CHAPTER TWO

(,}T
LITERATURE REVIEW A
Y.

2.0 introduction

According to billions of dollars which is the entire amount that co i8s spend on diversity
initiatives each year, according to some estimates. (Hansen, 2 isbec rrﬂng re
obvious that companies need to hire employees who reflect the ity f’r%&a;)ciet It
is one of the more crucial factors in assessing a company's ¢ ility to i to%g
market that the company is able to recruit and retain the b&an res e,ﬂ avatlable
while taking into account the demographic shifts that are occtwring ig’the warkforceZ 1t is
becoming rising significant for businesses to achieve resultsin r W perso rom non-
White and nonWhite female workers in the labor marketplace ited StateSEuropean,
and also numerous additional countries around t?‘% se orti non-White
and non-White female workers in these labor ets’continues ow.(§ditionally, itis
becoming growingly essential for companie orker from such

mol o.@‘ _g\

organizations on their payrolls. (Cox, 1993 nif there]s" n't any’hard evidence to suggest
that there is a connection between the two, gers frequently in \e about the ways in
which diversity and its management ve an ct o the fi ial performance of
businesses. This is the case even thoug rei ect ehse ation between the two
(Jackson & Joshi, 2004). Business W anchhoI slare hawving a difficult time gaining a
better understanding, over the(€o the past tw del:a@of how the diversity of the
workforce impacts firms, work teams, andi\nﬂig' |€) yees. This is due to the fact that

diversity in the workforce i eIativeIB/ ncept.«This has been a particular challenge in
the United States (Jacks Joshi, 2004). ltSeems the results of a number of empirical
research that what bu es already I'S par@ arly, that the anticipated benefits of

Si
diversity in the work@ nof inSta ;nateF'raJize, which is something that we know to
hi;«20

be true (Jackson 04)) Severa stud@hdings (Jackson, Joshi, & Erhardt, 2003;
Webber & Donahug,2001) a)s {_cﬂi t at.éﬁerent types of diversification are linked to

higher expan eased pol dgcision', and increased organizational effectiveness. This
connection %rue for all types of t\%r‘éity, not just ethnic or racial diversity. These
benefits cam,be attributed to the fact that'diversity can bring together people with different
backgrounds and perspectives. Other studies have shown that different forms of diversity
withi s and organizations. may occasionally There are indications that the presence of
diver an affect various. organizational processes, including connection, innovation, and
roaches, according to Cox (1993), all of which are directly tied to performance. One
example of such a process is the ability to solve problems. Additionally, Cox said that there is
data suggesting that the presence of diversity may have an effect on performance. On the




other hand, Watson et al. (1993) discovered that, based on the research that was previously
available at the time, it is fairly difficult to foresee the entire effect of The effects of cultural
and racial diversity on group interaction and output. Richard (2000) conducted study with the
intention of achieving a more in-depth grasp of the link that exists among multiculturalisi
and the efficiency of enterprises.. According to the findings of the research, the enwironment
of functioning within a company is directly linked to the beneficial effect that inglUSivity has
on the accomplishments of the organization as a whole. There is a possibility that |
discouragements may emerge from both a company's different cultures and \the results of its
operations if the surrounding environment is not taken into account. This is b&€ause there is a
correlation between the two. The findings not only shed light on the significance of They give
insight into the organizational situations in which human capital variation cotlld negatively
impact business performance, as well as the background to a beneficial'gthnic diversity
influence. The findings, in other words, shed light on the positive as Well 'as__the negative
implications that context might have on a beneficial ethnic diversity impact.To putfit another
way, the findings provide insight into the significance of context in‘felation to a positivey,-
impact brought on by racial diversity. Diversity may result iniamincrease in expenses tagwell
as the managers of firms that are not expanding or that ar€@Eveloping at'a négative fate must
be especially conscious of the operational ramificationsgthat.a conf_lic‘t withaVariety dnd
reduction may have. To get to the heart of the matter, théfvery same Tesources tHat-provide
certain businesses an advantage in the market may, beydetrimental to the suceess of other
businesses. It is more difficult to develop the businessyjustification for divefse culture than it
is for other commercial matters due the facts regagding the affect _variability have had on the
bottom line are not methodically evaluatedand recorded.for.guick accessibility and then use.
This makes it moredifficult to make the agglimeht for.differences. This"is due to the fact that
the details of how diversity affects a company's bottom line‘are mare’complicated. Because
of this, putting together an argument infaver of divessityin the \wérkplace is a lot more
challenging (Robinson & Dechant,1997)."n light'of the fact that it is not yet known whether
or not efforts to improve diversity imgrove performance, thefe.is an urgent need for an
exhaustive assessment that willeofheCt the many subfieldS-ef diversity research and give
specific guidance for the future. ThiS neecthas afisen inrrésponse to the fact that it is not yet
known whether diversity efforts,improye performan_ce'."According to Kochan et al. (2003),
there is a need for additidnalwgsearchte_befgonducted/to develop and evaluate specific
treatments or experimentSthat atiempt to,create a favourable relationship between diversity
and performance. In otHeriwords, the pasitive evolution of the correlation involving
differences in achieyement is more favourable.

2.2 Workforee Diversity

A workfgr-be thaf Is diverse is made up Of a variety of people, each of whom brings something
uniquegtostiertable in terms of their experiences, personalities, points of view, beliefs, and
beriefits that they bring to the organisation that they work for (Makokolo, 2015). According to
Kréitaer' and Kinicki's (2001) definition of workforce diversity, it refers to the many ways in

which employees of a firm compare and contrast the experiences they have had in the course
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of their employment. It is possible to get an understanding of the workers' distinctive
contributions to the company by comparing and contrasting the ways in which they are similar
to and different from one another. According to Phelps (2013), diversity is defined

mutual and amicable co-existence of employees originating from a range of N ural
backgrounds inside an already established organization. This definition emphasizes the
importance of diversity in the workplace. The more inclusive definition of diversity may take
into account a wider range of aspects, such as but not limited to age, genderj.color, religion,

education, job experience, language, lifestyle, beliefs, outward appearance, socioeconomic

'dRrange of factors than

ur g&s and,paves the
way for the integration of a wide range of human characteristies,at all le orl§%l_ace

diversity employs policies and procedures that are foundwlticult ralis a,mdiﬁé‘usion

in order to promote the aforementioned methodology in th9 orking emqi-ronment.

According to Saxena (2014), one definition of WOI’kRCG di M the si@ﬁrities and

differences that exist among members of thtMrce ith_regard their cultural

standing. This definition of diversity may also take into account

the one presented here. Workplace diversity refers to a strateg

backgrounds, ages, functional limitations and&

sexual orientations. This definition can alsgrrefer to th W ie§ and differences that exist

among members of the workforce in ter their gertders. t onl&)do individuals vary from

one another in terms of gender, sexuag3 tation,
t

cial Gultur d intellectual capabilities,

but they also differ in terms of the i nd iew N}they hold. For a considerable

length of time, these points offview Were the [ourc of a,ststantial schism in contemporary

society. When there is varietybt, thereds ff&:é"ju the diversified driving function. It

is essential for every co M m@f more@mpetent employees; nevertheless, the

administration of such«@ capﬁsﬁ [kforeg%)/resents a substantial problem from an
@;

&
organizational standp%t is becomirg nore c%a]mon practice to recognize diversity's value

as an essential o onal resourge and e use of it in order to provide superior service
to customers eep a campetitivesedge (Kyalo & Gachunga, 2015). According to
Omankhan Ogaga-oghene (20&&2’) he differences between individuals that exist within

an organizatiop and have the potential to have an effect on a position or relationship are

ex T the kind of differences that constitute diversity in the workforce. These differences
i@e, gender, ethnicity, and education, to name a few. It is the practice of being aware

of these differences while also being in an environment that is safe, welcoming, and

compassionate. The issue of diversity in the workplace is one that is difficult to comprehend
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because of its complexity and the politicization that surrounds it. According to the findings of
the study that Emiko and Eunmi (2009) conducted, a rise in the diversity of workforce activities
in the field of human resources leads to an increase in the overall productivity of staff m S
and the businesses that they work for. Steps that are important to take toward en f%ﬂg an
appreciating the numerous facets of variation that exist within the organésnw
contained inside each person include respecting one another and movinﬁlo d simply

o

d are

tolerance of those differences (Carrel, Mann, & Sigler, 2006). A varied workfarce is the result
of several distinct elements, the most notable of that include gender, age}bg)and educational

workforce. It is common

h@dsﬁinﬂuence
Qtes_more
. 9

status. There are many other aspectsthat contribute to the diver

knowledge that having a workforce that is comprised of a varie

of link which occurs of both the two has been the subjeet of a
has been carried out all over the globe in a varietto ifferent study, project§SCompanies that
te ot

do business on a worldwide scale often pa% tim@%lism but also in

multinationalism, which further diversifigs the pers tg& %r,ecruit. The level of
productivity achieved by some types of %!ti&tioaa rganizationsis hindered by the huge
ions

. Geringer ar;( came up with the theory

just in

amount of variation present in their o e
that there is a positive association b n the amdunt of inter a%nal diversity of a corporation
I iver yina@ the conception of a plethora of

and that company's level of fir@cia CCess.
novel ideas, each one of which maygbe p ouser régtﬁjing any one of a number of issues or

finding answers to a num& obler{1s. n you @age in conversation with a wide range
of people, you are exp@sed to”a di

OK A
wide range of optiorwow o0 tac
t orkforce since the quality of the outcomes

workforce and ria}el mana wa
obtained fro %g a diverse &orqurce is directly correlated to the quality of its
managememking a diverse Workfo.@}snd managing that workforce appropriately are both

essential™™it ISYpossible that employees will feel more like a part of the firm if they put in more
- égrd

pers@wes. These, in turn, provide you with a
| (I"J
difficult’problems. It is essential to have a diverse

eff less of where they came from. This, in turn, will enhance both the workers'
ductivity and the bottom line of the company. One of the numerous advantages that may be
obtained via diversity management is this particular one. In addition to developing a culture

that contributes to excelling beyond the capabilities of the competitors, it boosts levels of
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innovation and output. In order to promote employee engagement and morale, which in turn
leads to gains in performance and staff retention, an HR strategy that has been devised and
planned puts significance on the diversity of the workforce. In spite of the fact that dive?’h
the workplace is frequently regarded as a quality that is desirable, it has been obsepve the
degree to which an organization is diverse may have varying consequences.l@e case
despite the fact that the degree to which an organization is diverse is often seen as a desirable
quality. If an organization's diversity rises over what is generally thought tomideal level,
this may have a negative effect on the outcomes of the activities that organization is

responsible for. It has been shown that there is a correlation, if net a lifiear one, between the

a olnpan and the
ity fwj‘za@ to

increase beyond a certain point may result in undesirable rep ions ifit is rr’uit @n the

existence of people from different cultures working togeth

performance results it achieves. This argues that allowing the di

way to continue to do so. Luis R. Gomez-Mejia and Lesli Palich.e barked onia-study in
1997 for the purpose of establishing whether or not the&a~ etwee@’fe presence
of cultural diversity and organizational performa Mhe I ccesSthe organization
enjoys. The reason for doing this research Wa\h

company is negatively impacted by its cultarally unre intéfnational diversity, as well as
the degree to which the performance of Emny(ii%ly as@;s&i:;lted with its culturally
related international diversity. The re@hic as carried a@'én the firms that make up
the Top 500 more than a 10-year s —TJ andyfocused.on predicting performance for

I

culturally diverse organizations while contr

ing jfor! s@. ic organizational and industry
factors, was carried out with the purpose fA in‘B te.the findings, there is little evidence
that cultural diversity ha Mficz@t on th&erformance of the company. Desere
Kokt (2003) carried ou@ition 'With 'h%objective of determining the effect that
having members fro rent Itfjra ao‘kg@ s has on the overall effectiveness of teams.
The operational %k teams that are useddn the South African security business were the
focus of the s was car oﬁt. A\gvell-structured questionnaire was used for the goal
of gatherin information that Wa@nred. One hundred and ten people took part in the
research in its entirety. The data did not provide any evidence to support the hypothesis
tha l%sues were a substantial barrier. This did not bring to light the existence of issues
related iversity that existed. The bulk of the conclusions centred on the critical role played
by team leaders, who should obtain training in both leadership and diversity. It is essential for

leaders of different teams to have this ability in order to properly manage their teams. In a
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different piece of study that was carried out by Robin J. Ely (2004), the author investigated the
ways in which demographic characteristics such as age, length of service, gender, and race
influenced the overall actual quality of the workforce. The research was carried out on

of 486 retail bank branches that may be found throughout the northeastern part of*th ited
States of America. The study investigated the demographic distribution of theybranches by
employing a survey to gauge the attitudes and levels of satisfaction of the employees‘as well as
archived data. In addition, in order to quantify the effectiveness of the br&:he research
examined the bonus incentive scheme that was in place at the branch. According to the results,
the presence of individuals belonging to a variety of ethnic an mroupings did not
significantly affect the overall performance. In addition, the @ser ile as well as the
age diversity of the workforce had a marginal effect on performan he uwgs rried

out by Karen A. Jehn and Katerina Bezrukova (2004) %@rated at in Iu’;i\‘/@had a
S

negative impact not just on personal skills but also on the s of teams; ygt, the Qsearchers

found that it had a beneficial impact on the total bomas M con nce of the
inclusion of a broad tenure pool, all three outc Mnely individual pe&mance, group
performance, and reward outcomes, were f\%@d. Diversity#in t <<S of educational
attainment has a negative correlation with individual a u

terms of functional background has 0Si venm%n w'@?mdividual and group
performance and a negative correlati %bon outc é‘s&o&'@%, Julie 1. Siciliano has

undertaken a study on the link en ea the variety of board members and the

functioning of 240 different Y4 Ci%niza\l)’ns r he arch. The purpose of the study

was to determine the extent to%ther S nriecfion between different types of people

in an entire organization }%}H? Ieve‘of ac 'eveme@The efficiency of the organization was
n

petformance, but diversity in

&)

e]nt fa@}fs, such as its level of social and financial

determined by looking ber
&

success, as well as t I'am@unt of{fmaene %r%ught in through donations and fundraising
efforts. Accordi results, a'hi ee of vocational variety makes a substantial
contribution t %evel o{s al p@rfoanance and fundraising success. There was a negative
link betwe er diversity with @g even though there was a favorable correlation
between“gender diversity and social performance. It was shown that there was a strong

correla between the presence of age diversity and increased donation levels. In 2009,

Maran Marimuthu and Indraah Kolandaisamy carried out another study in which
they attempted to investigate how the presence of racial and gender heterogeneity in executive

teams influences the financial outcomes of certain Dahabshiil bank businesses. Specifically,
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the researchers were interested in determining how the presence of diverse top management
teams affected the financial performance of certain Dahabshiil bank businesses. The findings
of the research, which included an assessment of secondary sources, revealed that the

influence of gender and ethnic diversity among senior management on the financi @m
organizations. In spite of the fact that the findings demonstrated the existence o % pact,
it was discovered that this is in reality the case. In 2014, Emma Garcia-Meca, Isabel-Maria

GarciaSanchez, and Jennifer MartinezFerrero focused their attention on dete |n|ng how the

gender and nationality diversity of banks' boards of directors affects erformance of
financial institutions. Specifically, they were interested in how ef ors interact with one
another. This research was conducted using data collected fro 9 l)anks located in
9 different countries between the years 2004 and 2010. The data indigate that ty interms

of gender results in improved performance, however, divers termsfof a tl')n esults in

decreased performance. When looking at the effects of i |nve protegﬂo an bankw(?gulatlon

estor p@ectlon the

as discovered

it was found that even though there is weaker regulatl

m
>
(@)
D
4
O
(/)
_|
=

diversity of board members has no effect on the pe

when looking at the effects of investor proten{@
researching the effects of investor protectlo and bank ca eak;ross this information.
A study that was carried out in 2015 on nﬁld% ieI@. Low, Helen Roberts,
and Rosalind H.Whiting reveals tha a creasesin the umb T women participating in
boards of firms has a positive eff nce; even he firms that have a higher

number of women participati decre e in that p@ve effect. The study was carried
out by Daniel C.M. Low, Helen Rarts md'tfjd[)lhltmg

2.3 Employee per \

According to resear t.by \‘y*nomg-énd a large number of other studies that
focused on the pr , ﬁlsbovered that workers who were happy in their
jobs had hlghe% formd'n 9 as a uIt were more successful at keeping their jobs
compared to th 0 were dlssatlsflqgﬂ)u their jobs. This was the conclusion drawn from the
findings ese studles and a large nu rhhber of other studies that focused on the productivity
of wo ndy, 1985). In moreover, it has been hypothesized that employees have a larger
|@ 0 quit their employment if they are not happy with the work that they are doing,

n

a consequence, they are less pushed to exhibit high levels of performance. When

employees are content and pleased with their jobs, they tend to have higher levels of
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productivity, and it is much easier for management to motivate top performers to meet
challenging goals when those workers are content and pleased with their work. (Kinicki and
Kreitner, 2007). It is impossible for an individual to be content in their job unless the?ﬁ
confidence in their ability to do the tasks assigned to them. This is something that be
addressed by developing more effective training programs. It is the responsibi@senior
executives, who have been given the authority to improve working conditions by understanding
the part that various training approaches play in the process. As a consequer&f.this, there is

a subsequent rise in both the degree of motivation and the level of\pgi)rmance in the
workforce. According to Leonard-Barton (1992), an org that plac mlue on knowledge
as a means of gaining a competitive advantage over other busi@dd ol1stru a system
that ensures continuous learning. Training is one of the most effe w SMH@NS
goal, and it is recommended that an organization that placegiqh value on k V\’G@O s0.
According to Pfeffer (1994), a staff that has received en trairy’n is more Ii#ely to be
successful in fulfilling performance objectives and deng M ive ad\@ftage in the

market. This is the situation when effective tr. Mcreas likelihdod of success.
Training is described as the process of enabliwgaon to car

with increased effectiveness. As an outcomeg-of this, trai isYe a/s.&&:rucial component of
maintaining strategic command over the oraang? one's’p opl@;esources (Lawler, 1993;
e%n a

Delaney and Huselid, 1996). There ha‘\ number ofistudies that have shown how crucial
it is for training to have an influen e pI01e er man;e%/ enhancing the rate at which

they learn (e.g. McGill and Slocum,$1993; Ulrichet al., ; Nonaka and Takeuchi, 1995;
DiBella et al., 1996). The word%loye r arfgt‘:'}m/hich may be acquired via training,
refers to advancements in MOyeels dir nowl@ge, abilities, and capacities to carry out
duties related to their prafession, an slult, C(%%s higher employee engagement towards
the aims of the organ (Huselid, 2995 Ichniowski et al., 1997). According to Kamoche
and Mueller (12'%7!%% yo es%tm the establishment of a culture of increased
learning, whigh, A turn, leads arﬁmprqvement in employee performance and, ultimately,

results in er return on inv nt (in training) for the organization. Employee

—%

perform \a term that is used in the field of human resources and comprises all that is
ass@ciated with the performance of employees who are employed by a company, corporation,
%er sort of business. It takes into account all of the factors that have an influence on
employees' jobs and are connected to those jobs, regardless of whether these impacts are direct

or indirect (employee performance, website). The performance of workers is essential to the
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success of the company, and as such, the business will make every effort to help employees
whose performance falls below expectations. There are five components that go into
performance: planning and monitoring, developing, and assessing, evaluating, and reww,
and finally rewarding. You will be responsible for creating strategies, detailing mh; and
setting timeframes throughout the planning process in order to ensure that the ‘a@u have

defined are reached. During the monitoring stage, one looks at their goals to see how well they

are doing in i
Mring stage was.

loyees and work

accomplishing their objectives. This is done to find how successful t

Monitoring entails regularly monitoring performance and pro

d

groups with continuous feedback on how they are doing in te gettingicloser 0 reaching
their goals. Monitoring also involves offering workers and gvork groups contiqu us‘i@t on
how they are doing. Continuous monitoring gives mana% opportuni olev.a@ e the
degree to which employees are meeting the criteria that en setd equi.@z-to adjust
any standards that are thought to be too burdensome or iRappro \Therei Y'expectation
placed on an employee who is in the developm;cﬁ'%ée 0 ?\i
enhance any aspects of their performance th e i

enhancement during the course of their ti@ient v@k\g%\axth
process of planning and monitoring the defitienci sin pe \mance become evident,
which paves the way for such defici@tq’e\ ob d anﬁ%ﬂected. The purpose of the

rating is to offer a clear and short overVi oft man@'f the employee. This might be
helpful for analyzing perforn‘%ix:: pe |}né® contrasting the performance of
various members of staff. At,the en

are reaping the benefits %

f
rfab they ve a @to know who among their employees
has been the most p Me.

.
ou will be | &ed and rewarded at this juncture for your
g

remarkable behaviout, SG} as perf cannd above what was expected.
(Q: 4 DZ” |

ponQe that they will
ed o areas that need
g@\anization. During the

when buisinesses are at the stage where they

ab\
N

Ry
2.4 DIVE IN ORGANIZATFGCRS

When mines the demographics of the labour force in the United States and in a great
numb other countries all over the world, it becomes abundantly clear that diversity
ma ent will be on the to-do lists of organizational executives. This is the case both in the

United States and in these other countries. A diverse workforce that is skillfully managed may
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give companies considerable chances for competitive advantage, according to notable
academics as well as business leaders (Cox & Blake, 1991). It is difficult to obtain answers to
this topic that can be relied upon due to the fact that individuals have many different

of defining diversity, some of which are even in direct opposition to one another. m asy
to find answers that are reliable to this question unless people define diversity_é?iety of
ways, and managers frequently wonder if diversity in terms of race, gender, ethnicity, or
anything else can improve organizational performance. Meanwhile, it is difficult to find
answers to this question because people define diversity in a variety ofWDass & Parker,

1999). Furthermore, as a result of the diversity, there is the opportugity to improve one’s

m elitive dvantage.
tion iswr],a L'Qg of
thought that is somewhat similar to the concept that more rsity may le 'o&ﬁ%eased

Whelqz-trrying to
ccess \Bigger and

problem solving and decision-making skills, which may result j

This is something that would be really helpful to have. This obs

creativity. The logic behind this observation follows this™ine of tjiin in

discover a solution to a problem, it is postulated that varied grou \n%

more diverse body of experience from which t nd tha
membership makes it simpler for organizatiow ge in crit naI@%Cox, 1993).

2.5 GENDER (,) :\__\\3
N W
Diversity on boards ensures that there e

C.)
i d base of \Nled@(:arver 2002), and boards
that are comprised of individuals of v;&ge?ﬂ . ranges@ud ethnic groups may be able

vailability of a diverse

pany in a ﬁing success (Rutledge 1998 in
Andringa & Engstrom 1998). When om;@e d.'he@ypes of diversity that may be found
\ ceiv

on boards, the concept ofg@z&divers‘it
ac

to make use of the disparities o assist their c

disproportionate amount of attention,

both in the public and mi rha <$t al. 2003). It has been said that women
have "a deep and per \are ess o ight befsé); and consumer markets (Stephenson 2004).
According to Ste (2004), women i *I\(Lc{rth America control 80 percent of household

Qg\ products and services. In regards, women make

spending and e than"7 cént o

the majorit)g&rchasing decisions.@ct, women account for the vast majority of workers
in the w Nay. According to Carter et al. (2003), having a diversity of options would result
in % in creative thinking and inventiveness, which, in turn, would contribute to
ectl ecision-making. According to Carter et al. (2003), having a diversity of options
would*result in an increase in creative thinking and inventiveness, which, in turn, would

contribute to effective decisionmaking. By relying on the findings of earlier studies,
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Stephenson (2004) investigates the factors that contribute to why it is especially important for
women to hold board positions (such as Adler 2001 and Catalyst 2004). To begin, studies have
shown that boards that have a larger proportion of female directors pay more attention to

as well as risk monitoring and control. This is because female directors brin mt
perspective to the table. Second, having women in positions of authority inim% panies
would aid firms in recruiting and keeping valuable female workers, as well as in Cultivating
positive attitudes among those workers. This would be a win-win situation for everyone
involved. Third, women directors place an emphasis not just on finamgtal performance

measures but also on non-financial performance metrics like mhovation and social

responsibility. This contrasts with male directors, who pri f ch on, financial
performance measurements. This stands in stark contrast to male C\,edyle focus
largely on quantitative indicators of financial success. Addi ly, Daily an Dplt ﬁ%2003)

note that "Women's communication styles tend to be more

They also contend, similarly to Stephenson (2004), tha W i nited St}t'es account

for a significant percentage of consumer purchases
usaj b

population in the United States is female. Thi are more prefer
guestion in light of this

information: "Who better than a femal a r t p owq%\mmghts on the female

customer?" As both Daily and Dalto stated: (2003) Q'
2.6 AGE

Y l S
Age diversity, commonlyreferre toas AD, ha n e@erged as one of the most significant

difficulties that businesses vast n‘ajo ind ized countries are now experiencing.
As a consequence of agdec ate, tééé in prosperity, and an improvement in

<

to do their own shopping than males. The then se I

healthcare systems, ntage 6 gnls o the age of 60 who make up the population
as awhole has i |nc IU|te 20 S ‘s(oﬁsequence of these trends, the pool of potential
employees in and ﬁs ﬂmn hile the pool of potential employees in their 20s
and 30s wi k while the pool of\@éntlal employees who are in their 60s and older will
grow (T et al., 2002). Because of this, companies are forced to recruit employees at both
the nd older ends of the age distribution spectrum (Jackson et al., 1995), and they

ust a ontinue to employ a higher percentage of individuals in their later years (Kunze et
al., 1). A result of this, workers in organizations now come from a wide range of

generational backgrounds, and the age gap between the youngest and oldest employees in most
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companies is more than 25 years (Wegge et al., 2008). At the same time, age discrimination
and ageism have become more prevalent in western countries (Nelson, 2005). This suggests
that stereotypical ideas about the capabilities of certain age cohorts have provided v
ground for falsehoods about the effects of Alzheimer's disease. Therefore, in order f. ers
to make an informed assessment of the risks and advantages connected with A&, sential
for them to obtain knowledge regarding the implications that AD has for the outcomes that
teams achieve. Previous research that studied the relationship between AD a the outcomes
of teams' seasons produced conclusions that were conflicting with one ano e.g. Bunderson
and Sutcliffe, 2002; Kilduff et al., 2000; Pelled et al., 1999). As a s ence of this, it is not
feasible to determine if AD has a positive or negative impact on Jtat the team has
produced, or even whether it is significant. Even more recent metasanal gth ones

Ig to d%cover

a way to explain the unique person results. This is due to fact tbﬁt hos studl?-grouped

sity m?e s, such as

carried out by Horwitz and Horwitz (2007) and Joshi and Ro 09), were un

demographic diversity, and then analyzed th nshl‘)\ be theSe indices and
aggregated team outcomes. Age, gender, anN were SO r@l\/ersity attributes
that were used in those studies (Bell et al., 2011). The IS a.Quantitative analysis of
the earlier studies on the connection betw % ang res ts f@%ms We extend the work
of previous researchers by focusing j AD ad essrn need to think about the
numerous varied traits separately. | i arrow the f our attention to AD (Van

mvesttate e ro e that AD plays in a wide variety of

Knippenberg and Schippers, 2@7}
team outcomes, including a qual

creat|V|ty, effectiveness, tIS ion, bnd

ce" r’ﬂancral performance, innovation and

nover en that these are some of the most
essential goals of wo rk ind tea In Si <%rly, these findings are representative of
the extensive varlety |V|t|e that ofte V|ded to teams. These tasks range from the
mundane to the i ean ;}IO S, a z#ey include the complete spectrum of obstacles
that teams m '&gﬂually oV rrrg In IQ'IS we conducted an analysis of satisfaction as well
as turnover ince both of these fsf{l)rs are important indicators of the quality of the work
that is | by a group of people working together. In addition, in order to widen the scope

research we evaluate if the link between AD and team outcomes may be altered

of contextual variables. This was done so that we could answer the following
question: (i.e. task complexity, type of performance evaluation, study setting, team size, age

cohort).

20



2.7 EDUCATION BACKGROUND

According to research conducted by Tracy and Sappington (1993), employers often make the

decision not to hire individuals whose level of education, experience, or training is seento be

inadequate for the position. This suggests that the educational backgrounds of em %are a

key component of the degree to which they are employable. Workers will nm%b e to get

employment or perform their tasks to the best of their abilities if they do n?e a suitable
mo

educational background. In relation to this, Daniel (2009) found that the,a t of education

an employee has is closely associated with the individual's level of ivity. This is an
important finding that complements the findings described a . the' individual has
completed further levels of schooling, they will bring a better of productivityto the job.

Moretti (2004) indicated that towns with a higher proportion of workersjwith gertiary @rees
will be able to give better compensation to persons wi | different le o“ educeation.

According to the findings of research that Glaeser andshis_C Ileagués d 01{/‘%- 1995, a

\'gher rjlsi%'f economic

&

higher proportion of educated workers in a city is, assoCiated
growth.

(
NI

2.8 ORGANIZATIONAL PERFORMANCE i
% A
It is used as a representation for a range o tional efficiency, iﬁgmt efficiency, and output

o
efficiency parameters. Performance mK efiwdegﬁg%_ which a person is able to
j ithi

fulfill the duties and responsibilitie rjoi the contéxt of the workplace. Efficiency
ing to erfo@]ce. The concept of performance

in terms of production is anot% f referr

may be used in all facets of.a company:. Bp& ons,‘g@mithin and outside of the company
itself. Because the effects‘@!ent (iions yint e%ediction of future outcomes, it is very
important for busines &Kdo p fo.r}% anal @)n all aspects of their operations, whether
it be financial, prod ﬁﬁ)nark tin na'ge g?, or general activities. This pertains to every
facet of perfog;,%,' inSJu ings fi an@ production, marketing, and management

responsibilities, ( nma, 2010). dF] @Jlar basis, performance is something that each and

respective of how bﬁbr little it is, strives to achieve. The goal of growing
one's business‘and achieving greater levels of success is shared by organizations of all sizes,
h£

every co
fro ry big to the very tiny. In point of fact, in order for companies to fulfill the
incrgasing expectations of their client, they have little alternative but to grow on an annual
basis, at the very least on a somewhat more modest scale. Performance may be described as the

execution of work, the fulfillment of tasks, or the attainment of goals to a certain degree of
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desired satisfaction, as stated by Ely and Thomas (2001). There are many different ways to

understand how anorganizationn is performing, but for the purposes of this thesis, we will look

at it as the ability of an organization to satisfy the desired expectations of its tw:rh

stakeholders, which are its shareholders and its customers. There are many diffegent s to

understand how an organization is performing, but for the purposes of this thesi_sxvtvieall look
her

for the sake

at it as the ability of an organization to satisfy the desired expectations of its There are a lot of
different approaches to understanding how well an the organization is doing,zut

of this thesis, we are going to look at it as This is measured in terms of theWing parameters:

ofiproducts and services

SS l)y shareholders
of the orgadju'on?‘[his

level of satisfaction is expressed in terms of the organization' all performa ce’ T gree

the level of satisfaction expressed by customers regarding the qu

provided by the organization, as well as the level of satisfacti

regarding the financial returns or profits generated by the operati

to which an organization is effective in fulfilling the objectiVes, it sets put'to hieveQe-referred

to as the organization's perceived level of performangin t N hievin%ﬁose goals

(Mitchell, 2013). In part due, Watson, Kumar, an Mlson‘ tate that organizational
performance accounts for organizational effe% in additi
more

outcomes that are typically associated witt ffi WTH t/i{h\operations and other
external measures that relate to consideration atnaf%ye th@l;those simply associated

rs st e“that@{qanizational performance

with economic valuation. Furthermox se au

accounts for organizational effecti S Ih as
are typically associated with (ore ezcient or effegtivie
the

these aspects is included in eral% 01" @,company (either by shareholders,

e in@ performance outcomes that
t

ions. They claim that each of

managers, or customers)& ential for smesse%a guarantee that they generate a profit
from each and every onQﬂ‘\th com i tivitiessin which they participate. For this reason,
¢
organizations are imp%wting ualit
terms of motivati &me of the empl
o
ely

their duties, il ultim resul?‘m an increase in the amount of profit that the
orgamzauo#&s. In other words, e@anlzatlons are implementing quality decision-making

to boost ;\sanizations.

eﬁsizri—ﬁaking in order to boost the organizations in

ee making them put more effort into discharging
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2.9 WORKPLACE DIVERSITY CHALLENGES

In the same way that there are positive aspects of diversity in the workplace environment, there
a* th

are also negative aspects of diversity in the workplace environment, both of whichk e

potential to generate problems for a department and, more importantly, for an o g(i'gtlon as
a whole. It is possible to detect a large number of difficulties, each of which h&ability to

impact the functioning of a firm in an unfavorable manner. The first ob consists of

difficulties with communication in the workplace and the ways in whieh, the,performance of

e not adequately

workers might be negatively impacted when these communication i

addressed. Because of the significant impact that it will have wh Yc:/ers are unable to
interact with one another due to differences in language, e s should_ta mediate
action to remove any barriers to communication that may exist in their ac‘:\vkg;aKRThe
reason for this is the significant impact that it will have mployeesiare ab’e&&j teract

with one another due to differences in language. Thisqu o% ugeiﬁjﬁence on
fecton

the environment of the workplace, but it will also have an ganizatign as a whole.

Dealing with personnel who are unwilling to ida%\ﬁ w

challenge that a firm could face. This is a p |aIIKc\harlle

of doing ttziegs is one kind of

Ing cireumstance. In their

occasional stubbornness, some of the sta bers aréwrefusin é\comply with the new
the{iﬁ’d of workers that despise

cauﬁ@’ harm to the company as a
i jobsésiscrimination in the workplace

restrictions that are being developed by

their managers and want revenge agaN m b
means of demonstrating that th aTtisfi i

based on a person's culture or e lastbarri t‘hzgt&/ to be overcome. Even while it is
disheartening to think that Qt&ain imi M EZ§W favoritism among their employees,
the reality is that this Mcur om orpoKl ns. There are certain supervisors and
managers that favor % ticular, em o‘yée Q[%(oup of workers more than others in the
workforce. This % | to the we beir@f a business for the simple reason that the
foundation of wenful twnoi;);ita@nd equal treatment of all members. Without a
powerful teamyand¥individuals that wotk'together effectively, there is little chance that a
business vﬂ% rofitable for a suffich'lt length of time. Workers who know the work will be

pushe by bosses who climb the ladder by favoritism because those bosses will feel
thre “Workers who know the job will be put down by bosses who climb the ladder via
favesitism. Over this, the great majority of those workers will be required to leave the firm and

find employment with other businesses whose owners are interested in higher levels of
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productivity. In conclusion, supervisors who dislike or envy one of their workers have the
propensity to rally the rest of their workforce against that worker, which results in the creation
of a hostile environment in which that work is required to perform their job duties. Wﬁt
comes to some companies, diversity is nothing more than a sham since the motiv m ind
it is almost always the company's wish to avoid legal action rather than a real n hevelop
a workforce that is more representative of society as a whole. They are just using a‘technique
in order to put on a public relations show, but they have very little or no actm&t?ention to the

underlying principles that are essential for diversity training or implementatign.
2.9.1 WORKPLACE DIVERSITY SOLUTIONS z '
When trying to discover a solution to a problem, the first step t ust eWto zero in

on the most pressing concern at hand. It is anticipated that rsity in the w
eventually become a characteristic that is taken for grante ong tr? I

this, companies will be compelled to establish diversity ement.ac %\odt are more
successful in order to better react to the changing e of the envi@hent. In order
%hey wi nly to learn how to

for companies to successfully compete in thx
effectively manage a varied workforce, but they w

a eedT
and/or learn how to efficiently do it theg es Int q entcs;; ences, the author will

ve_}Qp diverse workplaces

4]

address both of these concerns, as we ide_practical ﬁdv@mat companies can put to

use in order to effectively manag chhity rkplac%nd offer answers to typical
problems that might crop up in cmironpent. n @d@ the author will provide advice
that businesses can put to usher to effecti Iy‘ngage diversity in the workplace. In
today's culture, diversity i Nork@ceivi@(ore attention than it ever has before.
This trend is expected 40 continue. 'for R?Jéfﬁesses to properly adjust to the altering
th
3

u
nature of the busines ironment; need fd’)ake swift action in reaction to the growing
ab

change. Only the@-« ey b su fully adapt. Because it has become a more
significant;o@ modé'rn idess d, companies will need to rethink and eliminate

any preco d beliefs about t@eviously considered understanding of diversity

devel a more significant force. In general, management will need to make strategic

manage:Nhese companies will need to do this but since diversity management has

investments and devote a significant amount of resources to diversity management in order to
uip their organizations to deal with the challenges that are associated with having a

diverse workforce. This is necessary in order to better equip their organizations to deal with the
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challenges that are associated with having a diverse workforce. "In order to foster a culture of
diversity that is prevalent throughout the firm in all of its departments and activities, a strategy
must be devised and put into effect” (Greenberg, 2012). According to the advice th

provided by Greenberg, in order for a business to properly manage diversity in therworkplace,
there are two vital things that the company must take care of Evaluation andir&1 tation
of a wide range of workplace regulations and circumstances. An investigation on the current
status of diversity in the working world. Your company's management sysm to include
the process of analysing and reviewing the diversity process as a crucial ponent in order

for your business to succeed. The management team at you co&any could find this
I
uc

information helpful in deciding even if there aren't any obstacl edi Lntst diversity

in the workplace, as well as whether or not any rules need to be in or €liminated, On a
quarterly basis, provide employees flash cards on which t ay write th npm the
employees who are the most significant to them. It is essent mair}ai attgntion wi-th regard

to the employee whose name does not appear on the mamft gcar aé-t- s essential

to engage in conversation with this staff member i Wto get ¢larityjon w
You will be able to tell, if you do so, whether Omnot there is bias f or@here is a conflict

and a plan for putting it
into action a. It is very vital for the executive am, naggnent team to show their

4

personal passion to the organization. IK&the highest si iflcancgfbr individuals in positions
of power and management withi nizatidn§™fo make certain that diversity policies are
included in each and every asp tmerati;s a quﬁz of the company. The strategy
for a varied workplace has to be plemQ écaﬁf/level of the company if diversity
management and workpl }Megy als le is to be successful. The following is a
list of some of the tools\% claur sug@ted be used: Ensure that employees at all
levels get training (%)ble 6er nifng {oj('aiversity. During the processes of hiring,

evaluating, and 'Qmployey,,vi)s'

objectives. Pe kerston orﬁ Wiﬂyone another based on their shared affinity for their
background&&rn together in smal.EEr/oups by holding learning sessions. During these

meetings, rs communicate with one another the ways in which the distinctive ideas,

is taking place.

going place. A strategy for fostering inclusiveness in

portant to set diverse practices as well as long-term

d traditions that each brings to their jobs as well as their personal lives influence

. Itis important to: encourage employees to confide in their superiors about problems

of discrimination; carefully analyze the diversity at each employment rank and level; reward

the attainment of diversity goals on occasion; develop training for diversity leadership; actively
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promote the successes of diversity and promote diversity in general; reward the attainment of
diversity goals; and promote diversity in general. In addition, it is essential for companies to
give training on cultural diversity in the workplace, not only for senior managementv
every single person in the workplace. This includes training on how to effectively ¢ cate
with coworkers who come from different backgrounds. If employees get educatlo% aining
in cultural diversity, it's possible that they'll be more equipped to understand and tolerate the
cultural differences that exist among themselves and among each other. Workers are better able
to comprehend how to communicate with one another and how to collab to achieve the
goals of the company when they have received training and education cultural diversity. In
education and awareness training relevant to cultural dmrsﬂy@ent st&ndar s that ban
discrimination in the workplace should also be included. This part r faceto ﬁl riety

has to be given a high level of importance. Your compa@y has the ne es'a@ls to

effectively cultivate an inclusive and varied working environment forgts'staf mem@s When

a business puts in the effort to address the problems and issue MQ uni j @thelr own

organization, diversity is certain to have a positiv. W on the bottdm 1inéaf that business.
In similar, when an organization fully comprx ;sa
in diversity management and the ways in w, ch doi g

organization will, without a doubt, taste t e IOLR e |w ment they have made.

ro it the firm as a whole, that

This happens because the organlza |II have. fully omp nded the significance of

making an investment in diversity th ways hICh doing so would benefit
the firm as a whole. People nfd not'ke forced into tten@ diversity training out of fear of
being taken to court; rather, |t should be vlﬁ aﬁ ‘ehoice activity that they engage in. It

is not a caution that sho ken lo safeguard

C\O.

panies from getting into trouble and

%

should not be seen as s

N
2! L_)(./
2.9.2 DIVERSIT (_J
One definitio ersny m the process of developing and implementing
organlzatlon&mtures and human @frce practices with the intention of capitalizing oon

the benefits varlatlon while mitigating the risks that may be associated with such diversity

(Co . Some individuals are under the impression that diversity management necessitates

ation on the whole organization rather than on particular strategies directed at
resented groups. On the other hand, this is not the situation. This strategy has the

advantage of avoiding some of the negative effects that could be the result of affirmative action
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because it strives to create an environment in which all workers, including white males, are
able to perform to the best of their abilities. This is one of the advantages that this strategy
offers. One of the reasons why it is appealing is because of its feature (Wrench, 200

other concept that lends support to diversity discourses is the assumption that econom her
than ethical reasons are what are essential in order to facilitate change over the fong t€rm (R.
R. Thomas, 1990; Wrench, 2005). Evaluation of an organization is often_prepared for and
carried out by diversity specialists and consultants who are experts in the t@ part of the
framework of the diversity management approach. Because the supportin dence for these

for-profit projects is seldom made available in the public domain,

m&eople have theorized

ine; 1 96‘; Ivancevich &
agement; e,wa%/_ery
little discussion of diversity organizational assessment or aud This may be tI’as ‘@tially

joned sqa\dies asa
rminin@(;here there

rocedti¥e of conducting
an assessment, which serves as a helpful starN for comp to @ﬁoy (Cox, 1993;).
Mathews, 1998; R. R. Thomas, 1999); Kossgk & Zonia, . Dreachslih, 1999; Fine, Johnson,
& Ryan, 1990; Mathews, 1998; R. R. Th %QQW%mer@nd, despite the fact that
it is a recommended practice in huma\:rce and.orga zé‘tiom@ﬁevelopment theory (Cox,
1993), it appears that organization essme S beén pus 0 the side in favour of other
strategies in terms of divers%?a:earcqage al 1@. s despite the fact that it is a
recommended practice in human res@urce nd iﬁ ional development theory (Cox, 1993).

This shortcoming may %Q?he relsult an un@ focus that was put, rather than the
ues

that the evidence base supporting these programs is very we
Gilbert, 2000). In the body of work that was dedicated to diversity

attributed to the fact that this scenario was present. Compa can use
helpful starting point when planning diversity-related ani{ies M

are gaps in the present practice because position Ws detail th
%o ]

settlement of structural\ ,on th?!’% mati@é%’f human attitudes and behaviors (Kalev,
.

¢

etal., 2006). It is probngatt sist ea%ortviﬂ/ diversity training, which is arguably easier

to give and analyzey strategy t n%%being used the majority of the time.

b o
£ ¥
K
)
293R ONSHIP BETWEEN GENDER AND EMPLOYEE PERFORMANCE

W S from the perspective of society as a whole, the topic of gender diversity in
nizations today is one that elicits a significant amount of discussion. This is owing to the
fact that gender diversity in organizations has both positive and negative effects on how

effectively corporations function, as well as an influence on the number of advantages and
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drawbacks that are experienced. To begin, having women represented on corporate boards and
in senior management roles might lead to a more in-depth knowledge of the industry. This can
be accomplished by matching the diversity of a company's directors to the dlver5|tW'K
potential customers and employees, which in turn increases the company's ability te b into

Eapanys
ability to enter new markets is increased. A board that is more diverse provides a greater

new markets (Carter et al. 2003; Campbell and M'nguez-Vera 2008). In this way,

diversity of viewpoints, and as a consequence, a bigger number of possibilities to examine,

which, in turn, leads to more effective problemsolving. This is due to th t that diversity

crglvity and innovation,
se2007; Welbaurne et al.
let seMe ignals

to markets, such as labor, product, and capital markets oviding a hi hqr é@ee of

fosters an environment inside the organization that is conducive

as well as one that will result in more efficient problem-solvi

2007). Likewise, the presence of gender diversity on boards may b

legitimacy to corporations and improving their reputationS&Ihis |ste ause the presence of

d more@'erse group

legitiMacy when they

women on boards improves the likelihood that deC|S|ons

of people. This is due to the fact that enterprlse

have diverse boards of directors (Carter et al ose 2007)~Accor to Adler (2001),
Carter et al. (2003), Carter et al. (2007), andCdams nd O 4),xesearchers discovered
a positive influence of the proportlon o&n dlrggtors on corporate value,

which was measured by Tobin's Q. T\ uthor versity is associated with
a

ncluded th
greater financial performance. Th mic¢s“largely foc on implementing panel data
approaches for US-based orga |o:z Cartergt al. OWQF hasize this positive association,
pointing out that gender diversity has a fa rableri fI n financial performance primarily

via the audit role of the b(@d theylemp ize tha@ﬂs relationship is a cause for optimism.
di

They point out that gen% rsit qsmv@ luence on financial performance via the
audit role of the boa% the foc t |('?elat|onsh|p is a cause for optimism. When

compared with fi rom 0 er ch as Denmark, the outcomes are the same or
quite compar ith et gl. O . OtNgr studies (Erhardt et al. 2003; Jurkus et al. 2008;
Krishnan k 2005; Garc'a Sa'-c{d}e/z 2010a) have studied this impact on accounting
measure porate performance, such as margins and returns, showing a positive effect of
div f%to higher effectiveness in the monitoring function of boards. This effect is

ibutedrto the fact that diverse boards have a greater number of perspectives to draw from.

This impact may be linked to the fact that diverse boards have access to a broader variety of

viewpoints from which to choose. In spite of this, a number of studies that were carried out in
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the United States came to the conclusion that gender diversity did not have an effect on
performance when using either indicator of market value (Richard 2000; Kochan et al. 2003;
Ellis and Keys 2003; Farrell and Hersch 2005) or accounting performance measures (

2000; Kochan et al. 2003; Ellis and Keys 2003; Farrell and Hersch 2005). (Farrel m sch
2005). (e.g. Shrader et al. 1997). According to the results of such research,therefare no
substantial differences in the direct affects that are experienced by either gender. This holds
true regardless of which gender is being considered. Researchers in Denm:mndo y et al.
2006; Rose 2007), Sweden (Du Rietz and Henrekson 2000), Norway anNden (Rando y et
al. 2006), and Spain (Jimeno de la Maza and Redondo Cristo'bal 2 7;Wbell and M'nguez-

Vera 2008) all came to the same conclusion: there was no signi ff t' These findings

were published outside of the United States. Studies that were carfied out in Y, (Bohren
and Strom 2005) and Denmark (Rose 2004) reached the ¢ ion that incr, as's-d _{%ersity
may result in a decline in the efficacy of boards, which lead toa all theyalue of a
Ee.n\ ions, ti@)have been
These&.results may be

ate 4ﬁﬁcy to take longer
O

bérships may not be as

corporation. According to the findings of these research,'gven in

instances when diversity has had a negative im perf‘
explained by the fact that boards with more v. mg}nbe

rships
to make decisions, and as a result, boards»with mor rST
successful as boards with more imiIa@ s particula the @,;e if the firm in question
works in a very competitive enviro one inwhicfi the O@Bility to react quickly to
developments in the market is an i that is as being Aategically vital (Erhardt et al.
2003; Smith et al. 2006). On the oyh'and, ljere ave b@: some thoughts lately about the
potential existence of elements that'ma % nff on this connection. These things
may have an effect on Nionsl{p. IMythis res@et, it would seem that there are two
significant factors that WO eta (ionsi@ ion: the business environment (Jurkus et
al. 2008), and the appg’te c p:)si néof @(@ groups (Litz and Folker 2002).

TP S
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Accordi Winnie (2008), children and adolescents who are still in their early years have a
stron cy to be receptive to new experiences and ideas since they are still in the process
of de Ing their identities. People who are older and have had more experiences in life have
ag degree of maturity and are better at finding solutions to issues than younger people

who have had fewer life experiences. In contrast, the researcher pointed out that the data
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collected from western nations revealed that older workers and younger employees of western
companies needed to work together in order to develop a coherent and effective corporate
culture. These values, which are held by persons of diverse ages, have the ability to com;Tt
one another inside enterprises, which often results in greater corporate performanc 'IM ult

of her study showed that people of varying ages bring unique qualities to the &r(kpae, and

these qualities have the potential to enhance one another, leading to an_improvement in

S

performance on the whole. Her research also demonstrated that individuals f varying ages
bring unique qualities to the workplace. In similar to this, there is a ne e influence on

individual productivity even when it is analyzed independently d to e W|de range of ages

present in the workforce. When it comes to regular occupati es ola of greater age
diversity is associated with higher expenses, but there are no b efi rived
from this variation in ages that might counteract these increa sis due to eracmﬂ}a%.age
diversity has a bad effect on the productivity of a Workforc a res‘ult ni creasqzm the age
diversity of the workforce often results in a fall in pro t|V|ty anies n@' engage in

Ina ilar vein, Joshi

e d@%ity on employee

reports of team processes or objectives ag-a measur eam p rf{ﬁmance. This was the
conclusion reached by Joshi and Jackson.% ) o q
o

kinds of labor that include repeated motions (GelEWVeen 00

and Jackson (2008) discovered that there w. or effect

-

2.9.5 RELATIONSHIP BETWEEV\N ATIO KCR ND AND

N
EMPLOYEE PERFORMANEE ? l %
The investigation and analys the link ems@é%tween the diverse educational

backgrounds of employee N}e deqree
occupations is the primary pUrpose

there is a beneficial a% e very fea grr‘e\/\ﬂﬁgt significant correlation between the various
educational backg%of workers/and th 4&& of performance achieved by the workforce
as a whole. ThiScorr ation‘rs ficial g&lse it suggests that more educated workers will

T
produce beng&ults The result that va%*-‘clchleved demonstrates a good relationship between

educatio kground diversity and employee performance, as shown by the findings of past
resear results of this study's conclusion are comparable to those of previous studies
Isaid; 2; Mwatumwa, 2016; Zhuwao, 2017). The influence that the independent factors

(age,"@ender, and educational variety) have on the variable that is being examined, which is the

dependent variable, is the primary focus of the fourth goal (Employee performance). The fifth
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and most important objective of this study is to evaluate the influence that independent qualities
(such as age, gender, and educational background) have on a dependent variable. This will be
accomplished by studying the relationship between these variables. The following ar

examples of these separate components: (Employee performance). The findings sug that
there is a positive relationship between the independent factors (age, gender, and educational
background) and the variable that is being investigated (the dependent variable in this case). In
this particular study, the education level serves as the dependent varidble (Employee
performance). The data that was collected show evidence of a favourwpact, which is

consistent with the results of research that were conducted in theSst QAiNGI, 2015; Ogbo

etal., 2014).

| &
2.9.6 THEORETICAL FRAMEWORK AW
f pa freﬁgwork

The goal of the literature review on diversity and perfov W&&Q
fihe i

T
that might provide support for the interactional mE 0 e'n?p‘act tdive@ has on

GENDER

/i

AGE EMPLOYEE (’) \T ,<\
PERFORMANCE ‘% ) y (3‘-}
EDUCATIONAL N Aj \A
BACKGROUND Y- ’ %
individual career outcomes as well_as the.efféctiveness rganizations. Using this approach,
we would be able to bet Niverslty to~the succ@s of our organization. The conceptual

framework that we present Tends to@ concept of conducting a requirements
analysis that evaluate@ver ty'en ifofme ?’@rior to any efforts being made to implement
a diversity initi %ﬂ training pro aTé\ is is because our presentation supports the
credibility of Z@)ept of 'e'v atiﬂg theirequirements for diversity in the environment. The
framework as provided was der,j\ from the literature review that was conducted, and
the obje N the model is to provide academics and practitioners with a framework that
w them to construct diversity initiatives on the basis of a needs assessment and

research. Experts have shown, and the conclusions of their research have been
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have a major influence on employee performance. Because of this, we came up with a

framework, which is going to be presented in the subsequent sentences.

FIGURE 2.9.2 CONCEPTUAL FRAMEWORK OF THE RESEARCH \q

Independent variable dependent variable

AGE Employee

GENDER Performance \,:
Educational background. ?

2.9.7 MULTICULTURAL THEORY
In order to have a debate about multicultural philosophy that,is relevant; one tu t fi rs@'asp
that the idea of multiculturalism itself has its roots in ps gical and socialogi aHaolnts of

view. This is a prerequisite for having such a conveYa Th&"is ect N.Qx-between
eri

multiculturalism and the ideas that people have, 4he e eS~that the ‘;Tg into their
environment, and the way that individuals r s‘%’the at are present in these
situations. This link has been established. On&a of cu IS "trQ/stem of common
embe:s\io m&\use to manage their

N
tsnde'bvorl 3 ultué:?hay be described as the

attitudes, ideas, customs, and behavior

interactions with one another and wit

system of shared attitudes, ideas, tr

cultures teaches us that our per ec S are unavoi
dependent on the experiences % ave had in
i bers

growth in the form of incre contac

ior f-exploration in different
@ and skewed and that they are
n hves. The development of personal
ther groups and the cultivation of an
understanding of the v |nts emb@ s necessary for the establishment of
guidelines for multl oacqu e m Itural mindset, one must, in essence, stop
referring to peopl cuI S herk(_,and instead consider them as "us" (Fowers &
Davidov, 2006 f|n| ulticulturalism within the context of the social
work profesmo% are at least threq:gu‘ﬁary schools of thought that may be distinguished.
Cultural Ilsm the cultures of pe}le of color, and the cultures of groups at risk are all
included.d se schools of thought. To put it another way, cultural pluralism means that the
soci@ estion is culturally pluralistic, which simply means that it is home to a number of
dis

rather as having a culture that is comprised of a great number of cultural subgroups that can be

ultures. A society should not be described as having a single overarching culture but
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easily identified in addition to having a national culture. This is the primary premise that
underpins the definition of multiculturalism, which is predicated on the notion that a society
ought not to be categorized as having a single overarching culture. The second T
multiculturalism is known as "people of color” multiculturalism because it is to
people of color and other ethnic minority groups. The outcomes of the research_hg‘ arried
out by Fellin indicate that the culture of Native Americans, African Americans, Asian
Americans, and Hispanic/Latino Americans are all incorporated in the formu ion of the term

"people of color.” On the other hand, certain groups have discovered thatt #colour" presents
a challenge, in contrast to other groups that appear to be of the aucasian race and are
therefore able to blend in without being recognized. This is |@o t e‘factt at certain
groups have found that their "colour"” presents a challenge. Accor to Fellin; g,st at are

in danger are not distinguished by their race but rather by fact ch as age, se a’ pr@ence
disability, or religion. These are the many types of people t re reg‘ard d to'be sus?eptlble to

harm. Y‘

2.9.8. HYPOTHESIS C}) W

The discussion that has taken place up to this mas r ulte ef Qlatlon of the
hypothesis that is going to be presented i n ts

H1: There is a link between the varle es present in Work e and the level of
productivity the workforce produc '

H2: According to the second }‘%s S, ther sa Igt oﬁ'@b between the number

of employees who identify dlff rs andtheir Ievel of performance. H3:
Based on the third hypathesiSpther ectl d?getween the educational
backgrounds of work the egre pe rférﬁance that they achieve in their jobs.

A
S" v
NP CONCLUSION

Every.si usmess out there needs to make promoting diversity in the workplace a top

ik,

priori s vital for the management of any firm to focus on and prioritize diverse hiring
f the numerous benefits that come with having people from a variety of backgrounds

and perspectives. Even if there are a few minor problems linked with it, the effect of diversity
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is more beneficial in every organization. This is the case notwithstanding the fact that there are
some little negatives associated with it. Companies all around the globe are coming under
growing pressure to adopt processes and regulations that will allow them to recruit an

personnel from a wide variety of backgrounds as the globalization of business W ser.
This is because the globalization of business is getting closer. As a consequ d%f this,
diversity will very quickly become an essential component of the workplace of the flture. Any
effort to oppose it and adhere to more traditional types of management wouldmntless since
there is no such thing as a management plan that is universally applicable | sorts of firms.

It will be up to each and every one of the many organizations to deviseyts very own diversity

du rJ. Having a staff
in Wrwm%e_r of
benefits that are very beneficial to any organization. Give fact that doing 'so w:}? first
provide a higher challenge for businesses, they will soon realize that‘xh have ma@e right

t oing s@fu initially

should.do in regard to

management plan, one that is specific to the demands of its parti

that is comprised of individuals from a wide range of backgroun

=

option in choosing a diverse staff. This will occur despité the f

present a bigger challenge for them. The very fir Wtha ‘
Iid ar

having a diverse workforce or workplace is tc\ obust divessi
before doing anything else that has to do with having sﬁw
at are s

otkforce or workplace. This

should take precedence over any and all r jeﬂ mi@)\ here are many studies

that show what often works for firms o include common p@rems that commonly come

from a variety of workplaces. Thi ga!h p es this in ation. As a result of all this,

developing and implementing% ity mant;em tst@ does not have to seem to be a
ptable'to

difficult process. It is not acce i\cﬁ enﬁeﬁor training on diversity with the sole

goal of meeting regulator, memer{ts. rsity i%he workplace is not a transitory trend;

rather, companies needg rstan e of@}/ersity in the workplace and immediately
begin taking action. 1% uet th:ef thiat i %m not-too-distant future, they will undeniably
reap the benefits its’of ha ydi ers rkplace, and you will started to recognize that
it is a good id I carrieﬁ t apfpropg’rately and with an open mind toward it. The reason
forthisisb inthe not-toodistan@re, they will undoubtedly reap the benefits of having

a diveiyé lace.



