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Abstract 

The study examined the effect of workforce diversity on job performance. The employees’ diversity were 

conceptualised in terms of gender diversity, age diversity, and educational background diversity. The study was 

underpinned by the social identity theory as it examined such characteristics as gender, age and education.  The 

social identity theory infers that employees have a tendency of classifying themselves based on groups in which 

they fit in. The study area was public sector in Abuja, Nigeria. The study adopted the quantitative research design 

whereby questionnaires were administered to the participants. A sample size of 208 participants were drawn from 

a population of 452 employees of the government agency in Abuja using Raosoft sampling size calculator. 

However, only 137 valid questionnaires were retrieved from the participants. Therefore, the data analysis was 

based on the valid retrieved questionnaires. Data analysis and hypotheses test was done using multiple regression 

analysis. The results showed a significant relationship between the dimensions of the explanatory variables (gender 

diversity, age diversity and educational background diversity) and the outcome variable (employee performance). 

The study also revealed that the combination of gender, age and education were the core elements that explained 

employee performance by 62.9 percent. In terms of individual contribution, the results indicate that educational 

background diversity contributed most to the variation of employee job performance while both age and gender 

also contributed significantly. The study therefore recommended that leadership of organisations need to focus 

more on diversity management in order to integrate the diverse characteristics of the workforce within the 

organisation. 

 

Keywords: Age, Educational Background, Employee Performance, Gender, Workplace Diversity 

 

 

1. Introduction 

 

Effective workforce diversity management is a key evolving conception in the contemporary world. Numerous 

scholars have previously studied and examined this concept (e.g. Evans & Henry 2007; Scott and Sims 2016; 

Sayers 2012; Leboho 2017 & Robbins, 2009). Managing diversity means recognising people’s variances and 

identifying these variances as valuable; as much as it improves effective management practices by stopping 

discrimination and encouraging inclusiveness. Furthermore, handling diversity encompasses leveraging and the 
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usage of the cultural differences in people's skills, ideas and creativity to add to a common goal, and doing it in a 

way that gives the organisation a competitive edge (Morrison, 1992). Griffin & Van Fleet (2014), defined three 

basics that contributed to organisations becoming more diverse. Such factors were identified as globalization, 

government legislation and judicial regulations and composition of the labour force. 

 

Nowadays, organisational workstation is shifting at an enhanced pace and the transformation in the employees’ 

demographics, increase of jobs in the economy, continuing growth of the globalization and requirement for 

efficient and effective collaboration have appeared as important driving force for the diversity in organisations. 

Griffin & Moorhead (2014) indicated that having diverse workers entails that managers would recognise and 

handle the wide-ranging features that exist among the workers in the organisation. 

 

Diversity antecedents or dimensions denote diverse traits, backgrounds and abilities of employees in an 

organisation. Rizwan, Khan, Nadeem, & Abbas (2016) discussed how diversity dimensions management 

determines negative or positive employee performance in an organisation.  The diversity antecedents consist of 

age, ethnicity, education backgrounds, social-economic status and difference in religions, among other 

characteristics. Diversity dimension management involves planning and implementing systems and practices 

aimed at accommodating diverse groups of people, maximizing the benefits and minimizing the adverse effects of 

having a diverse workers (Rizwan et al, 2016). 

 

Employee performance significantly determines organisational success or failure since organisations work through 

people (Hameed & Waheed, 2011). Therefore, employee performance discusses how well an employee discharges 

his or her duties and responsibilities, and creates an environment that improves the performance of the whole 

organization. The principles of employee performance include among others, employee relations, employee 

attitudes, employee turnover levels, creativity levels, and productivity levels. For the purpose of this study, three 

antecedents are examined. Such antecedents include gender, age and educational level. In order to become market 

leaders in this global business market, there is a major necessity for businesses to improve the performance of 

workers (Swaratsingh, 2015). Although the performance concept is very common in research, it is established and 

explained in various ways by different scholars.  

 

1.1 Statement of the Problem 

 

Globally, workforce diversity is perceived as a thought-provoking theme at the place of work and market. 

Organizations that support and attain an effective diverse workplace will appeal to and preserve quality workers 

and raise customer loyalty (Srivastava & Agarwal, 2012). This diversity is viewed as an affirmative dynamism for 

employees’ job performance by one sector, (Choi & Rainey, 2010) whereas on the other term it is disapproving to 

employees’ job performance. (Childs Jr, 2005) discusses how prior studies show that organizations with high 

levels of well-managed diversity are effective and direction-finding eventually creating corporate cultures that 

have new standpoints, pioneering competences, and fresh ideas which are necessary to survive. On the contrary, 

Choi and Rainey (2010) contended that workforce diversity produces conflicts and uncertainty in the workforce. 

Having high spot the potentials as well as flaws of workplace diversity, this study intends to examine some of the 

dimensions of workplace diversity which have not been given an adequate amount of research attention in 

exploring the variables that may influence employee performance such as gender, age and educational background 

diversities in the context of public sector in Nigeria generally and the organisation under study to be specific. 

 

1.2 Objectives of the Study 

i. To examine the relationship between Gender diversity and Employee Performance. 

ii. To determine the association between Age diversity and Employee Performance. 

iii. To assess the connection between Educational Background diversity and Employee Performance. 

 

2.  Literature Review 

 

2.1 Theoretical Review – Social Identity Theory 
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Social identity is described as the ways that people's self-concepts are based on their membership in social groups. 

This theory further clarified that an employee work behaviour is defined by the inside principles of the group to 

which they belong. Accordingly, this directly influences the performance of the employee. This theory opens up 

the need for this study to investigate how the phenomenon of age diversity, gender diversity, and educational 

diversity contribute towards employee performance. 

 

This study was underpinned by the social identity theory proposed by Trajfel & Turner (1979) as it considers 

attributes such as gender, age and education which are being examined in this study. The social identity theory 

interprets that employees have a tendency of classifying themselves based on groups in which they fit in. Such 

group maybe be based on gender, age and education, amongst others. According to Trajfel & Turner (1979), these 

groups are the foundation of egotism and self-confidence or agony and low self-confidence.  

 

2.2 Empirical Review and Hypotheses Development 

 

Gender Diversity and Employee Performance 

 

Numerous researchers have examined the connection between gender diversity and employee performance. These 

scholars have diverse perceptions with regards to engaging women in organisations is advantageous to the 

organisation or otherwise. Campbell and Minguez-Vera (2008) contended that the existence and recognition of 

women may well positively encourage their performance and raise organisational performance as they bring extra 

viewpoints to decision-making. Oxelheim (2006) cites instances of extra viewpoints that women bring such as 

improved innovation capability, better global market insight and greater awareness of diverse customer needs. 

Conversely, several scholars have shown that the existence of women in organisations might not be of advantage, 

especially if legal, political and societal demands for gender equality influence their appointment.  The conclusions 

of several meta-analyses point out that professional diversity might be treated as a double-edged sword: in some 

cases it may be advantageous, while in others it will be injurious, and in several circumstances it varies little in an 

organisation’s functioning (Turek, 2017). 

 

Even though with time women will be offered equal employment opportunities, a barrier still subsists between 

employer’s views vis-a-vis gender diversity (Fernandez & Lee, 2016). Sharma, (2015) discussed how there is no 

country so far has ever absolutely eliminated gender concerns such as discrimination, abuse and sexual harassment. 

Women are regarded as less skilled and less qualified for several jobs (Kundu, & Mor, 2017). Prior works of 

research have recommended that any organisation that regards gender diversity as one of its main concern stands 

a chance to keep a capable workforce and increase its performance (Sharma, 2016; Emiko & Eunmi, 2009). This 

can be underscored by the fact that women are considered as a very important economic unit of any society. 

 

The rising general interest of organisational gender diversity has been recognised by both researchers and 

professionals and raised the question of whether organisational gender diversity affects the individual, group or 

organizational performance (Gupta, 2013). This explains to the extent of the performance of the level of analysis 

under scrutiny. 

 

Brown, (2008) discussed how workforce diversity remains ineffectual if gender concerns are not first 

acknowledged. This assertion is in line with (Eagly & Wood, 1991) study which stated that a mixed-gender 

achieved better than the same gender groups. Therefore the importance of both genders cannot be overemphasised, 

as each complements the other. Well-balanced structure of gender diversity in the organization may possibly make 

synergy effects which add to the workers performance. The reason may not be far-fetched as Bhatt, Gupta and 

Bhatta (2019) note that both male and female employees possess diverse skills and experiences which enhance 

sturdiness, unity, creativity, and innovation for effective and efficient individual or organization performance. 

Several scholarly works have revealed that gender diversity is positively related to employee and organisational 

performance (e.g. Frink, Robinson, Reithel, Arthur, Ammeter, Ferris, Kaplan, & Morrisette (2003); McMillan-

Capehart (2006); Eugene, Lee, Tan, Tee, & Yang (2011), Kyalo (2015), Ngao and Mwangi (2013), Selvaraj (2015) 

and Mwatumwa (2016). 
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On the basis of the above discussions, the study hypothesised as follows: 

 

H1: There is a statistical significant relationship between gender diversity and job performance. 

 

Age Diversity and Employee Performance 

 

Age diversity is defined as the extent to which a group or organization is heterogeneous with respect to the age of 

its members (Li, Chu, Lam, & Liao, 2011; Rabl & Triana, 2014). It is defined as the variances in age distribution 

among workers within the organization (Kunze, 2013). Furthermore age diversity is categorized in the social 

category diversity for its high visibility and low job-relatedness (Pelled, 1996). Age, as a type of physical 

composition characteristic, is eagerly noticeable (Wegge, Roth, Neubach, Schmidt, & Kanfer, 2008). Numerous 

scholarly works, show that age diversity has both plusses and minuses. 

 

Age diversity has become an inevitable reality of life in numerous establishments (Kunze, Boehm, & Bruch 2011). 

The highpoints of age diversity include problem-solving skills in the organization will be enhanced as diverse age 

brackets bring their skills to bear in tackling organizational issues. Also, age diversity will help in gaining access 

to the talented people in the organization. Age-diverse employees offers a host of various knowledge, values, 

perspectives, interpretations and preferences which are conditions for innovation (Richard & Shelor, 2002). An 

admixture of young and old age bracket of employees with different knowledge and ideas can surge innovation as 

compared to having homogeneous employees (Backes-Gellner & Veen, 2013). It has been alluded severally that 

the younger generation, otherwise known as the millennial are proficient when it comes to innovations and 

creativity. Therefore, the older generation will bring their experiences to bear while the younger employees will 

bring creativity and innovation to bear. At the end, the organization will benefit from these arrays of age diversity. 

Age diverse employees gives a vast multitude of numerous skills, intellectual styles, morals, and preferences that 

may result in increased productivity (Boehm & Kunze 2015). 

 

Lee and Kim (2020) contend that age diversity is expected to subvert the social assimilation of diverse workers as 

a result of strong social categorization-based processes. Against this backdrop, conditions considered by such low-

quality relationships, workers feel less psychologically connected with the other members of their group and 

accordingly become indecisive to participate in communication and discussions (Milliken & Martins, 1996; 

Zenger & Lawrence, 1989). Poor communication, along with low-quality relationships at work, weakens 

successful work coordination (Smith, Smith, Olian, Sims, O'Bannon, & Scully 1994). Also, Mwatumwa, (2016), 

discussed how age diversity causes issues related to communication and employees conflict. Against this 

backdrop, ineptitude of superiors to handle age diversity leads to conflict which lowers employees productivity 

(Mwatumwa, 2016). Furthermore, Barton and Nickerson (2004) show that groups with more diversity in age have 

been notably less productive. Similarly, Backes-Gellner and Veen (2009) argued that age heterogeneity can 

undesirably affect workers’ productivity as a result of variances in values and preferences of divergent age groups 

(as cited in Odhiambo, Gachoka, & Rambo, 2018). In the same vein, Elsaid (2012) showed that there is no 

relationship between age diversity and employee performance. Likewise, Kyalo and Gachunga (2015) and Selveraj 

(2015) showed that age diversity is not related to employee performance. 

 

On the affirmative aspect of age diversity, Bohem and Kunze, (2015) stated how an age heterogeneous workforce 

can create vast amount of skills, intellectual styles, increases morals, that may result in increased productivity. 

This was buttressed by Backes-Gellner and Veen, (2009) study which stated that workers of diverse ages who 

work together in group enhance productivity than working alone since different people have different skills, 

perspectives, personality traits and a larger problem solving toolbox. This led to the conclusion of the studies 

conducted by Zhuwao, (2017) and Rizwan khan, Nadeem and Abbas, (2016) respectively which show positive 

relationship between age diversity and employee performance. Finally, a diverse age group of employees would 

therefore be more creative, dynamic and productive than a homogeneous age group (Williams & O'Reilly, 1998; 

Zenger & Lawrence, 1989). 

 

On the basis of the above discussions, the following hypothesis has been framed. 
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H2: There is a statistical significant relationship between age diversity and job performance. 

 

Educational Background and Employee Performance 

 

Previous studies have shown that engaging employees from diverse educational echelons in the same workplace 

positively increases problem-solving, creativity and innovation (e.g. Pitts, Hicklin, Hawes, and Melton 2010). 

Bearing in mind workforce diversity benefits, management will work on increasing diversity to assuring 

innovation and creativity. Walster, Walster, and Berscheid (1978) stated that education support interactive 

participation and build constructive connections. Different educational backgrounds resulted in more task-related 

conflict among team members (Greer and Jehn, 2007). Accordingly, diversity in education levels can be associated 

with positive and negative effects on employee performance. Further, Webber and Donahue (2001) discussed how 

different educational backgrounds and levels appear to influence employee performance positively as it stimulates 

mutual learning with a wider range of cognitive resources and abilities. Educational diversity influences employees 

to work effectively with others to achieve organizational goals. The strategic objectives for human capital are to 

educate workers and get the most out of their knowledge, skills, and experience capabilities, in order to initiate 

organization value and improve its performance level (Hsiung and Wang, 2012), recognizing that knowledge 

creation is positively related to work performance (Ning, Chen, Yen, and Lun 2011). In fact, lower level for 

education and knowledge leads to poor efficiency. In furtherance to this, Eugene et al. (2011) recognised that there 

exists bias in educational diversity measure as it assesses diversity in workers who are exceedingly educated 

(Bachelor’s degree and Postgraduate degree) and putting employees who are less educated in one group (e.g. 

Certificates and Diplomas). 

 

Furthermore, Bamberger, Biron and Meshoulam (2014) noticed that informational diversity, such as education 

and functional areas, were positively related to actual work group performances, even though the relationship was 

mediated by task conflict. Additionally, Hambrick, Humphrey and Gupta (2015), stated that international 

experience and diverse educational background were positively related to firms‟ global, strategic postures among 

top management teams. In another study conducted by Elsaid (2012) with regards to Egyptian pharmaceutical 

industry showed that educational diversity was positively and significantly related to employee performance. 

Sequel to this results, Elsaid (2012) further clarified that more or balanced educational types may increase the 

likelihood of an organisation to benefit from increased creativity, innovation and improved employee performance. 

Additionally, in a study that focused on education sector in the context of Kenya conducted by Odhiambo (2014) 

discovered that educational diversity was significant in explaining a variation in employee performance. Similarly 

and in line with (Elsaid, 2012) study, Odhiambo (2014) found that having more diverse educational types in an 

organisation enhances problem-solving skills and decision-making amongst employees, accordingly resulting in 

improved employee performance.  

 

Thus, the following hypothesis has been formulated: 

 

H3: There is a statistical significant relationship between educational diversity and employee job performance. 

 

3. RESEARCH METHODS 

 

3.1 Research Design 

 

The study adopts a cross-sectional research design. According to Creswell (2013), definition of a cross-sectional 

research design was used to obtain a representative sample by taking a cross-section of the population of the 

organisation under study. Besides, since this study was intended at examine the relationship between the predictor 

variables (gender diversity, age diversity, and educational diversity) and the variable of interest (employee 

performance), a cross-sectional research design was more suitable. This is also in line with the study of Cohen, 

Manion and Morrison (2013) which specified that a cross-sectional research design is suitable for the descriptive 

functions that are related to correlational research. 
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3.2 Population and Sampling 

 

Bell and Waters (2014) define a population as a total group of individuals or units that are of interest to the 

researcher and individuals at which the outcomes of the study can be generalized. In this study, the target total 

population consisted of 452 employees of the organization under study. This comprises both male and females. 

Similarly, this study adopts the probability sampling technique where simple random sampling technique was 

applied to ensure that every employee in the population has an equal chance of being selected, thus improving the 

representativeness of the sample. 

 

3.3 Sample and Procedure 

 

The extant research utilized a sample of 208 workers drawn from a population of 452 from a public organisation 

in Abuja Nigeria that engage diverse workgroups, using a Raosoft Sample size calculator (www.raosoft.com). The 

participants were asked for their level of agreement or disagreement with a number of statements using a 5 - point 

Likert scale.  

 

4. DATA ANALYSIS 

 

4.1 Response Rate 

 

A response rate is the number of people who answered the survey divided by the number of people in the sample. 

A total of two hundred and eight (208) sets of questionnaire were administered and one hundred and thirty-seven 

(137) were returned duly completed, representing 66% response rate as shown in Table 1. 

 

According to Sekaran (2003), a response rate of 30% and above was regarded as being acceptable. With the 

response rate of 66% from the 208 randomly sampled participants, it is considered good for the course of this 

study. 

 

Table 1: Questionnaire Return Rate 

Response Rate Frequency Percentage 

Retrieved 137   66 

Not Returned   71   34 

Total 208 100 

 

4.2 Reliability Statistics 

 

A reliability statistics were done to measure the internal consistency of the variables. Its goal is to essentially test 

the internal consistencies and stability of the constructs by the use of the Cronbach Alpha Method. The reliability 

test is usually significant when Alpha value is 0.7 and above (Cronbach 1951). The value of Cronbach’s Alpha 

was depicted in Table 2, where the reliability coefficient attained by all constructs was satisfactory as the combined 

alpha was 0.748 which is above 0.70; accordingly it showed high levels of reliability within the collected data of 

this research. 

Table 2: Reliability Statistics 

Cronbach's Alpha N of Items 

.748 4 

 

4.3 Correlation Analysis 

 

The correlation analysis helped to determine the relationship between the explanatory variables and the outcome 

variable. Pearson's correlation coefficient was used to show the direction, strength, and significance of the 
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relationship. From the findings, it was found that there is positive association of gender diversity, age diversity, 

and educational background diversity, on employee job performance. In terms of strength, Cohen (1988) states 

that, if correlation (r) lies between .10 - .29 then there is a low effect (low correlation); r lies between .30 -.49 has 

a medium effect (moderate correlation) and 𝑟 lies between .50 − .99 has a large effect (strong correlation). Thus, 

gender, age and educational background diversities have correlations of .511, .372 and .760 respectively. 

Therefore, the constructs’ correlation strength are strong correlation, moderate correlation and strong correlation 

respectively as shown in Table 3. 

 

Table 3: Correlations 

 Emp_Perf Gender Age Edu_Backg 

Emp_Perf Pearson Correlation 1 .511** .372** .760** 

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

N 137 137 137 137 

Gender Pearson Correlation .511** 1 .228** .491** 

Sig. (2-tailed) .000  .007 .000 

N 137 137 137 137 

Age Pearson Correlation .372** .228** 1 .264** 

Sig. (2-tailed) .000 .007  .002 

N 137 137 137 137 

Edu_Backg Pearson Correlation .760** .491** .264** 1 

Sig. (2-tailed) .000 .000 .002  

N 137 137 137 137 

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

 

4.4 Hypothesis Testing 

 

To test the research hypotheses, multiple linear regressions were used to examine the association between more 

than two independents variables and one dependent variable (Hair, Black, Babin & Anderson 2010). Regression 

analysis was conducted to test the formulated hypotheses in this study. Multiple linear regression analysis was 

implemented to assess whether the predictor variables (gender diversity, age diversity, and educational background 

diversity predict the variable of interest (employee job performance). 

 

Table 4: Model Summaryb 

Model R R Square 

Adjusted R 

Square 

Std. Error of the 

Estimate   Durbin-Watson 

1 .793a .629 .621 1.733 1.721 

a. Predictors: (Constant), Edu_Backg, Age, Gender 

b. Dependent Variable: Emp_Perf 

 

To determine the extent to which the explanatory variables explain variation of employee job performance, the 

model summary was worked out. The results in Table 4 show that the coefficient of determination or R-square 

value is 0.629, thus meaning that gender, age and educational diversity can explain 62.9% of the outcome variable 

(employee performance). However, it still leaves out 37.1% (100%, - 62.9%) unexplained in this research. This 

implies that there are other additional important variables that have not been considered in this study and are vital 

in explaining variation in employee job performance. 

 

Table 5: ANOVAa 

Model Sum of Squares df Mean Square F Sig. 

1 Regression 677.396 3 225.799 75.162 .000b 

Residual 399.553 133 3.004   

Total 1076.949 136    

a. Dependent Variable: Emp_Perf 

b. Predictors: (Constant), Edu_Backg, Age, Gender 
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To test the statistical significance of the regression model on whether it is a good predictor of the variable of 

interest (employee job performance), Analysis of variance (ANOVA) was implemented. Accordingly, the results 

in Table 5 show that the model is a good predictor of the relationship between the independent variables (gender 

diversity, age diversity and educational diversity) and the outcome variable (employee performance) (F = 75.162; 

p = 0.000). This means that the predictor variables (gender diversity, age diversity and educational diversity) are 

significant in explaining the variance in the dependent variable (employee job performance). 

 

Table 6: Coefficientsa 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 

Collinearity 

Statistics 

B Std. Error    Beta Tolerance VIF 

1 (Constant) 4.671 1.316  3.549 .001   

Gender .128 .049 .160 2.629 .010 .749 1.335 

Age .144 .048 .167 3.026 .003 .918 1.090 

Edu_Backg .536 .052 .638 10.351 .000 .735 1.361 

a. Dependent Variable: Emp_Perf 

 

Here in the coefficient Table 6, the standardized beta value would be taken into consideration. When analyzing 

the three independent variables, the significance values need to be less than 0.05 to accept as significant and the 

value of beta is positive which states that the impact is positive.  To compare which explanatory variable between 

gender diversity, age diversity and educational diversity contributes most to the variation of employee job 

performance, beta standardized coefficients were used. Thus, the results in Table 6 indicate that educational 

background diversity contributed most to the variation of employee job performance (β = 0.638; p = 0.000), while 

age and gender diversity equally contributed β = 0.167; p = 0.003 and β = 0.160; p = 0.010 respectively. The high 

contribution of educational background diversity could be largely due to the cross-functional and multi-

dimensional learning experiences that usually characterized both formal and informal education and learning 

which defines and guides job performance in the workplace; while the two variables appears as two most potent 

channels and drivers of learning diversity. 

 

In the equation, Y= β0 + β1X1+ β2X2 + β3X3 + € 

Emp_Perf = 4.671 + .128Gender + .144Age + .536Edu_Backg 

 

5. Discussion, Conclusion and Recommendations 

 

This study examined the effect of workforce diversity on job performance. The proxies of employees’ diversity 

were assessed in terms of gender diversity, age diversity, and educational background diversity. With regards to 

the results acquired by the regression analysis, it was discovered that there is positive and significant impact of 

workforce diversity on employee performance. The findings showed that there is positive and significant 

relationship between gender diversity, age diversity and job performance. The findings of this research work 

affirmed that increasing age diversity is positively related to employee performance. The results of the analysis 

indicated that there is significant and positive relationship between educational background diversity and employee 

performance. Prior scholarly works had shown that the same conclusion stating that gender diversity, age diversity 

and educational diversity were positively and significantly related to employee job performance (e.g. Mwatumwa 

(2016); Ngao and Mwangi (2013) – for gender; Zhuwao, (2017) and Rizwan khan, Nadeem and Abbas, (2016) – 

for age diversity; and lastly for education level, the findings are in consonance with Hsiung and Wang, (2012) and 

Ning, Chen, Yen, and Lun (2011)). 

 

On the basis of the findings, the study concluded that the dimensions of work diversity have significant effect on 

employee performance in the organisation under study. Gender, age, and education diversities are vital constituents 

of employees’ activities in the work place that enrich employee performance. The study revealed that the 
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combination of gender, age and education were the core elements that explained employee performance by 62.9 

percent. The study has presented an empirical evidence that there is a significant relationship between workplace 

diversity dimensions – gender, age, and education and employee performance of the organisation under study. 

 

Therefore, this study recommended that leadership of organisations needs to focus more on diversity management 

in order to integrate the diverse characteristics of the workforce within the organisation. It was also recommended 

that organisational leaders should formulate policies on equal employment, irrespective of their gender, age, and 

educational background in order to bring to the fore, creativity and innovation to the organisation by an admixture 

of diverse workforce irrespective of cadre in the organisational ladder.  
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