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ABSTRACT

This study used 9mobile Nigeria Ltd. to examine
the relationship between organizational success and
diversity in human resources. The research tool for
this study was a structured questionnaire, and the
study used a descriptive research design. 9Mobile
Nigeria Limited personnel make up the study's
target group. The research employed a
proportionate stratified sampling technique to
choose study participants. Using the simplified
stratified sampling procedure by Yamane (1967), a
sample size of three hundred (300) 9Mobile
Nigeria employees was chosen. Using both
descriptive and inferential statistics, the gathered
data were statistically examined. The results
obtained demonstrate that gender diversity policies
typically require organizations to treat all
employees fairly, provide equal opportunities for
age diversity in the workplace for employees'
performance, and that employee commitment in the
telecommunications sector is typically enhanced by
age differences in the workforce. The study found
that while age diversity has no discernible impact
on employee engagement in telecommunications
organizations, gender diversity and employee
happiness are significantly correlated. Therefore,
the study suggested that 9mobile continue its trend
of fostering gender diversity in order to ensure that
all employees, regardless of age, are fully engaged
to their profession and able to meet organizational
objectives. Given that the study discovered a little
negative  association between organizational
performance and cultural diversity, among other
things, it is advised that businesses and 9mobile in
particular, place an emphasis on employees'
performance potential.

Keywords: Organizational outcome, Gender
diversity, age diversity, employee commitment,
workforce diversity, cultural diversity.

. Introduction

One of the most crucial components of
every firm is its human capital since it serves as its
engine (ldowu, 2022). The organization needs
personnel to oversee or operate the other
production variables as it works to meet its goals.
The diversity of the workforce is rising. Despite the
fact that many other firms worldwide, including
multinational corporations, have adopted diversity
programs, research has shown that their WFD has
really had a variety of positive and bad effects on
organizational performance (Cletus, Mahmood &
Umar, 2018). This implies that, contrary to what
the "business case" argument suggested, having a
more diverse workforce will not always result in
improved Organizational Performance (OP) or
effectiveness. One important mediating factor in
determining whether WFD has positive or negative
effects on organizational performance is the
organizational context in which diversity initiatives
are implemented. According to ldowu (2022),
performance is the act of carrying out a recognized
activity, accomplishment, or endeavor in carrying
out a responsibility.

Due to the growing variations in the
Nigerian population, diversity issues are now
deemed crucial and are expected to become even
more important in the future. Because diversity has
the potential to produce increased productivity and
competitive advantages, businesses need to focus
on diversity and find strategies to become fully
inclusive organizations (SHRM, 1995). Effective
people management can increase workplace
efficiency by managing and valuing diversity
(Voorde, Paauwe & Veldhoven, 2010). Conversely,
employee commitment, team spirit, sense of
ownership, turnover, and productivity are key
metrics used to assess the organizational effects of
managing diversity (Idowu, 2012). This study aims
to  investigate the  connection  between
organizational outcomes (OO) and human resource
diversity (HRD) based on this premise.
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An typical Nigerian organization is made
up of a diverse workforce with a range of racial and
tribal backgrounds, cultural and religious views,
gender roles, ages, and worldviews. The difficult
issue facing such a company's management is
shielding it from unmanaged worker diversity,
which could backfire by causing internal strife and
decreasing the efficiency and performance of the
firm. Many corporate managers and owners have
paid little or no attention to the issue of labor
diversity, disregarding its implications for
organizational outcomes in their pursuit of
maximizing profits and riches for themselves.

Protecting society or business
organizations from potentially destructive conflicts
that arise easily in a radically pluralistic or diverse
organization is a complex task given the highly
heterogeneous workforce with respect to race,
ethnicity, culture, language, sexual orientation,
religion, and conceptions. Poor performance in
firms may result from human resource managers'
and administrators' incapacity to promote
teamwork. A culture of mistrust is fostered by
management and employee lack of cooperation,
which may give rise to complaints. In light of this,
the study aims to explore the connection between
organizational outcomes and human resource
diversity, with particular attention to the Nigerian
telecommunications sector.

The study's objective is to look at the
connections between organizational outcomes and
the human resource diversity characteristics of sex,
age, culture, and educational achievement. The
study aims to investigate the relationship between
gender diversity and employee satisfaction in the
Nigerian telecommunications sector. Additionally,
it seeks to determine the impact of age diversity on
employee commitment in the same sector and to
look into the impact of cultural diversity on
organizational performance.

Therefore, this study postulates the following
hypotheses:

Ho;:  There is no significant relationship
between gender diversity and employee satisfaction
in Nigeria Telecommunication sector.

Ho,: Age diversity has no significant effect on
employee commitment in Nigeria
Telecommunication sector

Hoz:  Cultural diversity has no significant effect
on organizational performance in  Nigeria
Telecommunication sector.

I1.  Literature Review

Determining the aspects of diversity that
have a major impact on employee behavior at work
requires an understanding of its various
dimensions. This makes the idea crucial for policy
makers, particularly for strategic managers of
businesses, as understanding the main features and
their implications improves diversity management.
"Personality” is one of the four layers of
dimension; it encompasses a person's values,
beliefs, and likes and dislikes. The internal
dimension, which is the foundation of many
diversity initiatives and includes characteristics of
diversity that are outside of an individual's control
(Gardenswartz & Rowe, 1998); organizational
dimensions,  which  concentrate  on  the
organizational culture; and external dimensions,
which include those aspects of diversity that are
within our power. Gardenswartz & Rowe (1998)
state that "major issues of preferential treatment
and opportunities for advancement or promotion
are influenced by the aspects of external
dimensions, even though much attention on
diversity is focused on the internal dimensions."
Primary and secondary orientations were used to
categorize  diversity in  Carnegie = Mellon
University's (2014) typology.

2.1 Conceptual Review

The primary orientation is determined by
factors such as age, race, ethnicity, gender, physical
attributes, and sexual orientation; the secondary
orientation is determined by factors such as
education, family status, income, work history,
religious convictions, location, military experience,
and relationship status. Six dimensions of diversity
were recognized by the University of Washington
(2018): age, gender, ethnicity, race, cultural
heritage, religions, and sexual orientation.
Regardless of classification, some aspects of
diversity are relevant to employees from different
backgrounds that join their respective firms; these
aspects include the personality, gender, race, age,
ethnicity, and religion of the individuals.

Diversity and Employee Commitment
Organization researchers and business
professionals have called for the implementation of
diversity management (DM) in organizations in
order to improve organizational performance.
According to Kreitner et al. (2002), human
resource diversity management (HRDM) aims to
develop opportunities and an enabling environment
that will allow organizational members to realize
their potential and contribute to the success of the
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business. According to Abdullah (2005) and
Udoma (2001), it entails developing employee
dedication and performance, both of which are
essential for the success of the organization, as well
as providing opportunity for members to reach their
full potential.

Organizational outcomes are measured in
terms of employees’ commitment, team spirit, and
sense of ownership, turnover and productivity. It is
a moment of more or less of such criteria. Human
resource diversity management has been espoused
to be one of the wveritable human resource
management strategies for establishing high
performing work systems. Organizations are
sourcing for highly skilled and knowledge workers,
train, effectively reward and retain them so that
they can contribute dependably to organizational
goals. The argument has been that the hyper-
competition engendered by globalization and
internationalization of business make such workers
imperative, and that such workers cannot be limited
to certain demographic group like age, or sex, or
educational attainment, they are likely to be
normally distributed among them What has been
done in this paper was to review the approaches to
the study of diversity and organization outcomes,
organization culture typologies and came up with
new typology and the specific organization
outcomes each will produce . A model was then
developed showing the likely relationships between
organization culture types and the specific
outcomes it would produce.

Diversity and Organization Outcomes

The call for diversity management raises a
pertinent question. What should be managed? Is it
the differences in the workforce demographic
composition or the culture within which differences
potentials are either released or suppressed? The
position of this paper is the latter. This is the
proposal pursued in the study. There has been no
consensus by researchers on what diversity issue
should be studied. Different researchers had
pursued contrary goals in studying diversity
management (Post and DiTomaso, 2004). One
position supports the reduction in workforce
inequality and creating a more equitable
distribution of opportunities and reward. That is
advocating a change in the extant practice. Another
position supports opening up the competition to
more players; an inclusion approach. Yet another
goal is opening the goals to everyone in terms of
power and status attainment; equity approach. The
latter approach is more acceptable to the study.
This is based on the inevitability of diversity in

organization as demonstrated latter in this work.
Many empirical studies gave descriptive coping
strategies of how organizations had handled
workforce diversity issues.

Perception of organisational value of
discrimination will make employees to transfer the
practices to their own behaviour and towards their
colleagues. What this mean is that an age
discriminate climate will engender hostility from
those discriminated against to those favoured.
Hence, non-supportiveness, tension and hostility
could be evident among different age groups.
Likewise, Azam and Waheed (2018) study on
impact of WFD (age, gender, education,
geographical income and religion) found the
following relationship:  Inverse relationship
between organisation performance and age and
gender diversity, such that at 0.132 a higher level
of age and gender diversity will lower organisation
performance. The study of management team
diversity on organisation performance in the
banking industry by Akewushola, Elegunde and
Saka, (2018) showed that there is a weak
relationship between gender diversity on return on
equity.

The context of organisation (HRMP) in
terms of its fairness, equality, justice as perceived
by diverse groups will likely affect performance in
any direction of being positive or negative rather
than the numeric composition of any workforce
diversity dimension like sex, age or educational
attainment (ldowu, 2020). HRMP could be
motivating leading to commitment, performance,
engagement and satisfaction. It could on the other
hand be demotivating to diverse group leading to
withdrawn performance behaviour, less employees’
commitment and satisfaction and intention to leave
the organisation (Idowu, 2020). The outcomes in
any direction predicate on how fair and equitable
are the HRMPs and how they are perceived by the
diverse groups in the organisation (Idowu, 2020).
Managing diversity through organisational context
of HRMPs with equality flavour become expedient
to drive diverse work groups performance
behaviour. This is supported by Ordu (2016)
proposition that managing diversity through its
context is a need for organisation success.

Shifnas and Sutha (2016) explained that
performance states how well employee performs
the task, duties and responsibilities of his or her
job. This can come about when employees are
happy and satisfied. They suggested the need for
organisations to motivate higher performance
among its workforce to attain higher targets.
Though Shifnas and Sutha (2016) did not suggest
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how motivation to higher performance can be done,
enabling environment through effective
organisation culture and human resource
management practices cannot be far from it. This
assertion is corroborated by Ordu (2016). Ordu
(2016) narrated three factors that drive performance
as work environment, personal factors (such as
stress) and administration. It was concluded that it
is the reality of a management approach in the
application of leadership styles and its perception
by the diverse groups that affect an individual
performance (Ordu, 2016).

The performance of the organisation is
influenced by the performance of an individual
employee; such that the working of individuals
working in collaboration (synergy) is greater than
the sum of individuals working independently.
Such synergetic collaboration can also be a source
of competitive advantage by providing better goods
and services to the customers (Jones 2011). This in
turn enhances the performance and effectiveness of
the organisation. The performance of an individual
is affected by how organisational resources are
distributed among diverse workforce. Equity and
justice therefore come in place for diverse group in
order for their capacities to be maximized by the
management. Denial of resources inappropriately
to the accomplishment of individuals may lead to
the frustration and the withdrawal of maximum
contribution to an organisational effort. Every
performance is to also meet the individual goal as
well as that of the organisation. Denial of such goal
after achieving necessary task can lower the
employees’ performance. Yet, diverse workforce
has however been linked with innovativeness,
creativity and overall performance of the
organisation (Azam & Waheed, 2018; Ayega &
Muathe, 2018).

HRM and outcomes

Financial results are directly correlated
with HR policies, albeit the explained variance is
minimal. Moreover, we discovered that the
association between HRM and net margin is not
mediated by work satisfaction. As we indicated at
the outset, financial results are not directly related
to HRM. In actuality, firms can employ a variety of
strategies to accomplish their goals, according to
the literature on strategic management (ldowu,
2020). Organizations can use a low cost strategy in
addition to a high performance plan (Azam &
Waheed, 2018). Investing in personnel is one tactic
that could work, and it will probably make them
happier.

Reducing expenses is a different tactic that
will probably lead to lower employee satisfaction
and lower expenditures in personnel. The
observation that HRM directly affects financial
results might be explained by the fact that a low-
cost approach also necessitates the application of
specific HR techniques, such as performance
management. Thus, it may result in financial
success without having a favorable impact on
worker happiness (Kundu, & Mor, 2016). We list
several limitations as we wrap up this post. The
unspoken presumption that every firm will benefit
from the same combination of HR practices is a
significant weakness of this research, as well as of
many other studies conducted in this field (Muasa,
Egondi, & Mathura, 2017). Therefore, the inclusion
of HR strategy in research designs will be an
important addendum.

One significant and distinctive benefit of
this study is the ability to take into account several
data sources, such as employee, client, and
"objective" performance data. It does, however,
have several shortcomings. The scales employed
have no basis in earlier scholarly works. Therefore,
verified scales ought to be used in future studies.
Utilizing secondary data also has the drawback of
not covering all of the intended research themes in
the data.

2.2 Theoretical Framework

The theoretical underpinnings of this
investigation will come from the equity and
contextual theories. Stacy Adam proposed equity
theory in 1964. Employees compare their efforts
and rewards with those of others in comparable
work situations, which is the fundamental tenet of
the theory. It is predicated on the idea that people
are driven to work for rewards from the company
because they want to be treated fairly at work.
When an employee believes that their inputs
(efforts) and outcomes (rewards) are proportionate
to those of another employee who is similar to
them, equity exists. According to Kochan et al.
(2003) Contextual Theory, an organization's
strategy, culture, and human resource (HR)
practices may all play a role in whether WFD has a
positive or negative effect on performance. The
model also suggested that diversity is linked to
positive group or team processes and, as a result,
improves performance under conducive settings.
This suggests that the impacts of WFD are likely to
occur through group or team processes.
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The Capabilities Theory

By leveraging the fit between a certain
skill and a person, the capabilities theory expands
on the idea of core competences. A capability is
characterized as a collection, or an intricate series,
of company operations that provide clients with
value in a certain way. A capability's
distinctiveness makes it harder to replicate the
product than something like key skills. Businesses
that are capabilities-based have had great success
moving their vital business operations to new
markets and commercial endeavors. The
capabilities method makes it easier to match
employees' (internal/external fit) to organizational
demands since it trains employees to use
procedures, whereas the transfer of core
competencies is a piecemeal approach requiring a
significant coordination of people (workforce).
Furthermore, as capabilities cover the whole value
chain, they can also refer to a level of innovation or
toughness that might improve organizational
performance.

Grounded theory

The focus on theory development that
grounded theory places sets it apart from other
qualitative approaches. It also requires the
researchers to interpret and classify the responses
of respondents into a broad framework that takes
into account the diversity of the workforce and the
performance of employees within an organization.
Three more themes that act as reinforcing factors
were found through grounded theory analysis of the
focus group transcripts. For example, these themes
intensify the conflict and misunderstanding that
naturally arises from the broad framework of
various viewpoints and alternate realities that will
improve workforce diversity and employee
performance in an organization.

2.3 Empirical Review

Idowu (2022) looked at organizational
performance, worker diversity, and HRM
procedures. 3,280 workers from four specifically
chosen multinational corporations (MNCs) in the
food and beverage subsector of manufacturing
businesses based in Lagos, Nigeria, make up the
study's population. A sample of 464 respondents
was chosen using the Yemane (1967) approach,
and a descriptive survey design was used. A
standardized questionnaire schedule was used to
collect data from the management, middle, and
junior staff cadres of the chosen multinational
corporations. Both basic and multiple hierarchical
regression statistical analysis were used to analyze

the acquired data. The hypothesis's outcome One
found that the workforce diversity dimensions
(WFDDs) had a coefficient of determination that
was insignificantly related to organizational
performance (OP). These findings indicate that
HRMPs improve the association between OP and
WFDDs. ldowu (2022) study findings show that
organizations might not gain from a rise in WFDDs
unless they successfully manage their internal
processes, particularly their HRMPs.

According to Ellans' (2019) research,
women in the United States of America make 79
cents for every dollar earned by men in 2019. It
was determined that, independent of job type or
employee seniority, the aforementioned represents
the unadjusted gender pay disparity. Men are better
off with the set go. Not only do women earn less
than males on average, but their peak earning age is
also lower for women. It has been discovered that
within ~ varied work  groups, employees'
psychological commitment, job unhappiness, and
turnover are all influenced by their tendency to be
excluded from interesting and demanding work
(Muatz, 2015; SwatzSundler, 2019). Stereotypes
have been used by certain companies to inform
work assignment decisions.

There is also evidence of younger, less
qualified workers being promoted over older, more
experienced workers, or tests being used to
disqualify  older  workers  (White, 2011,
SwartzSundler, 2019). Discrimination in job
assignment has been connected to job discontent,
lower psychological commitment and employee
turnover, and legal costs that are borne by the
business (White, 2011; SwartzSundler, 2019).
When it comes to compensation, there are instances
when individual and internal equity are breached,
leading to sex- or age-based job discrimination
based on demographics (Doyle, 2019).

Several studies found that diversity
management, particularly when used in conjunction
with human resource management, might impact an
organization's commitment. Organizations have
been discovered to be promoting themselves
incorrectly (SHouse California Law Group (SCLA)
2019; Bosworth, 2019; Dyne, 2019). A promotion
that is intended to prevent a worthy employee from
receiving one is referred to as an unfair promotion
(SCLA, 2019). Dyne (2019) discussed the
prejudice against women in the workplace.

Adeoye and Omosanya’'s (2018) study on
the reward and performance of non-academic
university staff members found that, despite the
pay difference, there is a significant and favorable
relationship between performance and a well-
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designed  compensation  scheme.  Employee
performance enhancement is strongly and
dramatically impacted by employee empowerment
and recognition as intrinsic reward systems.
According to Obuma and Worgu (2017),
employees that receive equal opportunities
regardless of diversity issues demonstrate high
levels of competitiveness, energy, and enthusiasm
for their work.

"Workforce diversity and organizational
performance of IT industry in India" was the
subject of a 2017 study by Kundu and Mor. The
aim of the study was to ascertain the degree to
which  employee  perceptions of  diversity
management impact performance, and whether
employee perceptions of diversity are associated
with their IT industry backgrounds in India. They
made use of 402 respondents’ primary data. The
data were analyzed using regression, means, grand
means, correlations, analysis of variance, and factor
analysis. The findings showed that while there was
no discernible correlation between the backgrounds
of employees and diversity management, there was
a strong positive correlation between employees'
performance and their perception of their own
gender diversity promotion.

1. RESEARCH METHODS

Research design is the framework of
research methods and techniques chosen by a
researcher to conduct a study (Prahlada, 2021). The
design allows researchers to sharpen the research
methods suitable for the subject matter and set up
their studies for success. The study employs a
descriptive survey design. In this study, survey
design provided information used in the evaluation
of employee involvement in decision making and
employee performance. Survey design is mainly
used for empirical studies that seek to establish
relationship between dependents and independent
variables.

Specifically, employees of 9Mobile
Nigeria Ltd made up the population of this study.
The total population size of employees in Lagos as
at the time of this study was 1,200 employees. The
population figure was obtained from 9Mobile
Employee Directory website (www.zoominfo.com).

The sample frame from employees of
Genesis Group Nigeria Limited was used to select
the study sample. The proportionate stratified
sampling method was applied to select participants
for the study. These are staff of the company who

has shown willingness to participate in the research
exercise. Yamane (1967) simplified formula for
stratified sampling was applied to calculate the
sample size of the study.

The simplified formula is:

N
7 = 1iNep
Where:
#  =Sample Size
N =Population of the study
E = Precision estimate

Confidence level is 95% and +.5% precision estimates.

Therefore:
1,200
7 =
1+ 1,200(.05)

= 300.

The sample size of the study is three
hundred (300) employees of 9Mobile Nigeria Ltd.
Convenience sampling technique was utilized to
select sample from stratified groups. The study
employs primary source of data collection. The
primary data was obtained from employees of
9Mobile Nigeria Ltd using questionnaire as
research instrument. The questionnaire was
designed using five-point Likert scale measures.

V. DATA ANALYSIS AND RESULTS
Data analysis was carried out with the aid
of Statistical Package for Social Sciences (SPSS)
version 23.0 software. The analysis employed both
descriptive and inferential statistics. Descriptive
analytical tool such as frequency counts and
percentages was used to analyze data collected. In
order to test the hypotheses and further validate
result of the descriptive statistics, inferential data
analysis techniques such as the Pearson product
moment correlation analysis was adopted. The
results obtained are presented sequentially below:
Overall, three hundred copies of the
question was administered and a total of two
hundred and fifty-four (254) copies of the
questionnaire was retrieved and found usable.
Therefore, this analysis is based on the two
hundred and fifty four copies of questionnaire
retrieved and adjudged usable for this study.
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4.2 Analysis of Socio-Demographics
Table 4.1: Gender Distribution of Respondents

Sex |Frequency Percent \Valid Percent  |Cumulative Percent
\Valid Male 155 61.0 61.0 61.0

Female 99 39.0 39.0 100.0

Total 254 100.0 100.0
Age |Frequency Percent \Valid Percent  |Cumulative Percent
\Valid 20 — 30 years 30 11.8 11.8 11.8

31 -40 years 78 30.7 30.7 42.5

41 - 50 years I67 26.4 26.4 68.9

51 - 60 years 58 22.8 22.8 01.7

60 years and Above 21 8.3 8.3 100.0

Total 254 100.0 100.0
[Marital Status |Frequency Percent \Valid Percent  |Cumulative Percent
\Valid  Single ) 19.7 19.7 19.7

Married 125 49.2 49.2 68.9

Divorced 44 17.3 17.3 86.2

Separated 35 13.8 13.8 100.0

Total 254 100.0 100.0
Years of Experience |Frequency Percent \Valid Percent  |Cumulative Percent
\Valid  1-10 years 40 15.7 15.7 15.7

11 - 20 years 124 48.8 48.8 64.6

21 - 30 years 71 28.0 28.0 92.5

31 years and above 19 7.5 7.5 100.0

Total 254 100.0 100.0
|Position at work |Frequency Percent \Valid Percent  |Cumulative Percent
\Valid  Junior staff I85 33.5 33.5 33.5

Senior Staff 125 49.2 49.2 82.7

Mgt..staff 44 17.3 17.3 100

Total 254 100.0 100.0

Source: Field Survey, 2023

The Table above showed the gender
distribution of the respondents. The male
respondents (61.0%) were more than female
respondents (39.0%). This implies that there is
more male gender in the sample selection, though
the female genders were fairly represented in the
study.

Table 4.1 indicates that 11.8% of the
respondents are within the age range of 20 — 30
years, 30.7% of them are between the ages of 31 —
40 years, 26.4% of the respondents are in the age
bracket of 41 — 50 years, 22.8% of the respondents
are between the ages of 51 — 60 years, while 8.3%
of them are 60 years and above. This implies that
the bulk of the respondents are within the age range
of 31 — 60 years.

Table 4.1 analyzes marital status of the
respondents, which shows that 19.7% of the

respondents are single, 49.2% showing that a
majority of the respondents were found to be
married, 17.3% of them were divorced, while
13.8% were separated. This implies that most of
the respondents are experienced.

Table 4.1 indicates that 15.7% of the
respondents have work experience for period of
between 1 — 10 years, 48.8% has between 11 — 20
years working experience; 28.0% of the
respondents have between 21 — 30 years working
experience, while 7.5% of them have over 31 years
work experience in the organisaions. This result
implies that the respondents are experienced
enough to provide relevant information for the
study.

Table 4.1 presents analyzes of
respondents’ position at work, which shows that
33.5% of the respondents are junior staff, 49.2%
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showing that a majority of the respondents were 4.3. Analysis of Data
Senior, while 33.5% were management staff of Data collected with the aid of questionnaire in
9mobile Nig Ltd. This implies that most of the relations to the subject matter of this study was
respondents are experienced and knowledgeable analyzed descriptively using means and standard
about the industry. deviations statistical method.
The analysis of the means (X) was interpreted as
follows:
Code: Interpretation
Below 1.45 = Strongly Disagree
1.45-2.44 = Disagree
2.45-3.44 = Undecided
345-4.44 = Agree
4.45 and above = Strongly Agree

4.3.1  Gender Diversity and employee satisfaction

In order to achieve this objective, Statement items 9-13 in the Questionnaire were used. The opinion of the
respondents is summarised in Table 4.6 below; it shows the Mean and Standard Deviation of the respondents’
views in relations to the Gender Diversity and employee satisfaction.

Table 4.6: Respondents’ view of the Gender Diversity and employee satisfaction

Std.
|Respondents View N Minimum  |Maximum |Mean Deviation
T_he qrganlzatlon does create a room for gender 054 200 5 00 14173 |50984
diversity for the employees to perform well.

Gend(_er _dlve_rsny_ policy usually makes the 054 b 00 5 00 10827 |77832
organization give fair treatment to all employees.

G_ender dlvefsny policy enhances opportunities for254 b 00 5 00 13386 | 70257

high performing values of the employees.

Gender diversity policy enhances employees’

satisfaction at 9mobile Nigeria Ltd 254 200 500 ?.3425 189619

The challepges_ of genc_jer dlversny can influence h54 1.00 = 00 12044 11.07837
employee dissatisfaction in the organization

[valid N (listwise) 254
Source: Field Survey, 2023

The table 4.6 shows that respondents 4.34, 4.22 and standard deviations of 0.50, 0.77,

agreed with the views that the organization does 0.70, 0.89, and 1.07 respectively.
create a room for gender diversity for the
employees to perform well; Gender diversity policy 432  Analysis of Age Diversity effect on
usually makes the organization give fair treatment employee commitment
to all employees; Gender diversity policy enhances In order to achieve this objective, Statement items
opportunities for high performing values of the 6-10 in the Questionnaire were used. The opinion
employees; Gender diversity policy enhances of the respondents is summarised in Table 4.7
employees’ satisfaction at 9mobile Nigeria Ltd and below; it shows the mean and standard Deviation
that the challenges of gender diversity can of the respondents’ views in relations to the age
influence  employee  dissatisfaction in  the diversity effect on employee commitment.

organization with mean scores of 4.41, 4.08, 4.33,
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Table 4.8: Respondents’ view of the effect of Age Diversity effect on employee commitment

Std.
|RespondentsVieW N Minimum |Maximum |Mean |Deviation
This orggmzatlon prowdt,es equal age dlver5|ty254 b 00 5 00 10669 |93221
opportunities for employees’ performance
The organization provides the room for all|
employees at different ages to be well committed to]254  [1.00 5.00 4.1339 |[77370
work.

The age differences of the workforce usually]

enhance the commitment of the employees atj254 [1.00 5.00 3.7717 [1.12245
9mobile Nigeria Ltd.

Workforc’e dlver5|ty p05|t|ve]y _pror_notes the254 1.00 5 00 29646 95000
Jemployee’s commitment at 9mobile Nigeria Ltd.

The levels of age diversification is part of the factol

that encourage employee to be committed work 4254 |1.00 5.00 3.6339 |1.02334
9mobile Nigeria Ltd

Valid N (listwise) 254

Source: Field Survey, 2023

The table 4.8 reveals that respondents
agreed with the views that this organization
provides equal age diversity opportunities for
employees’ performance; the organization provides
the room for all employees at different ages to be
well committed to work; the age differences of the
workforce usually enhance the commitment of the
employees at 9mobile Nigeria Ltd; the age
differences of the workforce usually enhance the
commitment of the employees at 9mobile Nigeria
Ltd. Respondents’ also agreed that the levels of age
diversification is part of the factors that encourage
employee to be committed work at 9mobile Nigeria
Ltd with mean scores of 4.06, 4.13, 3.77, 3.96, 3.63

and standard deviations of 0.93, 0.77, 1.22, 0,95,
and 1.02 respectively.

434 Analysis of the effect of cultural
diversity on organizational performance in
9Mobile Nigeria Ltd.

In order to achieve this objective, Statement items
16-20 in the questionnaire were used. The opinion
of the respondents is summarised in Table 4.12
which presents the Mean and Standard Deviation of
the respondents’ views in relation to effect of
cultural diversity on organizational performance in
9Mobile Nigeria Ltd.

Table 4.12: Respondents’ view on the cultural diversity on organizational performance in 9Mobile

Nigeria Ltd
Respondents’ View IN Minimum [Maximum [Mean Std. Deviation
Cultural workforce diversity provides both|
material and intangible benefits in 9Mobile Nig.]254 3.00 5.00 4.4803  [69839
Ltd.
Employees of different race often face challenges
being accepted by the co-workers, which affect}254 1.00 4.00 2.8386 [1.56250
performance at 9Mobile Ltd.
Employees having a mix of educational
backgrounds are a huge asset to 9Mobile that yield]254 2.00 5.00 4.3543 92849
good outcome.
Ethnic diversity brings about language barriers or
cultural differences in how business is carried out]254 1.00 4.00 2.9606 [1.37327
at 9Mobile Ltd.
Rellglou_s d1_vers1ty can impact staff’s commitment] b54 1.00 5 00 37913 198193
to organizational performance.
[Valid N (listwise) 254

Source: Field Survey, 2023
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Table 4.12 above indicates that
respondents strongly agreed with the views that
cultural workforce diversity provides both material
and intangible benefits in 9Mobile Nig. Ltd; while
the agreed that employees having a mix of
educational backgrounds are a huge asset to
9Mobile that yield good outcome and also agreed
that religious diversity can impact staff’s
commitment to organizational performance.
However, the respondents were undecided with the
view that employees of different race often face
challenges being accepted by the co-workers,
which affect performance at 9Mobile Ltd and; that
ethnic diversity brings about language barriers or
cultural differences in how business is carried out

3.79, 2.83, 2.96 and standard deviations of 0.69,
0.928, 0.,98, 1.56, and 1.37 respectively.

4.3. Test of Hypotheses

The hypotheses formulated for the purpose of this
study were tested using simple regression analysis
with the aid use of Statistical Package for Social
Sciences (SPSS). This will help to determine if or
not a statistically significant relationship exists
between the variables.

Hypotheses 1:
Ho: There is no significant relationship
between gender diversity and employee

satisfaction.

at 9Mobile Ltd with mean scores of 4.48, 4.35,

Table 4.7: Pearson product correlation to measure the relationship between relationship between gender
diversity and employee satisfaction
Correlations

Gender diversity Employee satisfaction
Gender diversity Pearson Correlation 1 *.348
Sig. (2-tailed) .005
N 84 84
JEmployee satisfaction Pearson Correlation *.348 1
Sig. (2-tailed) .005
N 84 84

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

In Table 4.7 a Pearson moment correlation coefficient was run to determine the relationship
between gender diversity and employee satisfaction. We can see that the Pearson correlation coefficient, r, is
0.348, and that this is statistically significant (p .005< 0.05). The investigation reveals a positive relationship
between gender diversity and employee satisfaction, which is statistically significant (r = .348, n = 84, p< 0.05).
Therefore, gender diversity has significant positive impact on employee satisfaction. This result concludes that
there is a significant relationship between gender diversity and employee satisfaction.

Hypothesis 11
Ho: Age diversity has no significant effect on employee commitment in 9Mobile Nigeria Ltd

Table 4.8: Pearson product correlation to measure the effect of Age diversity on employee commitment in
in 9Mobile Nigeria Ltd
Correlations

Age diversity Employee commitment
Age diversity Pearson Correlation 1 -.043
Sig. (2-tailed) .533
N
84 84
|[Employee commitment Pearson Correlation -.043 1
Sig. (2-tailed) .533
N 84 84
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In Table 4.8 a Pearson correlation
coefficient was run to determine the effect of age
diversity has on employee commitment. It is
observed that the Pearson correlation coefficient, r,
is -0.043, and that this is statistically insignificant
(p .533> 0.05). There is a negative correlation
between age diversity and employee commitment
in 9Mobile Nigeria Ltd, which is statistically
insignificant (r = -.043, n = 84, p> 0.05).
Therefore, there is insignificant relationship

between age diversity and employee commitment.
Hence, null hypothesis is accepted and alternative
hypothesis rejected. This result concludes age
diversity has no significant effect on employee
commitment in 9Mobile Nigeria Ltd.

Hypothesis 111

Ho:  Cultural diversity has no significant effect
on organizational performance in 9Mobile Nigeria
Ltd.

Table 4.10: Pearson product moment correlation between Cultural diversity and organizational
performance in 9Mobile Nigeria Ltd

Correlations

organizational
Cultural diversity performance

|Cultural diversity Pearson Correlation 1 -.015

Sig. (2-tailed) .001

N 84 84
organizational performance  Pearson Correlation -.015 1

Sig. (2-tailed) .001

N 84 84

Table 4.10 indicates that a Pearson
correlation coefficient was run to determine
cultural  diversity effect on organizational
performance in Nigeria. It is observed that the
Pearson correlation coefficient, r, is -0.015, and
that this is statistically significant (p .001< 0.05).
There is a slight negative correlation between
cultural diversity and organizational performance,
which is statistically significant (r = -.015, n = 84,
p< 0.05). Therefore, there is a significant
relationship  between cultural diversity and
organizational performance. This result confirms
that cultural diversity has significant effect on
organizational performance in 9Mobile Nigeria
Ltd.

V. CONCLUSION AND
RECOMMENDATIONS

Analysis of the association
between gender diversity and employee satisfaction
in 9Mobile Nigeria Ltd show that gender diversity
policy usually makes the organization give fair
treatment to all employees; gender diversity policy
enhances opportunities for high performing values
of the employees; gender diversity policy enhances
employees’ satisfaction at 9mobile Nigeria Ltd and
that the challenges of gender diversity can
influence  employee  dissatisfaction in  the
organization

An examination of the effect of age
diversity on  employee  commitment in
Telecommunication sector led to the finding that
the organization provides equal age diversity
opportunities for employees’ performance; the age
differences of the workforce usually enhance the
commitment of the employees in the sector. The
respondents’ also agreed that the levels of age
diversification is part of the factors that encourage
employee to be committed work at 9mobile Nigeria
Ltd

An investigation of the effect of cultural
diversity on organizational performance in 9Mobile
Nigeria Ltd led to the realization that employees
having a mix of educational backgrounds are a
huge asset to 9Mobile that yield good outcome and
also agreed that religious diversity can impact
staff’s commitment to organizational performance.
It was not ascertained whether employees of
different race often face challenges being accepted
by the co-workers, which affect performance at
9Mobile Ltd and; whether ethnic diversity brings
about language barriers or cultural differences in
how business is carried out at 9Mobile Ltd

Conclusions

The study concludes that that the
organization does create a room for gender
diversity for the employees to perform well the
organization provides the room for all employees at
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different ages to be well committed to work; the
organization usually relies on the diverse education
background of the employees to perform well. It
was also concluded that cultural workforce
diversity provides both material and intangible
benefits in 9Mobile Nig. Ltd. Furthermore, a
number of specific conclusions are reached based
on test of the research hypotheses:

The investigation reveals a positive
relationship between gender diversity and
employee satisfaction, therefore, the study
concludes that there is a significant relationship
between gender diversity and employee
satisfaction.

Analysis indicates a negative correlation
between age diversity and employee commitment
in 9Mobile Nigeria Ltd. This result confirms that,
there is insignificant relationship between age
diversity and employee commitment. Based on this
result it is concluded age diversity has no
significant effect on employee commitment in
9Mobile Nigeria Ltd

The study revealed a positive correlation
between educational background diversity and
employee turnover intention, therefore, affirming
that there is significant relationship between
educational background diversity and employee
turnover intention. This result leads to the
conclusion that educational background diversity
has significant effect on employee turnover
intention in 9Mobile Nigeria Ltd.

It is further concluded that there is a slight
negative correlation between cultural diversity and
organizational performance, as the study that there
is a significant relationship between cultural
diversity and organizational performance. This
result confirms that cultural diversity has no
significant effect on organizational performance in
9Mobile Nigeria Ltd.

Recommendations

Based on the result of the analysis of data
carried out on human resource diversity and
organizational outcomes with specific reference to
9mobile Nigeria Ltd and the associated findings,
the following recommendations are proffered for
improvement:

It is expedient for management of
Telecommunication firms to engage employees of
intellectual ~ ability and  background  as
telecommunication business requires proficiency in
numerous fields, since the study found that
employees having a mix of educational
backgrounds are a huge asset to 9Mobile that yield
good outcome.

In terms of genuine staff commitment the
company must not play down on religious diversity
as the study found that it can impact staff’s
commitment to organizational performance.
However, Telecommunication organisations should
note that recognition and empowerment of
employee as intrinsic reward systems strongly and
significantly  impact employee performance
enhancement.

Organisations should effectively manage
their internal process, specifically their human
resource management processes (HRMPs), if they
must reap the benefits of increasing workforce
diversity dimensions (WFDDs). It is recommended
that firms and more specifically
Telecommunication industry should emphasize
employees’ capability to performance since the
study found a slight negative correlation between
cultural diversity and organizational performance.
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