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Abstract

Research Objectives: This study investigates the impacts of employee diversity on
organizational performance, focusing on multi-national food-producing companies in Lagos
Nigeria. Specifically, it examines three key dimensions of diversity: cultural and ethnic, age, and
gender diversity.

Methodology: The population comprises employees from five multi-national food-producing
companies in Lagos State: The Coca-Cola Company, Danone, Unilever PLC, BUA Foods, and
Dangote Industries. These companies were selected due to their substantial operations and
diverse workforce in the region. Out of 300 distributed questionnaires, 287 were successfully
retrieved and analyzed using correlation analysis.

Findings: The findings revealed strong and statistically significant positive relationships
between each diversity dimension and organizational performance: cultural and ethnic diversity
(R = 0.78), age diversity (R = 0.74), and gender diversity (R = 0.76). These results led to the
rejection of the null hypotheses, confirming that employee diversity significantly enhances
organizational effectiveness.

Conclusion: Embracing and strategically managing employee diversity contributes meaningfully
to the performance and competitiveness of multinational organizations. The findings underscore
the importance of inclusive diversity management practices as a core element of corporate
strategy.

Key words: Age diversity, Cultural diversity, Employee diversity, Gender diversity,
Organizational performance.

1.0 INTRODUCTION


https://journals.amssr.org/grjbm/
mailto:jeyanuku@noun.edu.ng
mailto:aalasan@noun.edu.ng

Global Research Journal of Business Management (GRJBM) 130

ISSN: 2811-1737 (Paper), ISSN: 2811-1745 (Online) Vol 5, No 1, Pgs 129 - 153: 2025
IMPACTS OF EMPLOYEE DIVERSITY ON ORGANIZATIONAL PERFORMANCE OF FOOD PRODUCING INDUSTRIES

Journal website: https://journals.amssr.org/gribm/

Background of the Study

In an era characterized by increasing globalization and interconnectivity, workforce diversity has
emerged as a critical strategic asset for multinational corporations (MNCs). Workforce diversity,
defined as the presence of heterogeneity among employees across dimensions such as race,
gender, age, ethnicity, nationality, educational background, and cultural orientation,
fundamentally shapes organizational dynamics and significantly influences a firm’s capacity to
compete in dynamic markets (Ehsan, 2021; Akhigbe, 2022). As firms expand their operations
across national borders, they inevitably engage with culturally and demographically diverse labor
markets, rendering effective diversity management an operational imperative.

This imperative is particularly pronounced among multinational food-producing companies
operating in Lagos State, widely recognized as Nigeria’s commercial nucleus. These enterprises
function within multicultural ecosystems, drawing from a broad mix of local and expatriate talent
(Kowo, 2021; Idowu, 2023). Given Lagos’s status as one of Africa’s most cosmopolitan urban
centers, its labor market is inherently heterogeneous. Consequently, managing diversity
transcends regulatory compliance, evolving into a strategic business necessity (Olajide &
Lawanson, 2022). In the food production sector, this necessity is further accentuated by the need
to accommodate and respond to diverse cultural food preferences and consumption behaviors
(Kowo, 2021).

When effectively managed, employee diversity enhances organizational outcomes by fostering
innovation, improving the quality of decision-making, and strengthening problem-solving
capabilities (Shi, 2022; Vlas et al., 2022). Teams comprising individuals with varied life
experiences and perspectives are better equipped to develop creative solutions and appeal to
broader consumer demographics (Batat & Addis, 2021). Within the food industry, such diversity
represents a competitive advantage, as employees from different cultural backgrounds provide
unique insights into localized marketing strategies, product customization, and culturally
sensitive packaging—all critical to customer satisfaction and market penetration (Ali & Santos,
2025; Tamang, 2024). Moreover, a diverse workforce enhances organizational agility and
resilience, qualities essential for navigating rapidly evolving consumer trends, regulatory
landscapes, and complex global supply chains (Holloway, 2024).

However, managing workforce diversity is not without its challenges. In the absence of
deliberate frameworks and inclusive leadership, diversity can give rise to interpersonal friction,
communication breakdowns, and weakened team cohesion, ultimately undermining
organizational productivity (Abubakar, 2018; Abalogu et al., 2024). Cultural misalignments and
implicit biases may exacerbate internal divisions if not addressed through structured
interventions (Reinisch & Karimi, 2020). To mitigate these risks, organizations must
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institutionalize inclusive human resource practices, invest in intercultural competence training,
and cultivate leadership that actively embraces and strategically leverages employee
heterogeneity. As Adeniyi et al. (2024) emphasize the successful integration of diversity into
organizational strategy hinges on leadership that recognizes difference as a wellspring of
innovation and competitive advantage.

1.1 Statement of the Problem

Employee diversity in multinational food-producing companies in Lagos State encompasses
various dimensions, including cultural and ethnic backgrounds, gender, age, educational
qualifications, and nationality. While diversity is widely recognized for its potential to enhance
organizational innovation, decision-making, and market responsiveness, its management remains
a significant challenge (Kowo, 2021; Idowu, 2023).

Specifically, gender diversity continues to be contentious, as despite increased awareness and
opportunities, female employees are often perceived as less competent than their male
counterparts (Hassan, 2013; Ehsan, 2021; Akhigbe, 2022). Studies on the impact of gender
diversity on organizational performance are inconclusive, with some studies suggesting negative
correlations due to social identity conflicts and others highlighting the benefits of diverse
cognitive abilities and perspectives (Tajfel, 1986; Hassan, 2013 as cited in Kowo, 2021).

Similarly, age diversity presents mixed effects; it can lead to conflicts, reduced social cohesion,
and higher turnover if poorly managed, yet when embraced strategically, it broadens viewpoints
and enhances performance (Wynen et al, 2025; Adeniyi et al., 2024). These contrasting outcomes
illustrate the complexity of managing demographic diversity within organizations.

Furthermore, cultural and ethnic diversity—highly pronounced in Lagos’s cosmopolitan labor
market—adds another layer of complexity. While cultural diversity can improve product
customization and customer engagement in the food industry, it may also result in
communication breakdowns and interpersonal tensions if not supported by adequate
cross-cultural training and inclusive leadership (Abubakar, 2018; Reinisch & Karimi, 2020).

Despite the strategic importance of these diversity dimensions, many multinational firms in
Lagos lack robust frameworks to effectively manage them, limiting their ability to translate
workforce heterogeneity into competitive advantage (Olajide &Lawanson, 2022; Adediran et al.,
2021). There is a critical need to explore how cultural, ethnic, gender, age, educational, and
nationality diversity, alongside cross-cultural competence development, impact organizational
outcomes in this unique socio-economic context (Adeniyi et al., 2024; Ezeudu & Chukwudubem,
2023).
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This study seeks to address this gap by investigating the specific challenges and benefits
associated with managing these facets of diversity within the multinational food production
sector in Lagos State.

1.2 Research Objectives

The primary objective of this study is to investigate the impact of employee diversity on the
organizational performance of selected multinational food-producing companies in Lagos State,
Nigeria.

The specific objectives are to:

i.  Analyze the effect of cultural and ethnic diversity on the organizational performance of
selected multinational food-producing companies in Lagos State.

i. Examine the influence of age diversity on the organizational performance of selected
multinational food-producing companies in Lagos State.

iii.  Assess the impact of gender diversity on the organizational performance of selected
multinational food-producing companies in Lagos State.

1.3 Research Questions
This study seeks to answer the following research questions:

1. What is the effect of cultural and ethnic diversity on the organizational performance of selected
multinational food-producing companies in Lagos State?

ii. How does age diversity influence the organizational performance of selected multinational
food-producing companies in Lagos State?

iii. What is the impact of gender diversity on the organizational performance of selected
multinational food-producing companies in Lagos State?

1.4 Research Hypotheses
The study will test the following null hypotheses:

Ho1: There is no significant relationship between cultural and ethnic diversity and the
organizational performance of selected multinational food-producing companies in Lagos State.

Hoz: There is no significant relationship between age diversity and the organizational
performance of selected multinational food-producing companies in Lagos State.

Hops: There is no significant relationship between gender diversity and the organizational
performance of selected multinational food-producing companies in Lagos State.
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2.0 LITERATURE REVIEW
2.1 Conceptual Review
2.1.1 Meaning and Concept of Diversity

Diversity in the workplace refers to the existence of differences among individuals within an
organization across various dimensions. These differences may include race, gender, age,
ethnicity, nationality, religion, educational background, physical abilities, sexual orientation, and
work experiences. Robbins and Judge (2019) define diversity as the acknowledgment and
appreciation of these variations, emphasizing that effective diversity management involves
creating inclusive environments where everyone feels respected and valued.

Diversity is both specific, focused on individual identities, and contextual, shaped by broader
societal norms and constructs (Lin, 2020). The concept has evolved from being viewed primarily
through the lens of affirmative action or visible traits to a more comprehensive understanding
that includes both overt and hidden characteristics. Salaami & Rahmenseresht, (2023)
categorized diversity into four primary domains:

e Personality (e.g., traits, skills, and abilities)

e Internal (e.g., gender, race, ethnicity, 1Q, sexual orientation)

e External (e.g., culture, nationality, religion, marital/parental status)
e Organizational (e.g., job position, department, union affiliation)

This broader definition moves beyond surface-level differences to embrace the full range of
human experience, a trend supported by Wynenet. al, (2025), who noted that modern diversity
definitions tend to move past the traditional affirmative action focus.

In multicultural environments like Lagos State, Nigeria, where multinational food-producing
companies operate amidst a highly heterogeneous population, diversity is an everyday
organizational reality. According to Ndubisi (2006), understanding diversity in such contexts
involves not just identifying differences but also recognizing their significance in shaping
workplace relationships and performance outcomes.

Over the past decade, workforce demographics, especially in industrialized and rapidly
urbanizing areas, have become increasingly diverse. Countries and corporations alike are
investing significantly in diversity initiatives to attract talent, promote innovation, and serve a
broad customer base (Jonsen et. al, 2021). Consequently, diversity is increasingly viewed as a
vital organizational resource that can contribute to competitive advantage when effectively
harnessed.
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Although many scholars assert that diversity-conscious organizations tend to enjoy enhanced
performance outcomes, findings from team-based research reveal mixed results. While some
studies suggest that diversity leads to improved creativity, innovation, and decision-making
(Kowo, 2021; Idowu, 2023; Zhu &Xie, 2023), others studies highlight potential drawbacks such
as communication breakdowns, interpersonal conflicts, and reduced group cohesion if not
managed effectively (Abubakar, 2018; Reinisch&Karimi, 2020). These outcomes underscore the
importance of proactive diversity management practices such as cross-cultural training and
inclusive leadership.

2.1.1.1 Cultural and Ethnic Diversity

Cultural and ethnic diversity involves the inclusion of individuals from different cultural, ethnic,
and linguistic backgrounds within the workplace. It reflects variations in values, communication,
work ethics, and social behavior. Onwuzu and Nnamani (2023) define culture as the sum of
knowledge, beliefs, art, laws, and traditions acquired as members of society. Similarly, Powell
(2019) describes culture as shared values, beliefs, and interpretations shaped by common
experiences, such as those in the GLOBE study.

This diversity is increasingly evident in multinational organizations and is seen as a strategic
asset. In multicultural regions like Lagos State, Nigeria, workplaces regularly engage employees
from varied backgrounds. Dipoatmodjo (2024) notes that effective diversity management
requires acknowledging individual differences and promoting inclusion. Montoya (2023) adds
that diversity should be understood through both visible and invisible traits, beyond affirmative
action.

Cultural orientation—such as individualism versus collectivism—affects behavior at work.
Durga (2017) observes that Asian and South American cultures emphasize collective
commitment, while Western cultures focus on individual autonomy and work-life balance. These
cultural distinctions influence communication, interaction, and views on authority.

Despite its benefits, cultural diversity can also present challenges, particularly when differences
in norms and communication styles are not effectively managed, potentially leading to
misunderstandings or conflict (Guo, 2025; Zhang, 2023). Additionally, perceptions of authority,
gender roles, and workplace behavior differ across cultures (Powell, 2019), potentially affecting
team dynamics.

Leadership plays a key role in promoting inclusive practices. Togioka& Young, (2024)
emphasizes that cultural diversity involves recognizing and valuing differences based on
attributes such as age, ethnicity, gender, ability, and socioeconomic status. In this context,
diversity is seen as a mosaic of individuals contributing unique perspectives to the organization.
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Although complex, well-managed cultural diversity enhances creativity, innovation, and
competitive advantage. Organizations that adopt inclusive leadership, provide cross-cultural
training, and nurture a respectful culture are better equipped to benefit from a diverse workforce
(Zhu &Xie, 2023).

2.1.1.2 Age Diversity

Age diversity involves integrating individuals from different generations—such as Baby
Boomers, Generation X, Millennials, and Generation Z—within the workplace. This mix
contributes varied knowledge, values, and problem-solving approaches (Trujillo, 2020; Benke,
2025). Unlike race or gender, age inclusion has only recently gained traction as a policy issue,
with age discrimination becoming more visible in the last two decades (Dressel et al, 2020).

Generationally diverse teams bring broader perspectives, enhancing decision-making and
innovation (Wang &Duan, 2025). Older employees offer institutional memory and experience,
while younger ones contribute digital fluency and adaptability (Benke, 2025). This supports
knowledge transfer and effective succession planning.

However, age diversity may also present challenges, as differing communication styles and work
expectations can lead to intergenerational friction if not properly managed. While older
employees often prefer face-to-face interaction and structured routines, younger counterparts
tend to favor digital tools and flexible work arrangements—highlighting the need for inclusive
leadership and adaptive HR practices (Manongcarang&Guimba, 2024).

Although older workers are sometimes seen as costlier to employ, such views may overlook the
strategic value of age diversity (Egdell et. al, 2020). Intergenerational collaboration can
strengthen performance by combining diverse strengths (Trujillo, 2020; Benke, 2025).
Additionally, younger managers, exposed to diverse environments, may be better prepared to
lead inclusive teams (Benke, 2025).

2.1.1.3 Gender Diversity

Gender diversity refers to the equitable representation and inclusion of individuals of all genders
within an organization. It extends beyond headcount to encompass varied perspectives, cognitive
approaches, and leadership styles that contribute to organizational performance (Kaur & Arora,
2020; Chikwe et. al, 2024). The growing emphasis on gender-balanced workforces has prompted
debate among scholars and practitioners about its actual impact on organizational outcomes
(Kowo, 2021).

Research has shown mixed findings regarding the relationship between gender diversity and firm
performance. While some studies suggest that gender diversity, particularly in leadership and
boardrooms—can enhance creativity, problem-solving, and competitiveness (Kowo, 2021;
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Richard et. al, 2021), others report neutral or even negative correlations (Mousa, 2021;
Akpoviroro et al, 2020; Zheng & Hyland, 2013). Despite these differing outcomes, a common
theme across literature is that well-managed gender diversity has the potential to generate a
sustained competitive advantage through broader market insight, innovation, and improved team
cohesion (Kowo, 2021;Idowu, 2023).

Men and women may differ in cognitive styles and decision-making approaches, and combining
these differences can create synergy in diverse teams (Akinusi, Sonubi &Oyewunmi, 2017).
Gender-diverse teams can better address the varying needs of male and female customers,
driving customer-centric innovation. This is especially relevant in diverse contexts like Lagos
State, Nigeria, where inclusive practices are essential to harnessing the full potential of the labor
force.

However, gender diversity also presents challenges. Unconscious bias, stereotyping, and
organizational culture may limit the positive impact of diversity if left unaddressed. Therefore,
fostering an inclusive environment—with equitable HR policies and inclusive leadership—is
vital to translate diversity into performance gains (Shapiro, 2023).

2.1.1.4 Challenges of Workforce Diversity

While workforce diversity brings numerous benefits such as innovation, broader perspectives,
and access to a wider talent pool, it also presents several significant challenges that organizations
must navigate to fully realize these advantages. These challenges span communication barriers,
resistance to change, operational implementation, and cultural dynamics within teams.
Addressing these concerns effectively is critical to building a cohesive, inclusive, and productive
work environment.

1. Communication Barriers:One of the key challenges is communication breakdown, which
frequently arises in culturally and ethnically diverse teams. Differences in language, values, and
communication styles can lead to misunderstandings, inefficiencies, and even conflict among
employees, ultimately affecting productivity and collaboration (Pathiranage et al, (2020).This
issue is particularly critical in multinational environments where cross-cultural interaction is
routine.

2. Resistance to Change: Another is another barrier to effective diversity management.
Employees who are accustomed to homogeneous work cultures may struggle to adapt to new
norms that accompany diverse team settings, especially regarding gender roles, generational
expectations, or cultural practices. This resistance can slow the adoption of inclusive policies and
limit the benefits of diversity on organizational performance (Yeung & Hao, 2024).Furthermore,
age diversity can introduce friction due to generational differences in work habits, technological
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adaptability, and communication preferences. Older employees may prefer traditional
face-to-face communication, while younger employees often rely on digital tools and flexible
arrangements. If not managed well, such disparities can result in inefficiencies and reduced team
cohesion (George et al, 2024)

3. Implementation Complexity: Implementing diversity in the workplace is a complex process
that requires a comprehensive and strategic approach. Ozbilgin and Tatli (2016) emphasize that
addressing diversity challenges necessitates a well-crafted human resource strategy that includes
tailored recruitment, development, and retention initiatives. This includes redefining job
requirements, expanding talent searches beyond national borders, and designing training
programs that develop intercultural competencies. Without such a structured plan, diversity
efforts may fail to translate into meaningful workplace integration and productivity gains.

4. Strategic Human Resource Management: Ozbilgin and Tatli (2016) note that managing
diversity requires a complex, strategic HR approach. Human resource managers must source
diverse yet qualified talent, match them appropriately with job roles, and balance workforce
demographics to avoid bias or tokenism. This is particularly challenging in multinational
environments where cultural and ethnic norms differ. Age diversity further complicates
workforce planning due to differing expectations in work style, career goals, and motivational
drivers.

5. Re-examination of HR Practices: The presence of a diverse workforce necessitates a
comprehensive re-evaluation of traditional human resource management practices Kim, (2024)
emphasizes that traditional HR practices must be overhauled to accommodate diverse groups.
For instance, performance evaluations that favor one gender or age group, recruitment methods
that unconsciously exclude certain ethnicities, or training programs that ignore generational
learning preferences can all perpetuate inequality and reduce organizational effectiveness. These
outdated practices can create systemic challenges that affect fairness and performance outcomes.

6. Organizational Buy-In and Leadership Support:

One of the more subtle yet critical challenges is securing support from senior management.
Fuller,(2020) argue that another core challenge is the absence of commitment from senior
leadership. In many cases, HR professionals must persuade executives that diversity efforts are
worth investing in. Without leadership support, diversity initiatives lack credibility, adequate
funding, and the structural authority needed for effective implementation—resulting in token
efforts with little impact on performance.
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7. Social Identity and Group Dynamics: Andrieuet.al, (2023) using social identity theory,
explain that diverse workgroups can experience reduced cohesion due to in-group/out-group
dynamics. Employees may align more closely with those who share similar attributes (such as
gender, age, or ethnicity), resulting in cliques, mistrust, and interpersonal tension. For example,
women or younger employees in male-dominated or senior-heavy teams may feel excluded or
undervalued, negatively impacting their job satisfaction, engagement, and productivity.

2.1.1.5 Workforce Diversity Management Workforce diversity management involves
deliberate strategies and practices aimed at promoting an inclusive, equitable, and supportive
work environment for individuals from various backgrounds. Effective diversity management not
only ensures compliance with legal frameworks but also enhances employee engagement, team
cohesion, innovation, and overall business performance. This section elaborates on the key
components of effective workforce diversity management with direct relevance to cultural, age,
and gender diversity—focal points of this study.

2.1.2 Concept of Organizational Performance

The concept of organizational performance has undergone significant evolution, with its
theoretical roots traceable to Frederick Taylor’s scientific management principles developed in
the early twentieth century. Taylor’s focus on efficiency and the systematic analysis of work
processes laid the foundational framework for modern performance evaluation within
organizations, including multinational food-producing firms where operational and human
resource efficiency remain vital.

Organizational performance broadly refers to the actual outputs or results an organization
achieves relative to its predefined goals and objectives, serving as a central construct in
contemporary management discourse, particularly for assessing how effectively and efficiently
organizations function within competitive and dynamic environments such as the Nigerian food
manufacturing sector (Tantua &Udoro, 2023).However, due to its multidimensional nature, a
universally accepted definition of organizational performance remains elusive, with
interpretations varying across disciplines and contexts.

According to Abraheem (2023), organizational performance is commonly categorized into three
key dimensions:

e Financial performance, which includes profitability indicators such as return on assets
(ROA) and return on investment (ROI);

e Product market performance, which captures metrics like sales volume and market
share;

e Shareholder return, comprising total shareholder return and economic value added.
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These dimensions are particularly relevant in evaluating the performance of multinational firms,
where strategic management decisions, including those related to workforce diversity can
influence both market competitiveness and investor confidence (Omoyele, & Olabisi, 2020).

As firms operate within increasingly complex and globalized markets, many have adopted
integrated performance measurement systems to gain a comprehensive view of organizational
success. One widely accepted model is the Balanced Scorecard, which evaluates performance
across multiple perspectives, including financial results, customer satisfaction, internal business
processes, employee engagement, and social responsibility (Mioet al 2022). This model is
especially significant for multinational corporations operating in diverse markets, as it allows for
the integration of both tangible (e.g., cost efficiency, revenue) and intangible (e.g., workforce
diversity, innovation) performance indicators.

Akpa and Nneji (2021) conceptualize organizational performance as the organization’s ability to
attain its objectives through the efficient and effective deployment of resources. In this view,
effectiveness refers to the extent to which organizational goals are met, while efficiency relates
to the optimal use of resources to achieve these goals. This dual lens is essential in the context of
this study, as it reflects how workforce diversity might not only enhance -creative
problem-solving and innovation but also improve overall operational and financial performance.

In the specific case of multinational organizations in Lagos State, organizational performance
can be examined through operational indicators such as sales patronage and operational costs.

2.2 Theoretical Review

Understanding the impact of employee diversity on organizational performance requires a
foundation in theories that explain how diverse human capital contributes to organizational
outcomes. Several key theories offer explanatory frameworks for the relationship between
workforce diversity and performance:

2.2.1Resource-Based View (RBV) Theory

The Resource-Based View (RBV) theory posits that an organization's internal resources,
including human capital, are central to achieving sustained competitive advantage (Ployhart,
2021). Diversity is viewed as a valuable, rare, and inimitable resource that enhances creativity,
innovation, and decision-making processes. In diverse teams, the pooling of different
perspectives, experiences, and problem-solving approaches can lead to improved strategic
outcomes. This theory underpins the argument that employee diversity, when well-managed,
strengthens a firm’s operational capacity and market responsiveness, which is crucial in dynamic
sectors like food production (Trujillo, 2020; Benke, 2025).
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2.2.2 Social Identity Theory

Social Identity Theory suggests individuals classify themselves and others into social categories
(e.g., ethnicity, gender, nationality (Reimer et al, 2022). While diversity can enrich workplace
interactions, Social Identity Theory also warns of potential in-group and out-group biases, which
can lead to conflict, exclusion, and decreased cohesion (Khadka, 2024). If not well managed,
such dynamics can hinder organizational performance. Therefore, this theory highlights the
importance of inclusive leadership and HR policies that foster mutual respect and integration
(Kant &Adula, 2024).

2.2.3 Similarity-Attraction Paradigm

This paradigm suggests that individuals are more likely to be attracted to, and collaborate
effectively with, others who are similar to them in attributes such as background, values, or
communication styles (Kim & Jin, 2020). In contrast, diverse teams may initially encounter
challenges related to communication and cohesion. However, as noted by Morrison-Smith and
Ruiz (2020), once these barriers are addressed, heterogeneous teams often outperform
homogeneous ones due to their broader range of perspectives. This finding underscores the
importance of implementing diversity training and fostering an inclusive workplace structure.

2.2.4 Human Capital Theory

Human Capital Theory (Becker, 1964 cited in Bhutto & Jamal, 2020) asserts that employees'
knowledge, skills, and abilities contribute directly to organizational performance. A diverse
workforce brings a richer set of human capital to the organization, offering distinct insights and
competencies. This theory supports the view that diversity in education, culture, and professional

background can drive innovation and efficiency in production-oriented industries (Trujillo,
2020).

Together, these theories provide a robust foundation for analyzing how diversity—when
effectively harnessed—can significantly influence key performance indicators likesales
patronageandoperational cost efficiency in multinational settings.

2.3 Theoretical Framework

The present study adopts an integrative theoretical framework that combines insights from both
the Resource-Based View (RBV) andSocial Identity Theory to examine the impact of employee
diversity on organizational performance within multinational food-producing industries in Lagos
State.

From the RBV perspective, employee diversity is considered a strategic resource. Diverse teams
offer broader cognitive frameworks and richer informational resources, contributing to higher
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innovation levels and adaptability—factors essential in a highly competitive and evolving
consumer market like Nigeria’s food industry (Olajide & Lawanson, 2022; Adediran et al.,
2021). This theory supports the hypothesis that diversity positively correlates with key
performance outcomes, such as increased market share, higher sales patronage, and
cost-effective operations.

However, drawing from Social Identity Theory, the framework acknowledges potential internal
challenges stemming from cultural, ethnic, or linguistic differences. These differences can create
social boundaries within teams, possibly leading to conflict, disengagement, or inefficiencies if
not managed correctly (Adediran et al., 2021). Therefore, the framework integrates mechanisms
for mitigating these risks, such as inclusive HR practices, effective diversity training, and
leadership commitment to equity and inclusion.

By integrating these theoretical lenses, the study positions diversity not merely as a demographic
feature, but as a strategic asset that—when leveraged through inclusive organizational
practices—can enhance performance outcomes.

2.4 Empirical Review

Several empirical studies have explored the relationship between employee diversity and
organizational performance, with varying outcomes depending on context, industry, and diversity
dimensions assessed.

Kowo (2021), in a study titled "Impact of Employees’ Diversity on Organizational Performance
of Selected Multinational Food-Producing Industries in South West Nigeria," examined how
gender, age, cultural, and work experience diversity affect sales patronage, operational cost,
market share, and employee turnover. Using a cross-sectional survey design and data from five
randomly selected multinational food companies, the study applied descriptive and inferential
statistics (mean, correlation, and regression) via SPSS. Findings showed that gender diversity
significantly improved sales patronage (p = 0.004), age diversity affected operational cost (p =
0.001), cultural diversity influenced market share, and work experience diversity related
positively to employee turnover. The study recommended that organizations embrace and
strategically utilize employee diversity to enhance performance.

Idowu (2021) examined the influence of workforce diversity dimensions (sex, age, and
education) on organizational performance and the mediating role of organizational cultural
values among multinational food and beverage companies in Lagos. Using a descriptive survey
design, data were gathered from 464 employees across four firms and analyzed with hierarchical
regression. Findings revealed that workforce diversity alone had an insignificant impact on
performance (R? = 0.0003), but when cultural values were considered, performance significantly


https://journals.amssr.org/grjbm/

Global Research Journal of Business Management (GRJBM) 142

ISSN: 2811-1737 (Paper), ISSN: 2811-1745 (Online) Vol 5, No 1, Pgs 129 - 153: 2025
IMPACTS OF EMPLOYEE DIVERSITY ON ORGANIZATIONAL PERFORMANCE OF FOOD PRODUCING INDUSTRIES

Journal website: https://journals.amssr.org/gribm/

increased (AR? = 0.163, p = 0.000). The study concluded that cultural values enhance the
diversity—performance link and recommended future research on leadership and business
strategies as mediating factors.

Abalogu, Okafor, and Nwokedi (2024) investigated the impact of effective communication on
human relations in the workplace, focusing on the Dangote Group in Nigeria. Using a qualitative
approach through surveys and interviews with employees from various departments, the study
found that poor communication leads to conflicts, low morale, and misunderstandings, while
effective communication fosters trust, cooperation, and workplace harmony. Challenges
identified included cultural differences, hierarchical barriers, and weak communication systems.
The study recommended regular communication training, open dialogue, and the use of modern
tools to enhance communication. It concluded that improving communication is essential for
strengthening human relations and boosting organizational performance.

Salaami and Rahmenseresht (2023) explored the perceived impact of workforce diversity on
effective strategy implementation at Allameh Tabatabai University. Using a correlational
research design and structural equation modeling (PLS), they collected data from 66 senior staff
members selected via stratified random sampling. The study focused on cultural diversity, ethnic
representation in hiring, and intergroup relations. Results revealed that acculturation, structural
integration, and intergroup conflict significantly influence strategy implementation, while
informal integration and organizational bias did not. The study concluded that workforce
diversity can positively affect strategic goal achievement if effectively managed and
recommended institutions enhance structural integration and manage intergroup dynamics to
support strategic outcomes.

3.0 METHODOLOGY
3.1 Research Design

The study adopts a quantitative correlation research design. This design is appropriate for
examining the relationships between variables without manipulating the research environment. It
allows for statistically testing the degree and direction of associations between dimensions of
workforce diversity (age, gender, and cultural/ethnic diversity) and organizational performance
(measured by productivity, innovation, team cohesion, and competitiveness). This approach
supports empirical, objective analysis based on numerical data (Creswell, 2014).

3.2 Method and Sources of Data Collection

The study employed primary data collected using a structured questionnaire. The questionnaire
was self-administered and consisted of closed-ended items measured on a five-point Likert scale
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ranging from 1 (Strongly Disagree) to 5 (Strongly Agree). The questionnaire was divided into
four sections:

-Section A: Demographics

- Section B: Age Diversity

- Section C: Gender and Cultural/Ethnic Diversity

The questionnaire items were adapted from validated scales used in prior research (Omoyele
&Olabisi, 2020; Akpa & Nneji, 2021) and pilot-tested for reliability. A Cronbach’s alpha value >
0.70 was considered acceptable.

3.3 Population and Sample Size

The population comprises employees from five multinational food-producing companies in
Lagos State: The Coca-Cola Company, Danone, Unilever, BUA Foods, and Dangote Industries.
These companies were selected due to their substantial operations and diverse workforce in
Lagos.

Using Yamane’s (1967) formula for determining sample size with a 5% margin of error and an
estimated population of 1,200 employees, the sample size was calculated as:
n=N/(1+N(e)*2)= 1200/ (1 + 1200(0.05)*2) = 300

A stratified random sampling technique was employed to ensure proportional representation
across departments and diversity categories.

3.4 Method of Data Analysis

Data were analyzed using descriptive statistics and the Pearson Product-Moment Correlation
Coefticient (PPMCC). The descriptive statistics (mean, standard deviation, frequency, and
percentage) were used to summarize demographic and diversity variables. The Pearson
Product-Moment Correlation Coefficient was used to test the strength and direction of linear
relationships between each dimension of diversity and organizational performance.
Pearson's r ranges from:

- +1 = perfect positive correlation,

- -1 = perfect negative correlation,

- 0 =no correlation.

Statistical significance was tested at the 0.05 level (p <.05) using SPSS version 26.

The assumptions for using Pearson’s correlation (interval or ratio scale, linearity, and normal
distribution) were assessed prior to analysis (Field, 2018).

3.5 Model Specification

The study adopts a bivariate analytical model using Pearson’s correlation to assess the
relationship between independent and dependent variables. No multivariate or regression models
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were used. The following relationships were tested:

- r1: Age Diversity <> Organizational Performance

- r2: Gender Diversity «» Organizational Performance

- r3: Cultural/Ethnic Diversity <> Organizational Performance

The Pearson Product-Moment Correlation Coefficient (PPMCC) formula used is:
r=3X-X)Y-Y)/V[EX-X)? (Y - V)]

Where:

- X = scores for the independent variable (diversity dimension),

-'Y = scores for the dependent variable (organizational performance),

- X and Y = means of X and Y respectively.

This model allows for evaluating whether an increase or decrease in one diversity variable is
significantly associated with changes in organizational performance.

4.0  DISCUSSION OF RESULTS
4.1 Hypothesis 1

Ho1: There is no significant relationship between cultural and ethnic diversity and the
organizational performance of selected multinational food-producing companies in Lagos State.

Table 4: Relationship between Cultural and Ethnic Diversity and Organizational
Performance

SN Variable N Mean STD R Significance Value

1 Cultural and Ethnic Diversity 287 3.59 0.85 0.000%#**
2 Organizational Performance 287 3.60 0.82 0.78

*Correlation is significant at the 0.05 level (2-tailed)

Interpretation:

The correlation coefficient (R = 0.78) indicates a strong positive relationship between cultural
and ethnic diversity and organizational performance. The significance value (p < 0.05) shows
that this relationship is statistically significant. Therefore, we reject the null hypothesis (Hp1) and
accept the alternative hypothesis that cultural and ethnic diversity significantly impacts
organizational performance in the selected multinational food-producing companies in Lagos
State.

4.2  Hypothesis 2
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Hp2: There is no significant relationship between age diversity and the organizational
performance of selected multinational food-producing companies in Lagos State.

Table S: Relationship between Age Diversity and Organizational Performance

SN Variable N Mean STD R Significance Value

1 Age Diversity 2873.56 0.84 0.000%**
2 Organizational Performance 287 3.57 0.81 0.74

*Correlation is significant at the 0.05 level (2-tailed)

The correlation coefficient (R = 0.74) shows a strong positive relationship between age diversity
and organizational performance. The significance value (p < 0.05) confirms that this relationship
is statistically significant. Hence, the null hypothesis (Hy;) is rejected, and it is concluded that
age diversity significantly influences organizational performance in the selected multinational
food-producing companies.

4.3 Hypothesis 3

Hos: There is no significant relationship between gender diversity and the organizational
performance of selected multinational food-producing companies in Lagos State.

Table 6: Relationship between Gender Diversity and Organizational Performance

SN Variable N Mean STD R Significance Value

1 Gender Diversity 287 3.58 0.83 0.000%**
2 Organizational Performance 287 3.59 0.82 0.76

*Correlation is significant at the 0.05 level (2-tailed)

Interpretation:

With a correlation coefficient of R = (.76, there is a strong positive and statistically significant
relationship between gender diversity and organizational performance (p < 0.05). Therefore, the
null hypothesis (Ho3) is rejected, indicating that gender diversity significantly affects
organizational performance in the companies studied.

4.3.1 Identification of Variables and Regression Analysis
i. Independent Variables:
e Age Diversity

e Gender Diversity
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e (Cultural and Ethnic Diversity
ii. Dependent Variable:
e Organizational Performance

To further examine the predictive strength of the independent variables on organizational
performance, a multiple linear regression analysis was conducted.

Table 7: Model Summary of Regression Analysis

Model R |R? Adjusted R  [Std. Error
1 0.8110.66 0.65 0.47
Interpretation:

The model summary shows an R? value of 0.66, indicating that 66% of the variation in
organizational performance can be explained by the three diversity variables combined. The
Adjusted R? of 0.65 confirms the model’s robustness.

Table 8: ANOVA — Significance of the Regression Model

Model Sum of Squares  Df Mean Square F Sig.
Regression 94.23 3 31.41 79.86 0.000*
Residual 48.09 283 0.17

Total 142.32 286

*Significant at the 0.05 level

Interpretation:
The F-statistic (F = 79.86, p < 0.05) confirms that the regression model is statistically significant
and that the independent variables jointly predict organizational performance.

Table 9: Coefficients of the Regression Model

Predictor B Std. Error  Beta t Sig.

(Constant) 1.04  0.21 — 4.95 0.000
Age Diversity 029  0.05 0.31 5.80 0.000
Gender Diversity 0.26  0.06 0.28 4.33 0.000

Cultural/Ethnic Diversity 0.33  0.05 0.35 6.68 0.000
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Interpretation:
All three independent variables—age, gender, and cultural/ethnic diversity—have positive and
statistically significant beta coefficients (p < 0.05). Among them, cultural/ethnic diversity has the
strongest influence (f = 0.35), followed by age diversity (B = 0.31) and gender diversity (f =
0.28). This indicates that all three variables significantly and positively predict organizational
performance.

4.4 Discussion of Findings

The results of this study reveal a significant and positive relationship between employee
diversity (cultural and ethnic, age, and gender) and organizational performance among selected
multinational food-producing companies in Lagos State. These findings are consistent with
several previous empirical studies.

Firstly, the strong correlation between cultural and ethnic diversity and organizational
performance (R = 0.78, p< 0.05) aligns with the findings of Kowo (2021), who reported that
cultural diversity positively influenced market share in multinational food-producing industries.
Similarly, Salaamiand Rahmenseresht (2023) emphasized that cultural diversity, if properly
managed through acculturation and structural integration, significantly enhances strategy
implementation—an indirect driver of organizational performance. These studies affirm the
current finding that a diverse cultural and ethnic workforce enhances decision-making,
innovation, and adaptability within multinational environments.

Secondly, the relationship between age diversity and performance (R = 0.74, p< 0.05)
corroborates Kowo’s (2021) study, where age diversity significantly affected operational cost.
This suggests that a balanced generational workforce can lead to more cost-efficient operations
by combining the strengths of different age groups. Although Idowu (2021) found that workforce
diversity (including age) had an insignificant direct impact on performance, his study revealed
that cultural values enhanced this relationship significantly. This may imply that the effectiveness
of age diversity is contingent on organizational support systems, such as inclusive policies and
team synergy.

Thirdly, the positive and statistically significant relationship between gender diversity and
organizational performance (R = 0.76, p< 0.05) reinforces the conclusions of Kowo (2021), who
found that gender diversity improved sales patronage, indicating its impact on customer
engagement and market responsiveness. These results are further supported by broader
workplace studies, which suggest that mixed-gender teams often outperform homogeneous teams
due to diverse viewpoints and collaborative strength.
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Furthermore, while this study did not directly assess communication as a variable, the findings
echo the insights from Abalogu, Okafor, and Nwokedi (2024), who found that cultural and
gender diversity, if not supported by effective communication, can lead to misunderstandings and
conflicts. Therefore, the positive impact of diversity found in this study may also suggest that the
selected firms have adopted appropriate communication frameworks to harness diversity
productively.

5.0 SUMMARY, CONCLUSION AND RECOMMENDATIONS
5.1 Summary of Findings

This study explored the relationship between workforce diversity—specifically cultural and
ethnic diversity, age diversity, and gender diversity—and the organizational performance of
selected multinational food-producing companies in Lagos State. Out of the 300 questionnaires
distributed, 287 valid responses were retrieved and analyzed using correlation analysis.

The key findings are as follows:

e C(Cultural and ethnic diversity showed a strong and statistically significant positive
relationship with organizational performance (R = 0.78, p< 0.05).

e Age diversity also demonstrated a strong and significant positive correlation with
organizational performance (R = 0.74, p< 0.05).

e Gender diversity was found to have a strong and significant positive relationship with
organizational performance (R = 0.76, p< 0.05).

These results led to the rejection of all three null hypotheses, confirming that diversity variables
positively impact organizational performance.

5.2 Conclusion

The study concludes that employee diversity significantly contributes to improved organizational
performance in multinational food-producing companies operating in Lagos State. Specifically,
diversity in culture and ethnicity, age, and gender has been shown to enhance performance
outcomes such as innovation, employee productivity, decision-making, and adaptability.

The findings indicate that organizations that embrace and manage employee diversity effectively
are more likely to experience better overall performance. Therefore, promoting diversity should
not only be seen as a social or ethical consideration but as a strategic imperative for
organizational growth and competitiveness in a multicultural and dynamic business environment.

5.3 Recommendations
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Based on the findings of this study, the following recommendations are made:

1. Diversity Training Programs: Organizations should implement continuous diversity
training programs aimed at promoting cultural competence, eliminating bias, and
promoting inclusive workplace practices.

2. Inclusive Recruitment Policies: Multinational companies should adopt recruitment
strategies that intentionally promote diversity in terms of age, gender, and ethnicity to
enrich team performance and creativity.

3. Leadership Commitment: Senior management should demonstrate a strong
commitment to diversity by modeling inclusive leadership behaviors and incorporating
diversity goals into strategic planning.

4. Monitoring and Evaluation: Organizations should establish systems to monitor and
evaluate diversity metrics and their impact on organizational performance, allowing for
data-driven improvements.

5. Employee Engagement: Companies should encourage open communication, employee
feedback, and collaboration among diverse teams to maximize the benefits of a varied
workforce.
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