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has been described as the involvement of employees in the 
organisational systems and processes (Downey et al. 2015). 
Adequate exploration of these differences in a secured and 
conducive environment would promote harmonious wor-
kplace, especially in an organisation that employs diverse 
people such as multinational corporations. In developed 
nations such as Europe and United States, workplace di-
versity management and inclusion have received adequa-
te recognition. However, in emerging economies such as 
Nigeria, the state of diversity management and inclusion 
are yet to be established especially in multinational cor-
porations such as Shell petroleum where there is multi- 
cultural workforce.  
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Abstract. This article provides an empirical study on effects of diversity management and inclusion on organisational outcomes. 
The importance of diversity management and inclusion on organisation is of immense benefit especially in a Multinational 
Corporations, where diversity and inclusion are parts of their core values. However, in our context, which had been identified as 
the most diverse country in Africa, there is need to establish how the management and inclusion of these diverse workforce would 
benefit organisational activities, coupled with the fact that, there is dearth of research on these constructs in extant literature. 
This study investigated the effects of diversity management and inclusion on organisational outcomes (job satisfaction and job 
performance) among Shell Corporation employees. Pen and paper questionnaire of 384 copies were administered to the Lagos 
Branch employees of Shell Corporation. Cross-sectional research design was adopted. Confirmatory Factor Analysis (CFA), 
convergent and divergent validity, correlational analysis, and structural equation model were used for the analysis. The findings 
showed positive effect of diversity management and inclusion on employees’ job satisfaction and employees’ job performance. 
It implies that diversity management and inclusion have the potentials of assisting organisation in creating a climate in which 
employee will like to work harder with readiness to continue to work with the organisation. 
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Introduction  

Management and inclusion of diverse workforce had beco-
me a major concern and salient problem in organizations 
across all sectors (Choi, 2017). Diversity management and 
inclusion are required for organisational survival in order 
to be able to meet up with the dictate of the spate of globa-
lization around the world. Diversity involves recognising, 
respecting, accepting and tolerating individual uniqueness 
and differences. It is a construct that depicts the differences 
in individuals’ gender, race, ethnicity, age, religious beliefs, 
socioeconomic status, physical abilities, sexual orienta-
tion and other ideologies. Inclusion on the other hand, 
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In Society for Human Resource Management (2009) 
study carried out on 47 countries regarding global diversity 
and inclusion, Nigeria was ranked 45th overall. Despite the 
fact that, Nigeria has been identified as one of the five most 
diversed population in their study, and the most diversed 
country in the continent of Africa. The study further identi-
fied Nigeria as a nation with diverse population and various 
religion background, with high level of tribal, ethnic and 
religion conflicts, as well as unending crisis among various 
socioeconomic classes and so on. Furthermore, Hwang and 
Hopkins (2015) advocated for replication of their study on 
diversity management on organisational outcomes in other 
human service organisations in order to be able to generalise 
their outcomes. However, Shell Nigeria is a corporation for 
human services that provides work environment that ac-
commodates everybody irrespective of their gender, tribe, 
religion, ethnic, physical abilities and social class among 
others. In addition, in Nigeria context, few research has 
been done on diversity management and inclusion as they 
relate with the employee as one of the major stakeholders.  

For instance, Nzeadibe et al. (2015) study centred on 
cultural diversity and community perception in Nigeria. 
Ogbo and Kifordu (2015) researched on management of 
diversity as a strategy for development sustainability in 
developing nation. Adeleye et al. (2012) worked on diver-
sity management in Nigeria: “The Chevron Way”. Ogbo 
et al. (2014) conducted qualitative research on the influ-
ence of workforce diversity on organizational performance 
in selected Nigeria’s firms.  Moreover, these studies were 
qualitative research, by implication there is scarcity of em-
pirical study in Nigeria context especially in multinational 
corporations where diversity and inclusion are parts of 
their core values. 

In the same vein, Singal (2014) argued that, diversity is 
a social imperative and a desirable aspect of organisation’s 
activities, the scholar further stated that, the influence of 
diversity management and inclusion on workplace behav-
iour have received little attention, moreover, the findings 
of the existing studies on these constructs are inconsistent. 
However, within the multinational corporations, to the best 
of our knowledge, the direct influence of diversity manage-
ment and inclusion on employee job satisfaction and job 
performance had not been established, this study intends 
to fill this gap. This scenario is worth of investigation in a 

country with high level of discrimination, and in a cor-
poration that preaches against discrimination. This study 
therefore seeks to establish the impact of diversity manage-
ment and inclusion on employees’ organizational outcomes 
in Lagos branch of Shell Corporation.  The hypotheses are 
as indicated in Figure 1 and the specific objectives are to: 

Ascertain the interaction between diversity manage-
ment and employees’ job satisfaction. 

Identify how inclusion impacts employee job perfor-
mance. 

Establish how diversity management influences employ-
ees’ job performance. 

Determine how inclusion relates with employee job 
satisfaction. 

1. Review of literature 

1.1. Diversity management 

The practices of diversity management have evolved over 
time. Before 1970s, the major approach to diversity ma-
nagement were liberal and radical approaches. According 
to Kirton and Greene (2010), liberal approach was under 
the philosophy of sameness, while radical approach was 
under the philosophy of positive discrimination. Diversity 
management has been defined as the utilization of human 
resources management practices for maintaining variations 
in human capital and ensure that such variations do not 
have negative influence towards the achievement of the 
organizational goals and objectives (Olsen and Martins 
2012). Kirton and Greene (2010) described diversity mana-
gement as valuing employees’ differences and effectiveness 
in the usage of such differences. The scholars further argued 
that diversity management has gained greater recognition 
in recent time, and it is a phenomenon that advocated for 
Equal Employment Opportunity (EEO) and Affirmative 
Action (AA) laws among others. Affirmative action pro-
grams in the United States were stemmed out of the ci-
vil right movement towards the eradication of cultural/
racial discrimination, and so on, while affirmative action 
programs in Australia were centered on combatting the 
issue of gender discrimination. According to Konrad et 
al. (2006) Affirmative Action programs comprises organi-
zational goals for adequate representation of historically 
excluded groups, and mapping out strategies for achieving 
the goals, while Manoharan et al. (2014) argued that Equal 
Employment Opportunity is majorly being driven by le-
gislation. Kossek et al. (2006) accentuated that, diversity 
management involves commitment to EEO, although, di-
versity management scope is much broader. In the opinion 
of Jayne and Dipboye (2004) there are varieties of programs 
in diversity management, the vital components include ini-
tiative for recruitment, promotion and retention of diverse 
group of workforces. Figure 1. The schematic model of the study 
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 1.2. Inclusion 

According to Ortlieb and Sieben (2014) inclusion is a new 
concept among researchers and still at its infancy stage in the 
organisational literature, this is one of the major reasons why 
much study has not been done on it, they therefore advocated 
for more empirical work on this concept as it relates with 
organisational practices. Also, in Shore et al. (2011) it was 
argued that, despite the fact that inclusion has started gaining 
popularity, it is still a new concept with no consensus among 
researchers as regards its definition. Therefore, scholars had 
given definition in their various ways. For instance, Hanappi-
Egger (2012) defined inclusion as a means of valuing and 
enabling employees’ full participation in the entire organi-
sational activities. Ponce-Pura (2014) defined inclusion as 
the individual employees’ sense of belongingness as it relates 
to their experiences and perceptions being recognized for 
their qualities and individuality within the organisational 
context. In the opinion of April and Blass (2010) inclusion 
of employees in organisation’s processes and procedures 
has to do with equal opportunity among workforce in the 
workplace. Roberson (2006) described inclusion as the re-
moval of hindrances to the employee full participation and 
contribution to organisational activities.  

1.3. Job satisfaction 

Job satisfaction of employees is a crucial indicator of posi-
tive performance outcomes in any organisation (Ohunakin 
2018). This requires the leadership of every organisation to 
influence followers towards the achievement of common 
goals. Son and Ok (2018) and Omonijo et al. (2015) argued 
that increase in employees’ job satisfaction is one of the 
major responsibilities of the organisation, which would 
consequently have positive influence on the organisational 
productivity. According to Zhu (2013), the formal defini-
tion of job satisfaction stemmed out of the studies carried 
out by Fisher and Hanna in 1931, where job satisfaction 
was described as a product of non-regulatory mood tenden-
cy. In Dilig-Ruiz et al. (2018) job satisfaction was defined 
as outcome of the overall nature of the job and person’s 
expectations, and perceptions of various components of 
the work environment. In Ohunakin et al. (2018), it was 
stated that job satisfaction is a positive attitude or pleasant 
emotional state derived from valuing someone’s effort in 
terms of achievements. Castellacci and Viñas-Bardolet 
(2019) opined that the level of individual employee’s job 
satisfaction varies depending on perception of such indi-
vidual about the antecedents, such as career prospect and 
value for income. 

1.4. Job performance 

Employee performance can be described as the extent 
of accomplishment an individual attain on a given task 

over a particular period of time. It can also be regarded as 
measuring actual output of an individual employee with 
the intended output. In the earlier work of Campbell et al. 
(1990) employee performance has been defined as the level 
of individual employee performance which differentiate 
such from the organisational performance. Muindi and 
K’Obonyo (2015) described employee performance as a 
multi-dimensional construct which can be defined from 
the perspective of outcomes or behaviour. The outcome 
aspects are those results or consequences of individual 
employee’s behaviour that can be influenced by various 
environmental factors, while behavioural aspects are the 
contributions of individual employee’s to a given assign-
ment that have impact on the goals and objectives of the 
organisation (Campbell et al. 1993). 

1.5. Workplace diversity, inclusion, employees’ job 
satisfaction and employees’ job performance 

According to Odhiambo (2014) study on educational 
sector in Kenya, a positive significant relationship exists 
between workforce diversity management and employees’ 
job performance. Kyalo (2015) also found positive impact 
of diversity management on employees’ job performance. 
In harmony with Odhiambo et al. (2013) also reported a 
significant effect of diversity management on employees’ 
job performance. Conversely, Ely (2004) and Kochan et 
al. (2003) study revealed no positive interaction between 
diversity management and organizational performance in 
their different research. Similarly, Leonard et al. (2004) 
discovered negative influence of diversity management on 
employees’ performance. Darwin and Palanisamy (2015) 
study revealed no significant effect between workforce di-
versity and employees’ job performance in Singapore.  

McNeely (1989) reported positive effect of diversity 
management on job satisfaction among the professionals in 
Hispanic American human services. Pitts (2009) also found 
a positive significant influence of diversity management on 
employees’ job satisfaction. Similarly, Lee and Lee (2012) 
recorded positive interaction between workforce diversity 
management and employees’ job satisfaction. In contrast, 
Campbell (2011) established no significant positive rela-
tionship between diversity management and employees’ job 
satisfaction. Stazyk et al. (2012) argued that effectiveness 
in diversity management has great potential to influence 
positive organizational outcomes such as job satisfaction.  

Telcom (2015) reported that, employees’ perception 
of inclusion has strong positive impact on their job sat-
isfaction among the Norwegian workforce. In the earlier 
studies, researchers had found that employees’ perception 
of inclusion and acceptance by the co-workers and the 
organization would positively influence their job satisfac-
tion (DeFrank and Ivancevich 1998, Findler et al. 2007). 
Similarly, Acquavita et al. (2009) stated that, inclusion  
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positively influence employees’ job satisfaction among 
social workers. In the opinion of Thomas and Ely (1996) 
workforce inclusion among other things would result in 
greater employees’ performance, and consequently enhance 
organisational productivity. Singal and Gerde (2015) and 
Choi (2017) stated that, there had been inconsistencies in 
the earlier studies on diversity management, and employees’ 
job performance and job satisfaction. Moreover, there are 
dearth of studies on inclusion and organizational outcomes 
especially in a multinational corporation in our context. 
Given these arguments, we test the following hypotheses:  

Hypothesis 1 (H1): Diversity management will have 
positive impact on employees’ job satisfaction. 

Hypothesis 2 (H2): Inclusion will influence employees’ 
job performance positively. 

Hypothesis 3 (H3): Diversity management will positively 
affect employees’ job performance. 

Hypothesis 4 (H4): Inclusion will have positive interac-
tion with employees’ job satisfaction. 

2. Methods, sample, data collection and measuring 
tool    

The major purpose of this study is to examine how di-
versity management and inclusion relate with employees’ 
job performance and employees’ job satisfaction in Lagos 
State branch of Shell Corporation. Cross-sectional research 
design was adopted in this study. 5-point likert scale ques-
tionnaire, ranging from (1) strongly disagree to (5) strongly 
agree was used as the measuring instrument for data gat-
hering as it relates with the interaction between diversity 
management, inclusion, employee job satisfaction and 
employee job performance among 384 Shell Corporation 
employees in Lagos, Nigeria. This measuring instrument 
was divided into five parts (A-E). The first part (part A) 
comprises the demographic questions of the respondents. 
The second part (part B) addressed the questions on diversi-
ty management. The eight dimensions of diversity manage-
ment of Larkey (1996) Workplace Diversity Questionnaire 
(WDQ) was considered for this study. This includes inclu-
sion, ideation, understanding, treatement, power, cohesive-
ness, detail, values. After the confirmatory factor analysis 
(CFA) was conducted, two of these were excluded because 
their factor loading was lower than the threshold of 70% 
as recommended by Fornell and Larcker (1981). However 
six (6) dimensions of diversity management for culturally 
diversed workgroups in an organizational context of Larkey 
(1996) was adapted for this study. The third part (part C) 
centered on questions on inclusion as it relates with work 
group involvement (WGI), influence in decision making 
(IDM) and access to information and resources (AIR) de-
veloped by Cho and Mor Barak (2008). Fourth part (part 
D) focused on the questions on employee job satisfaction 
adapted from Minnesota Satisfaction Questionnaire (MSQ) 

as used in Martins and Proenca (2012). The fifth part (part 
E) addressed questions on employee performance role ba-
sed performance scale (RBPS) adapted from Welbourne 
et al. (1997). These adapted measuring instrument were 
subjected to modifications, three scholars and experts in 
the field of human resources  evaluated the questionnaire 
for clarity and content, for it to be able to fit into the context 
of this study and to eliminate ambiguity. Analysis was done 
by Stata 14. 

3. Data analysis 

This study utilized various form of analyses. The demo-
graphic profile of the 384 employees of Lagos branch of 
Shell corporation was analysed using frequency and per-
centage. Confirmatory factor analysis (CFA) was used to 
assess the measurement model in order to validate the re-
search constructs. Convergent and divergent validity was 
done to test whether the findings support the distinction 
of the parameters included in the study model. Structural 
Equation model (path analysis) was adopted for testing 
the four hypothesis.

Table 1. Descriptive statistics of demographic variables 

Demographic 
Characteristics Mean Standard 

Deviation 
Mini
mum 

Maxi
mum 

Gender 1.40 0.49 1 2 
Age 2.31 0.95 1 4 
Educational 
Level 3.07 0.26 3 4 

Marital Status 1.52 0.52 1 3 
Year of Service 2.47 1.07 1 4 

The descriptive statistics for the respondents’ demo-
graphic profile is as shown in Table 1, indicating the mean, 
standard deviation, minimum value and maximum value. 
Through face-to-face means, 436 copies of questionnaire 
were distributed to employees of Shell Corporation in Lagos. 
The Shell corporation employees were contacted for par-
ticipation, and it was communicated to them that they have 
the right to agree or not. The usable copies of questionnaire 
were 385, which represented 88% response rate. Majority of 
the respondents were female (54.7%) with the total number 
of 210, while 174 were men (45.3%). Educational qualifica-
tions of the respondents revealed that 9 (2.3%), 6 (1.7%), 
267 (69.5%), 36 (9.4%), and 15 (3.9%) were SSCE (Senior 
School Certificate Examination), Vocational diploma, 
B.Sc/BA (first University degree), M.Sc/MBA/MA (second 
University degree) and PhD respectively. Age bracket 30–39 
has the highest number of the respondents which accounted 
for 159 representing 41.4%, followed by age bracket 20–29 
with 102 respondents representing 26.6%, age bracket 40–49 
has 87 respondents which is 22.6% of the total respondents, 
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while the remaining 36 respondents were in age 50 and 
above, representing 9.4% of the total respondents. Igbo eth-
nic group has the highest number of 162 (42.2%), followed 
by Yoruba ethnic group 126 (32.8%), Hausa ethnic group 
has 60 respondents representing 15.6%, while the remain-
ing 36 (9.4%) were non-Nigerians. Christian religion has 
the highest number of respondents of 213 (55.5%), Islamic 
religion has a total number of 144 (37.5%) respondents, 
while the remaining 27 (7%) belong to the other religion. 
Regarding marital status of the respondents, 288 (75.0%), 72 
(18.8%) were married, were single, 18 (4.7%) were divorced, 
while the remaining 6 (1.6%) were others.  

 3.1. Reliability analyses 

This study adopted Cronbach Alpha to assess the reliability 
of the parameters. According to Lee et al. (2017), a satisfac-
tory and acceptable reliability coefficient must be equal to 
or greater than 0.70. In this study, the reliability coefficient 
for diversity management was 0.84, for inclusion was 0.83, 
for job satisfaction was 0.76 and for job performance was 
0.83 as shown in Table 2. However, each of these cons-
tructs has satisfactory reliability coefficient. As indicated 
in Table 2, the 17 items observed were significant (t > 1.96, 
p < 0.05). The average variance extracted ranged betwe-
en 0.47 and 0.65, and the findings support the distinction 
of the variables in the model. In line with the opinion of 
Bagozzi and Yi (1989), these AVE were greater than 0.50, 
excluding job performance (0.47) which was lower than 
0.50. However, the composite reliability (CR) of job perfor-
mance was 0.82, which was greater than the value of 0.60 

as recommended in Bagozzi and Yi (1989)  study. It implies 
that, its convergent validity was still valid and acceptable. 
As indicated in Table 3, correlation analysis was conducted 
to ascertain if there is any significant correlation between 
the measurement model constructs. 

3.2. Test of hypothesis and discussion 

Hypothesis 1 investigates the effect of diversity manage-
ment on employees’ job satisfaction. According to Table 
4 and Figure 2, the standardized direct (path) effect of di-
versity management on employees’ job satisfaction is 0.595 
(approximately 60%),  its standard error is 0.059,  Z statistics  
is 9.92. This is highly significant at p < 0.001. Hence, hy-
pothesis 1 was accepted. This implies that diversity mana-
gement have significant positive effect on employees’ job 
satisfaction among the workforce in Shell corporation. This 
result corroborated the finding from Choi (2017) where 
significant positive effect of diversity management on em-
ployees’ job satisfaction was established. Similarly, Ordu 
(2016) had earlier found positive relationship between di-
versity management and employees’ job satisfaction among 
the teachers who are working in the public high school in 
Turkey. Likewise Buckingham (2010), Demirel et al. (2012), 
Asif et al. (2011), Pitts (2009) and, Chen and Choi (2008) 
had found positive interaction between diversity and em-
ployees’ job satisfaction in their different studies. 

Hypothesis 2 concerns the influence of inclusion on em-
ployees’ job performance. As shown in Table 4 and Figure 
2, inclusion has positive influence on employees’ job per-
formance to the extent of standardized direct path of 0.665 

Figure 2. Model with standardized coefficients for diversity management, inclusion, job satisfaction and job performance 
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Table 2. Confirmatory factor analysis 

Variable 
Standardized 

Factor  
Loading

Standard  
Error t-value 

Average 
Variance 
Extracted

Composite 
Reliability 

Cronbach  
Alpha 

Diversity Management    0.50 0.843 0.84 
DIV1 0.5884 0.0426 13.79    
DIV2 0.5083 0.0474 10.71    
DIV3 0.6903 0.0248 19.79    
DIV4 0.8520 0.0238 35.79    
DIV5 0.8511 0.0239 35.65    
DIV6 0.5924 0.0423 14.01    
Inclusion    0.65 0.846 0.83 
INC1 0.7390 0.0329 22.47    
INC2 0.8432 0.0247 34.07    
INC3 0.8274 0.0255 32.48    
Job Satisfaction    0.51 0.757 0.76 
JSATI1 0.71 0.0375 18.85    
JSATI2 0.77 0.0353 21.87    
JSATI3 0.66 0.0399 16.49    
Job Performance    0.47 0.817 0.83 
JPER1 0.76 0.0293 25.82    
JPER2 0.71 0.0322 21.90    
JPER3 0.64 0.0356 17.91    
JPER4 0.65 0.0349 18.56    
JPER5 0.67 0.0335 19.86    

Table 3. Descriptive statistics and correlations for constructs 

 Variables Mean SD 1 2 3 4 
1 Diversity Management 3.20 0.70 (.74)    
2 Inclusion 4.02 0.57 41** (.71)   
3 Job Satisfaction 3.63 0.62 24** 35** (.70)  
4 Job Performance 3.70 0.61 19** 28** 20** (.76) 

Note: Root mean square of Average Variance Extracted are along the diagonal n = 384, **p < 0.01 

(approximately 67%), standard error of 0.054, Z statistics 
of 12.40, which is significant at p < 0.001. This however, 
informed the acceptance of hypothesis 2. This finding in-
dicated that inclusion has positive effect on employees’ job 
performance among the Shell Corporation employees. This 
outcome is in line with the finding of Cho and Mor Barak 
(2008) in their study on understanding diversity and inclu-
sion on employees’ commitment and performance among 
Korean workforce. These scholars further stated that, when 
employees perceived that they are adequately involved in 
the corporate mainstream of the organisation, they feel in-
cluded, their inclusion perception will increase, which will 
propel their job performance. Significant number of studies 
had likened the concept of inclusion with the concept of 

participation (Cho and Mor Barak 2008). However, earlier 
studies such as Denison (1990) Stamper and Masterson 
(2002) found positive interaction between participation 
and employees’ job performance. 

Hypothesis 3 examines the relationship between di-
versity management and employees’ job performance. As 
indicated in Table 4 and Figure 2, there is a positive inter-
action between diversity management and employees’ job 
performance, the standardized path coefficient between 
diversity management and employees’ job performance 
revealed 0.482 (approximately 48%), its standards error 
was 0.058, and the Z statistics was 8.33 with p < 0.001 level 
of significance. This prompted the acceptance of hypoth-
esis 3. This outcome shows that diversity management 
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impact positively on employees’ job performance of Shell 
Corporation. This finding is consistent with finding from 
Ugwuzor (2018), where  positive correlation was established 
between diversity and employees’ productivity. Ordu (2016) 
had earlier found positive relationship between diversity 
management and employees’ job performance among the 
teachers who are working in the public educational sector 
in Turkey. Similary, Pitts (2009) also found positive effect 
of diversity management on job performance among the 
employees in the US federal agencies. In addition, Qasim 
(2017) established positive effect of diversity manage-
ment on employees’ performance in educational sector in 
Afghanistan. 

Hypothesis 4 investigates the impact of inclusion on 
employees job satisfaction. As indicated in Table 4 and 
Figure 2, there is positive significant impact of inclusion on 
employees’ job satisfaction, to the extent of 0.266 (approxi-
mately 27%), the standard error is 0.073, Z-value is 3.65 
and p < 0.001 significance level. Then, hypothesis 4 was not 
rejected. It implies that inclusion increases employees’ job 
satisfaction among the Shell Corporation workforce. This 
finding corroborates the result from Hwang and Hopkins 
(2015) study on diversity taxonomies and inclusion on or-
ganisational behavior among public child welfare workers. 
It is also consistent with earlier research findings, including 
Acquavita et al. (2009), Mor Barak et al. (2006) and Mor 
Barak and Levin (2002) among others. 

Conclusions and practical implication of findings 

In line with the reviewed literature, four hypotheses were 
formulated for this study and all of them were suppor-
ted, Base on these empirical findings, adequate diversity 
management and inclusion can increase employees’ job 
satisfaction and job performance Our findings make several 
significant contributions to the literature. It has contributed 
to extant literature on diversity management, inclusion, job 
satisfaction and job performance. In our context, this study 
provides empirical evidence of the effect of Larkey (1996) 
Workforce Diversity Questionnaire (WDQ) on employe-
es’ job satisfaction and employees’ job performance. Also, 
the interactions between inclusion of Cho and Mor Barak 
(2008) and employees’ job satisfaction and job performance 
were empirically established. There is no doubt, diversity 

management has certain challenges, nonetheless, organi-
sations can benefit immensely if it is properly managed. 
Extant literature has suggested that, organisations should 
consider diversity management and inclusion as two sides 
of a coin that cannot be separated, in order to obtain positi-
ve employees’ workplace attitude and behaviour (Ikeije and 
Lekan-Akomolafe 2015). This will conseqently assist the 
management in boosting their job satisfaction and increase 
their job performance. Hence, achieving their set goals and 
objectives. It is therefore concluded that, the better the ma-
nagement of the diverse workforce, and adequate inclusion 
of the employees in the various organisational activities, the 
more favourable their attitude and workplace behaviour.  

This study results have some practical implications for 
leaders, managers and policy makers that are interested in 
getting the best out of the employees’ which will boost the 
economy of their organisations. Actions for enhancement of 
on-going training for managers and supervisors on manage-
ment of  diversified workforce and inclusion. Consistency 
in the evaluation of communication lines for adequate dis-
semination of information regarding organisational policies 
and procedures, which is an integral part of inclusiveness. 
Management/ managers should ensure that the practices 
within the organisation foster development of workforce, 
consultation and readiness for feedback that will promote 
employees’ job performance and boost their job satisfac-
tion. In addition, one of the major piority of management 
is to guide against employee turnover. This implies that, the 
management should focus more on fostering positive work 
attitude and behaviour related to employees’ job satisfaction 
and job performance because they are fundamentals for 
reducing rate of turnover in workplace. 

Limitations and area of further research 

This study has several limitations. First, this study sample 
was drawn from one of the branches of (although the largest 
branch) a multinational corporation, in order to be able to 
generalize the findings of this study, it is suggested that it 
should be replicated in other part of this nation, as well as 
other multinational corporations. Second, this study is sug-
gested to be replicated in other African countries, with les-
ser level of diversity, because Nigeria has been identified as 
the most diversed country in the continent of Africa, with 

Table 4. Standardized path coefficient for testing of hypotheses  

Hypothesized Path (β) S.E Z Value  Hypothesis Testing 
H1: Diversity Management → Job Satisfaction  0.595 0.059 9.92 Supported 
H2: Inclusion → Job Performance 0.665 0.054 12.40 Supported 
H3: Diversity Management →Job Performance 0.482 0.058 8.33 Supported 
H4: Inclusion → Job Satisfaction 0.266 0.073 3.65 Supported 

Note: β = Beta Value, S.E = Standard Error 
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numerous ethnic, cultural, tribal, religious groups among 
others (Society for Human Resource Management 2009). 
Third the usage of cross-sectional design in the collection 
of data has limited the causal inference of the findings. 
Third, the subjective nature of the measuring instruments 
could be regarded as a limitation. Though, the employe-
es’ subjective perceptions supplied adequate information 
about their organisation realities. It is suggested that future 
studies should consider some objective measures, such as, 
capturing data through interview, open-ended questions, 
observation, focused-group and so on.  
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