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Introduction
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1.1 INTRODUCTION z '

In today's contemporary workplace and organizations, diversity*has be Mavoidable

3
reality. It refers to the distinctions that exist amongst in:‘i@inside n org nz,a n&ms
A .

of their educational backgrounds, skill sets, and attitu ward ﬂFII’ obs: It is due to
the disparities in the workers' demographics, cultural oun traits that
rs to@scenario that

are present in the workplace. The concept of w C diveH\'

arises once participants in a club or organiza %}j’ter on er n demography
criteria such as age, gender, race, ethnic gr L%ﬂ staTs, nd _\knowledge, too. as a
result of these and other causes, the mak %e %rxp oyr@ is considerably more
diverse than it was historically in the smus, 2007). Koc t al. (2003) indicate that
variety may create a range of feelings in th AThis is@e tothe fact that some people
see diversity as an obstacle to %\F/'&;e rat),;er t i‘t@t can be exploited to make the
company more powerful. Even though a nm\ tuﬁie{gre of the opinion that this statement

is true, the results of bus@hat @c'ous O‘Q&(erogeneity add value to their output.

When it comesto cost Sﬂ t ld enhzgt’ed sales, firms that see multiculturalism
as an integral compo&j their pri yfap Fo‘ach would earn greater than those which do

not use for profitirQie factors (B & , 2008). enterprises that approach assortment,
critical

not so an expe u msteaﬁa ponent of their overall strategy stand to gain far

more than eople who do not @his approach. According to Choi (2007), diversity
helps mhgrative achievement if the company employees are able to comprehend and
appre ,every single other and rely based on personal experiences, abilities, and views of

e another. Synergistic success is a measure of how well an organization functions as a whole.
Dive in the workforce is an important component that has an effect on the performance of

employees (Khan, 2019). The management of workforce diversity is becoming more important
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to a wide range of businesses, including banks, as a means of boosting organizational efficiency
and improving employee performance. The banking sector is one that is seeing considerable
growth at the moment (Shrestha, 2018, 2019). The fast expansion of the banking mquﬂ&
given rise to a number of difficulties, one of which is the need to increase employ ity
This is a natural occurrence that may have either a beneficial or bad impact on % ctivity
of an organization, depending on how effectively it is managed. Because a %d%t e human

resource not only has the potential to inspire operational brilliance but also serves as a backbone

for the maintenance of the optimum degree of company achlevement H resources that
are effective have long been believed to be the basis of a corpor (Kyalo & Gachunga,
2015). The majority of the companies that exist in the modern er Jthey re unable
to efficiently organize the varied workforce to perform as a group nitcom gntr lling

Multiple aspects, making policy, instruction, transparency, an rategy for be g':onﬂ-g and

|maryc(-busmess

plan will have considerably higher levels of profltablllt an th e t on't. T ¥f|rms will

also see potential savings from turnover and imp Mts in sales wn,"2008). Based on
a the

comprehensive objectives. Companies that involve multiplieity mtgt ir

such talks, it seems that the research that f force a mix of

appearances of individual members is of rere releva \\K eness-af workforce diversity

may aid current managersin analyzing th of ageé, gender, ethnieity, quality of teaching,

and other aspects of variety on the performance of their e ployeeg}T his assessment may also
consider the effects of other aspe . Conseq : thls study's goal will be to
explore the influence that a lvebyv;wkfo ce h onéﬁoyee performance within the
Dahabshiil private financial s;sb dire née ce of the expansion of the global

economy and the advan(@n teclmol ; peo@rom various regions of the world are

ey @e ever been before. This is a significant

now more familiar withyone noth
|mprovementoverth ous a. Co idéri (tﬁ?sfact, many different sorts of organizations,

including busine catlo I i it ionsyand other types of organizations, are looking at

J’
various meth hance th ev of Sgrvlce that they provide to their customers. In this
context, ' e ability to attract a@malntaln the finest and most qualified people™ refers
to the ¢ 0 do both of those things successfully. Companies that are able to build and
feé

e essential regulations and processes for this will be able to keep an edge over

petitors over their competitors and improve their general efficiency. We must be capable
of making efficient utilization of our greatest precious resource, which is the capabilities that

are possessed by the workforce if we want to be productive and maintain our edge over our
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rivals. If we do this, we will be able to achieve both goals. Then, but only then, is there any
opportunity to achieve victory. Because there is now a greater range of employees participating

in the economy, we need to broaden our thinking and be more open to unique ways OW
things in order to be more welcoming. As the talents of the workforce are the moc}lpo tant
w

resource, we need to have the ability to make use of them. To be successful in t place,
which is becoming more varied and richer in its diversity, we need to broaden our perspectives
and implement new techniques. Only then will we be able to achieve our gals. It's possible

that the employees will make this resource available to you. This study's we Is to evaluate

nk %fluences individual
ies hlt have a more
kg%und bﬁdi; W%_kers

how the compositionally varied workforce of Dahabshiil

employees' levels of productivity in their respective roles.
diversified staff in terms of gender, age, colour, and educationa
are referred to as having workforce diversity (Robbins, 200 provide just n' e.x_\é%ple, a
workforce that is diverse will include people of varyi ges, genders ethniqi-t-ies, and
educational levels. According to Robbins, the diversitm

substantial influence on management practices an Ms (2009).1t.i

M on's WQ?I( orce has a

om practice to see
ssu@ﬂating to racial or

t provides some groups with

diversity in a restricted manner, with the primﬂ] asis bein

gender inequality, and the connection is e to legi tT
protected status. Individuals have bee% V\@r‘ms ty"@;\a very general sense to
refer to any personal attributes that i ow other pe quthi:l@ﬁd behave. The managers

oring their. @kforce while also reacting to

—
—h

of today are tasked with the responsibili
the requirements of clients thatfare beéeming older,inCrda 'n%racially and multi-cultural, and
require additional care for yomple d dé'rtﬁjSuccessful ones in the government
and private domains ar m m@s to th%issue of diverse cultures. Variety is
acknowledged globall %ploy r'ucial(y%anizational resource, whether the aim is
to become the top , del er. excellént (c?stomer service, or maintain a competitive
advantage. This QPregardDeyf héhgr another objective is to keep a competitive
advantage, b W emplgy : oP'proviye great customer service.Diversity is being more
acknowled a valuable organiza@Inal resource and is being leveraged more often as a
result. B }sit is the responsibility of the organization's leaders and managers to guarantee

thatgthe diversity policies are carrying out their intended purposes, the success of diversity

rgely rests on their shoulders. This is a strategy on the way to assure efficient and

more effective employee retention by identifying distinctions among employees and reacting

appropriately to those differences. Previously, all employees were treated the same. The
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challenges of prejudice based on a person's gender, age, race, or level of education are the most
critical concerns that need to be addressed in order to make progress in workforce diversity. In
situations when diversity is not well handled, there is a greater risk of increased em

turnover, difficulties in communication, and interpersonal issues. In the big pictu% ill be

harmful to the organization's performance as well as its profitability and reputath.

1.2 Background of the study T

The globalization of business has resulted in the expansion of human reswoles around the

me?atlons (Dhar, 2008).
r ct'vily, and reduces
th.f The“significance of

&

development programs in assisting companies in developi eir worldwid Ffe:s_e\n}e and

world, rather than only keeping such jobs in their respective

Because it improves connections among staff members, boosts

turnover around the globe, localization is vital for successful

increasing the productivity of their employees has greatly ineseased ig.re ent ears.%he global

when@'émpting to

anddthe regional needs and

human resources and development program organizatw a
strike a balance between the purpose of the glo Wizatl
customs that apply to each office. The vast m %ompanie ove@globe have come
to the realization that their staff arse their primary s NY iz&;’we advantage. (Dhar,
2008). Despite the fact that a number riea %’a av@})i.mplemented successful

0
programs for enhancing the producti@eir rkforges’ and,‘%"bviding those workforces
ro

with chances for global multicultu h 1 rica,jthe i%%'emains. Every manager and
at

supervisor at every level is responsiblg for en

{ ring

oversee adhere to the policies that have be@t@i‘;&ﬁ}he business. However, the necessity
for a revised and enIarWuct@ment %ram has been highlighted by public
governments in develo I artic{l}c y in Africa. This requirement has been

ing world
brought to light due ‘:Bkreali Afri is'a gr&mng nation. The efforts that are being made

ff development programs they

by companies in e advancements that are taking place in those

ay}aivlnyn d
sses that are aghiev?l-m one field can be applied to other fields. There

ments for developn@rograms across all sectors of the economy, and there

are distr';}OQmechanisms for development programs that may be pooled and used by more

tha ndustry. Larger operators are more than capable of meeting high organizational

sectors, and a

are similar

formanmce requirements because of their dedicated employees and excellent training (Farah,
2009). In Mogadishu, Somalia, the postal service and the central bank were both managed by

the state until the central authority collapsed; nonetheless, the fighting caused both of these
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institutions to be destroyed. Domestic communicators, that continue to be extensively used all
over the nation, especially in more rural locations, first displaced them. Nevertheless, since
1994, locally owned banks and firms associated with Banking services have been resw
the major metropolitan regions by foreign institutions. as well as some of the small M and

villages. As a result, there is a need for staff training in order to enhance pro & terms
of this topic, these banks run a development program with the intention of improving the
performance of their workers, even though the program that they provide for'their employees
has not always been effective. Even this, companies in Mogadishu are ma steady progress

in strengthening their training and development programs because

P i)OZ). formal,
organized, and well planned endeavour to improve one's effecti ss in a particular a%r\_/ity

or collection of activities by modifying one's behavu%quedg or tirpd&@‘a the

accumulation of new learning experiences is known as velopyre t project. v?he major

d pr vtgl\e)them with

er t ntribute to the

ey now realize how

important it is to provide such programs to freshly recruited s

purpose of a transformation plan is to enhance emplo erfor a

the resources they need to make the most of thei I ski
fulfilment of thcompany’sny objectives. (A on; 2001). elo program is any

effort made to raise an employee's capac for erf CT' I/exa!ruing. This is usually
achieved through modifying an emplo di? r vrr@})hrs or her abilities and

expertise. Any such effort is referred ev eloprment. The'e ee's poor performance is
used to decide whether or not they t participate o ment program and enhance
their skills. The requirements for deve pmen r!rogr slar@e tical to an organization's actual
performance and its standard perfogman h specrfrc information, capabilities,

and abilities to a person |@§enc@a deveI@ment program is (McGhee, 1996). The
ma

employees generate per‘q& e si the bngest linkages to the strategic goals of the

¢
business and the j Joy company's sto'm s(?nd the economic effect on the company. As
a consequence 0 ove rs};rﬂh thhe way in which a job is carried out, as well as
the level to carried 0 mfhe qukplace (Ivancevich, 2007).

&
1.3 PR E STATEMENT

effective use of workforce diversity, both the performance of the workforce asa

the company as a whole are elevated and enhanced. Employee unhappiness and poor
organizational performance are typically the results of ineffective diversity efforts within the

workforce. In order to help newly employed workers at Dahabshiil Bank become more capable
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of carrying out the responsibilities that have been assigned to them, the bank has implemented

training programs. The employee performance at Dahabshiil Bank has not met the bank's

objectives, despite the opportunities afforded by the bank's development initiatives 4
2009). Below are some contemporary issues that are relevant to development prog% the

performance of employees: s

1. Although Dahabshiil Bank provides its employees with opportunities ancement,a
large number of businesses in Somalia, particularly remittance compani ave'been unable to
achieve their goals because of substandard employee performance. Thi?ﬁ! case even though
that Dahabshiil Bank does provide its employees with advancementyop OI&uniti s. 2. The
number of remittance organisations has been on the increase r since
Somalia's central banks in 1991; but, the issue of inappméects of w

poor employee performance has not been addressed. Yv \‘. Y’y

3. After the fall of the central government, the Cﬁwnk of‘ao ja and, the Postal

&
Service in Mogadishu, both of which were previo state-ru SUEQ significant

. _ CQE N
damage during the conflict, have expressethco ms ardipg the @nner in which they
-
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1.4 RESEARCH QUESTIO z | §
E ? '3 '
1. What kind of a relationshhd\oes he| \ker\ end%l(ﬁaﬁ\;e with their performance?

2. How does the age of% oye eirs s in their job?
¢

2 9

3. What is the relati metw en the ucat\@_pal background of an employee and their
overall perf w g 4 Y%\
% 2
t

4. What a namics between empleyee success and the diversity of the workforce?

5.5 s, if any, contribute to the success of employees at Dahabshiil bank?

manage their workers development pm :

e



1.5 OBJECTIVE
This study's main goal is to provide an understanding and full knowledge of how the diyersit
of an organization's workforce will influence job satisfaction inside a company. (’}
The second The goal of this study is to investigate whether or not demographiu%tcteristics

such as age, gender, and educational background have any effect on how succeSsfully

workers do their jobs in an organization. T

1.6 LIMITATION OF THE STUDY
This research was carried out in Mogadishu, which is locatedhin Somalia) Becatise \T
| S
Mogadishu is home to a significant proportion of Somalia's mercial ent risesr‘the city
Y
\ S_

serves as an excellent setting for research of this k%z
ber @%& and ending in

The duration of this research is about five mof\%@nning i
February 2022. (0 \
‘% y S

1.7 Significant study " (f}'
A
As a result of the expansion of inTna(l)ilatio c Itur@iversity in the workplace has
emerged as an issue of major% nce. J° e a z}rhagals result is that individuals who
originate from various bac%n St W ink iq}fstinct ways, which helps them to
approach an issue from AQb r o@m viewg\,'nts. This is a favorable conclusion. In
today's world, seein Me of, different cu
ities a

majority of comm ay bvdjejr 0"as Q_g]elting pot of different traditions. In Somalia,

- /R
7y

B :
Itugubackgrounds IS not uncommon, and the

one of the most gulturally copsistent'co ntr@on the African continent, people live peacefully
beside one andtherNevertheless, cultu@jﬁriety has an effect on the region's jobs, including
those in the,commercial and public se?t%?s. This study's objective was t examine into how the
hetero@f employees in private businesses, namely Dahabshiil bank firms in Somalia,
ff thesperformance of employees as well as their originality. In addition, it is envisaged

t e effort would put an emphasison organizational performance and worker diversity in the

[o})

workplaces of Somalia's private sector. It is predicted that the study will generate valuable data

that will assist in the development of effective ways to manage or promote employee

7



performance and diversity, as well as the consequences of cultural diversity in private firms in

Somalia.
1.8.1 KEYWORD DEFINITIONS

workplace diversity, employee performance, diversity in 3 )

organizations, age, educational background, and organizational

performance.
1.9.2 GEOGRAPHICAL SCOPE: : '
The location of the study was decided to be at Dahabshul bank in Megadishu, ha,
_ ;1 u}
The region would serve as the geographical boundary of y smce iswith t-léa

researcher's ability to access it.

1.9.3 CONCLUSION CHAPTER ONE

<<

This chapter was discussed the few factorm ake up st varie@(gender age, and
educational background), and welnvestlga matter tor bﬁ/%lmpact on employee

performance at Dahabshiil Bank, p % infibanks, locate Cm Mogadishu, Somalia.
Therefore, a study of the relevant lite d testi e fr@&'/vork need to be carried out

in order to get a deeper comprehe the idea ork@e diversity and the effect that
this concept has on the perfor Io es ‘J<lin r the bank's remittance firm. The
next chapters of this resear WI|| ev c S|on e findings that were obtained from
these other investigation
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