasbecomeanunavoidablefeatureofmanyorganisations.

Foreducationalqualification,Bachelor’sdegreeholdersweretheleastofall.Astudyconducted
byHoff(2014)foundthatorganisationsusuallyrejecthiringpeoplewithinsufficienteducational
qualifications,forexampleprimaryandsecondaryqualifications.Genderdiversityhadanegativeand
insignificantrelationship.Agehadapositiveandsignificantrelationshipwithemployeeperformance
whereas,KyaloandGachunga(2015)hadaweaknegativeandinsignificantrelationshipbetween
agediversityandemployeeperformance.

EthnicityhadasignificanteffectonemployeeperformancewhichcanbesupportedbyOpstal
(2009)ethnicdiversitycanhavebothadvantagesanddisadvantagesfortheorganisation.

Educationaldiversityhadasignificantandpositiverelationshipwithemployeeperformance.

Table 7. Regression Coefficientsa

Model Unstandardized 
Coefficients

Standardized 
Coefficients

t Sig. Collinearity Statistics

B Std. Error Beta Tolerance VIF

1 (Constant) 2.504 2.785 .899 .370

Gender -.067 .083 -.050 -.814 .417 .475 2.106

Age .991 .177 .267 5.599 .000 .786 1.273

Ethnicity -.357 .139 -.231 -2.564 .011 .220 4.539

Educational 1.161 .131 .928 8.852 .000 .163 6.144

a. Dependent Variable: Employee Performance
Source: Field Work (2019)
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5. CoNCLUSIoN AND RECoMMENDATIoNS

Adiverseworkforce isan indicationofachangingworldandmarketplace.Basedontheoverall
result,workplacediversityhasaninfluenceonemployeeperformance,however,educationaldiversity
hasmoreeffectonemployeeperformanceintheUniversitiescomparedtoothervariables.Ageand
educationaldiversityhadasignificantimpactonemployeeperformanceintheUniversitieswhilst
genderandethnicitydiversityhadnoinfluenceontheirperformance.

Thestudyrecommendshighereducationalinstitutionstomakeuseofcommonlanguagessuch
asEnglishtocaterforalldifferentethnicgroupsasthiscircumventscommunicationdifficultiesand
ethnicrelatedconflicts.
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