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Abstract:- The study investigates the effect of workforce
ethnic diversity and education background diversity on
employee performance in selected universities in Kenya.
The objective of the study were to determine the effects
of education background diversity on employee
performance and to determine the effects of workforce
ethnic diversity on employee performance. Social
identity theory was used to ground this study.
Explanatory research design was adopted, and a survey
was conducted on selected Universities in Kenya. Self-
administered questionnaires were distributed to 371
teaching and non-teaching administrators  of
Universities out of which 305 equal to 82% of the
sample size were returned and were used in data
analysis. Cronbach alpha was used to test the reliability
of the instruments. Descriptive statistics such as mean,
standard deviation and Pearson correlation analysis
was done. Regression analysis was done to test the
hypotheses and to establish the effect that each variable
has on employee performance. The study findings
indicate that ethnic diversity (Bi= 0.238, p<0.05),
educational diversity (B2 = 0.048, p<0.05) have
significant and positive effect on employee performance.
This study therefore supports and contributes to the
social categorization theory and human resource
management literature. The implication is that
institutions and firms should consider hiring employees
from socially diverse backgrounds to be able to achieve
higher employee performance.

Keywords:- Workforce Ethnic Diversity, Education
Background Diversity, Employee Performance.

I INTRODUCTION

Given the declining success of most companies, the
contributions of a diverse workforce can no longer be
overemphasized. Higher education institutions and leaders
continue to face the opportunities and challenges presented
by emerging and increasingly diverse environments. For
order to become a successful leader in the area of diversity,
university leaders need to be conscious or understand that
diversity has an influence on the performance of
employees. Nevertheless, this was not the case in any of
these organizations (Gipson et al., 2017).
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The diversity of the workforce relates to gender,
sexual orientation, age, disability, ethnicity, religion,
abilities, personality, identity and education. (Saxena, 2014:
Zurbrigg, & Miner, 2016: Sippola, 2014). Despite
increased workforce mobility, several businesses have
recognized that diversity in the workplace is a challenge. It
may cause issues, but it may also become a source of
innovation from which employees' abilities develop into
business advantages. (Davidsonet al., 2016: Broadbridge &
Fielden, 2018). That is why labor diversity has become a
key instrument for satisfaction and performance of
employees in both the public and private sectors. Most
researchers agree that the elements of labor diversity can
have a profound impact on how people respond to each
other and how they interpret their commitment to
organizational goals.

Wijbenga (2019) proposes that diversity involves
primary and secondary dimensions that are critical to the
understanding of key (especially primary) factors that
contribute to the diversity of the workforce. Primary
dimensions are immutable differences that are inborn or
represent one’s core identity, such as race, ethnicity,
gender, age, physical quality / ability, and sexual
orientation. These dimensions have a primary influence on
the shaping of the individual's self and worldview.
Secondary dimensions include educational history,
geographical location, income, marital status, religious
views and job experience. Such aspects of diversity
management are the cornerstone to success in today's
intensely competitive global marketplace. In order to gain
market relevance in global markets, universities need to
embrace diversity-how they think, act and innovate. Both
of these factors are responsible for alleged discrimination
against employees, whether actual or imaginary, and it is
time to tackle them.

Empirical evidence suggests that universities have not
made substantial progress in managing team dynamics to
reach success expectations for team members that are
geographically scattered and culturally diverse (Muethel
and Hoegl, 2010). Nor do they seem to have done so from
the domestic front, though changes in the world's
population create opportunities for people of different
cultural backgrounds to work together in diverse
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organizational settings to enhance employee efficiency
(Chao and Moon, 2005). In addition, the studies performed
by Chao and Moon (2005), Gusoy et al., ( 2008) and
Twenge et al., ( 2010) showed that the aging of the
population is creating a situation in which the university
administration must ensure that multiple generations
function in accordance with the performance of workers
and the progress of the university.

Although most studies have centered on labor
diversity in countries such as Denmark, Australia, the
United States and Nigeria, none have been conducted in
Kenya in the study area given the country’s higher level of
diversity. Notwithstanding this, none of them also
considered a clear correlation between diversity and the
success of workers in the university setting. This study is
therefore key to resolving the research gap that currently
exists.

» Statement of the Problem

The workforce in Kenya is increasingly diverse in
terms of gender, sex, culture, disability and ethnicity, and
senior managers need to consider the effects of this on
organizational performance Wambui et al., (2013).

The failure of diversity initiatives in organizations was
attributed to a lack of attention to the needs assessment
process (Prieto et al., 2009). It is for this reason that the
issue whether the educational history or ethnicity of an
individual influences some part of his or her success has
been examined. EXisting research has not given this area
the recognition it deserves, in particular, of the possible
performance benefits of diversity.

In Kenya, initiatives such as the promulgation of a
new constitution and the 'Equality and Freedom from
Discrimination' framework, as well as human resources
policies in organizations, are moving in the right direction
towards diversity, but have remained largely unused. It is
considered a matter of law rather than a strategy for
achieving the desired organizational objectives .The
literature by Richard et al., (2003) recommends an
investigation into the potential of a diverse workforce with
a competitive advantage for organizations. However, there
has been a gap in this area, given that managers have
focused more on mentally challenging work, equitable
rewards, supportive working conditions and helpful
colleagues, without paying more attention to the diversity
of the workforce (Luthans et al., 2007). As a result, there
has been no systematic structure connecting labor diversity
to organizational success in most organizations.

Despite this trend, it is not clear in the context of
Kenya whether labor diversity affects organizational
performance and, if so, the extent and benefits to
universities. Diversity management means the creation of a
heterogeneous workforce capable of achieving its capacity
in an equal working atmosphere where no member or
community of members has an advantage or disadvantage
over the other (Garg et al., 2017).
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Accordingly, this research aims to extend existing
literature on labor diversity by further defining the impact
of diversity on the educational history and ethnic
composition of the workforce on the performance of
employees in selected universities in Kenya.

> Objectives

e To determine the effect of workforce ethnic diversity on
employee performance.

e To establish the effect of diversity in education
background and employee performance in an
organization.

1. LITERATURE REVIEW

» Diversity in Ethnicity

According to Satter (2014), labor diversity was the
hallmark of the 1990s and continued to gain traction in the
new age. In addition to the ongoing rise in diversity, there
has also been a rise in the use of work teams, with the goal
of using greater collaboration and teamwork to enhance and
boost both employee satisfaction and efficiency .While the
essence of the composition of the workforce is increasingly
becoming more diverse in terms of gender, age and
ethnicity, there has been an growing interest in the effects
of such diversity in our educational institutions (Watson et
al., 2002). Multicultural growth in business is due to the
multicultural growth of our society and thus also pervades
the family, educational and religious circles. Watson et al.,
(2002) further suggests that variations in cultural
characteristics have been predictive of team ratings, which
can be interpreted as the benefit of having ethnically
diverse perspectives on team problem-solving resulting in
improved team success after teams have learned how to use
these variations to their benefit.

Innovation has been identified as an interactive
process that often involves communication and interaction
between employees in a company and draws on their
different qualities at all levels of the organization
(QDstergaard et al., 2011). In other research, the
characteristics of diversity, such as ethnic origin, race,
gender and age, can have negative impacts on the business.
Minority members may experience less job satisfaction,
lack of commitment, identity problems, perceived
discrimination, etc. (QJstergaard et al., 2011; Harrison and
Klein, 2007).

According to Lee (2015), ethnicity can be used as a
proxy for cultural context and ethnic diversity can be
assumed to be positive for creative results. Gupta, (2013),
notes that some degree of diversity in ethnicity may be
positively correlated with creativity, but that a high degree
of diversity in ethnicity may be negative as it may generate
tension and clique due to social categorization.

> Diversity in Educational Background

Educational contexts differ from country to country,
depending on the degree of private and public sector
involvement in supporting infrastructure. Employers
typically avoid hiring staff whose training, experience or
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education is perceived to be insufficient (Arokiasamy,
2013). Employee performance is based on their level of
education.

Daniel (2009) also shared this view and went on to
point out that different levels and forms of education could
be expected to have different mobility rates. For example,
occupations that are open to those with work experience but
do not have a qualified tertiary or graduation paper can
vary from those possessing that level of education. Daniel
(2009) further states that, depending on the level of
education, the individual will be more productive. The
more schooling the individual worker gets, the more
successful the worker would be. Moretti (2004)
investigated this concept and found that cities with a higher
percentage of tertiary education staff would have higher
salaries for individuals at all levels of education. Some
researchers found a rise in political engagement (Dee,
2004) or a decline in crime rates (Lochner and Moretti,
2004) and an improvement in economic growth (Fanv et al,
2016). This also seems likely that the patterns of thinking
under which workers raise their feelings of disappointment
and exclusion under conditions of rising diversity will raise
and can have significant implications for the dynamics of a
diverse community.

» Relationship between Educational Background and
Employee Performance

It is the responsibility of leaders, according to Combs,
to implement educational diversity initiatives in an effort to
motivate and encourage each individual to work effectively
with others in order to achieve organizational goals. The
principle of division of labor is intended to promote
efficiency in the performance of work. That is why a
person's educational history can be a significant predictor
of their experience, skills and abilities. According to Elsaid
(2012), dissimilarity in educational context tends to have a
beneficial effect on team success because it encourages a
wider variety of cognitive skills.

Mwatumwa, (2016) contends that the absorption
capacity of the organization is likely to increase the variety
of knowledge structures as reflected in the various
educational majors. Lent, (2002) further argues that the
choice of a specific educational institution may represent
one’s cognitive strength and personality. Bezrukova et al.,
(2016) noted that informational diversity, such as education
and functional areas, was positively related to the actual
work group results, although the relationship was mediated
by a task conflict. Educational background has also been
shown to have a negative impact on team performance and
social integration in teams (Elsaid, 2012).

Homberg&Bui, (2013) found that heterogeneity at the

level of education (undergraduate versus graduate) was
related to the goal of turnover. Wide differences in
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educational background have led to an increase in work-
related discussions between work teams (Bezrukova et al.,
2007). It seems that heterogeneous educational
backgrounds tend to increase the level of discomfort and
conflict that can lead to reduced social integration in teams.
In other words, education context diversity may have both
benefits and drawbacks for the success of employees.
Performing the activities that workers have mastered,
technically and actually eliminates waste, increases the
speed and quality of finished goods.

Hoi There is no significant relationship between
workforce ethnicity and employee performance

> Relationship  between Ethnicity and Employee
Performance

Today, public and private companies are more
ethnically diverse than ever before. It is therefore important
to consider how diversity affects experiences in the
workforce and how work-related results improve.
According to Dastane, & Eshegbe, (2015), it is critical that
organizations know how to handle their diverse workforce
in such a way that they can optimize the benefits of this
diversity and reduce its disadvantages. In addition, Pitts and
Jarry (2007) argue that organizations are becoming more
diverse along ethnic lines and thus make sense to pay more
attention to how different groups interact with each other at
work. Some researchers have identified ethnic diversity as a
source of serious problems, such as communication
problems, conflict, discrimination, lack of consensus and
lack of cohesion in organizations (Jackson and Joshi,
(2004) and Kooij-de Bode et al., (2008).

Despite the obvious problems, scholars have alluded
to the fact that ethnic diversity can produce positive results
if it is properly managed. According to Opstal (2009), some
of the advantages include more creativity, innovation and a
larger pool of resources available in the organization
(knowledge, skills and social networks). This was
supported by Jackson et al., (2004). Managers need to
successfully handle diversity in a way that minimizes
negative  consequences and  maximizes  benefits
(Mwatumwa, 2016).

Richard, (2000) pointed out that diversity in the form
of ethnicity can be expected to be positive for innovative
performance as it broadens the company's perspectives and
perspectives. In addition, based on the @stergaard et al.,
(2011) study, some levels of ethnic diversity may be
positively associated with creativity and improved work
performance.

Hoz There is no significant relationship between
workforce educational background and employee
performance
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. RESEARCH METHOD

This study used explanatory research design. The study was conducted in four universities in Kenya. These included; Moi

University, Eldoret University, Mount Kenya University and Catholic University of Eastern Africa. The target population for this
research included the teaching and administrative employees in the various schools of the target universities

» Sample Size Table

Institution Target Population Population Category Population Size Per Sample size
—_ N
Category n= /1 4N,

Moi University 1,957 Teaching 934 79
Administrative 1023 87

Mt. Kenya University 1,524 Teaching 602 51
Administrative 922 78

University of Eldoret 363 Teaching 56 4
Administrative 307 26

Catholic University 435 Teaching 158 13
Administrative 277 23
Total 4,279 4,279 371

Table 1
Source: HR Respective Institutions

Taro Yamane (1973) formula was used to calculate
sample size from a target population of 4,269. The
calculation will be as follows:

_N
n="/14N,

The following multiple regression equation was utilized
Y=0+p Xs+p2Xot+ g

Where, Y = employee performance

o = Constant

B1 and Bo= coefficients of multiple regression model
X1= Ethnicity

Xo= Educational background

€ = error term

Where:

n = Sample size

N = Population size

e = the error of Sampling
This study will allow a sampling error of 0.05.
The calculation yield the following sample size V. RESULTS
«» Descriptive Analysis

Table 2 describes the summary statistics of the

371=4269 1/»/4269(0.05)2
responses obtained on the relationship between ethnicity

The data collected through the questionnaire was

analyzed statistically by using the Statistical Package for
Social Science (SPSS). The study conducted initial data
analysis using descriptive statistics, correlation analysis and
regression analysis

and employee performance. This parameter has a mean
score of 3.93 and a standard deviation of 0.82082. This is
an indication that the majority of respondents have the
same opinion on the relationship between the two variables

Mean Std. Deviation
The institution does a good job for attracting and hiring minorities 4.0033 .81313
The opportunity for growth and advancement exists for minorities in our institution 4.0131 .78209
The institutions concerns about the employees customs, cultures and values 4.0000 .73895
At work | develop low self-esteem due to my ethnicity 3.9377 .78601
The ethnicity differences in work group do not encourage conflict 4.0098 .73666
The team leader includes all members at dgf:lzf:é ethnicity in problem solving and decision 3.84%6 88192
I am positive about ethnic diversity in this work place 3.6984 1.00696
Index for ethnicity 3.9290 .82082

Table 2:- Descriptive Statistics for Workforce Ethnicity Management

N= 305
*Five point scale: 1=strongly disagree; 5=strongly agree:
Source: Survey Data (2020)
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» Descriptive statistics for Educational Background and management
Table 3 below shows that majority of respondents agree that workforce educational background has a significant relationship
with employee performance. It has a mean score of 3.8640 and a standard deviation of 0.84506.

Mean Std. Deviation
The institution provides paid study leave to employees who further their education 3.8492 .80920
Opportunities for growth and adv_anc_emgnt exist f_or employees who have lower 3.9311 82628
qualification in education
At work, | experience lack of confidence due to my education background 3.8197 .87562
The team leader includes all members at_d_lfferent 9ducat|0n levels in problem solving and 3.8557 86916
decision making
Index for educational background 3.8640 .84506

Table 3:- Descriptive Statistics for Educational Background and Management

N= 305
*Five point scale: 1=strongly disagree; 5=strongly agree:
Source: Survey Data (2020)

> Descriptive statistics for employee performance
Table 4 shows that majority of respondents in various institutions are of the opinion that employee performance is influenced
by workforce diversity at a mean of 4.0290 and a standard deviation of .780453.

Mean Std. Deviation
I enjoy my tasks and the divisions work approach 3.9148 1.13813
I am committed to mission and direction of my institution 4.0492 .81568
I am motivated to complete the tasks that are assigned to me 4.1279 .68348
I cooperate well with my colleagues of different ethnicity 4.0459 .78505
opposite gender can perform well and | enjoy working with them 4.0925 .75095
My performance level affects my salary level 4.1246 13732
I am satisfied with my work conditions 3.7344 .99255
I am given the chance to try my own method of doing the job 4.0033 .80907
By learning more skills through courses/training i can improve my task performance 4.1377 12142
Good employee performance is important for the future growth of my institution 4.0623 .37088
Index for employee performance 4.0290 0.780453

Table 4:- Summary for Mean and Standard Deviation for Employee Performance
N= 305
*Five point scale: 1=strongly disagree; 5=strongly agree:
Source: Survey Data (2020)

¢ Correlation Analysis

Ttems EP ETH EB
EP 1

ETH 630 1

EB 588% 655* 1

Table 5:- Correlation Results for Test Items
EP=Employee performance, ETH=Ethnic diversity, EB=Educational background,

**Correlation is significant at the 0.01 level (2- tailed)
Source: survey Data (2020)
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All the independent variables have positive correlations with the dependent variable, ethnic diversity with coefficients of
(ETH=0.0630, p<0.01), and educational background had correlation of (EB=0.589, P<0.01). This however indicates that all the
variables under consideration are statistically significant at 95% confidence interval level of 2-tailed.This shows that all the

variables have a positive effect on the dependent variable.

Predictor
Variables B t - value Sig. Tolerance VIF

ETH .245 4.366 .000 470 2.126
EB .054 .896 .000 417 2.401

Dependent variable is Employee Performance= 93.209; P < 000; R?= 0.554; Adjusted R?= 0.548

Source: Survey data (2020)

Table 6:- Regression Analysis

» Hypotheses Testing For the Dependent Variable

The study tested two formulated hypotheses setting
significance level at 0.05, at 95% confidence interval. The
beta coefficients of the study show the slope that explains
the relationship between dependent and independent
variables. It also shows the coefficient size and magnitude
of influence. In addition, t-tests were done to compare the
beta coefficients with 0. In this study, standardized
coefficients were used to explain the hypotheses results.

To test the hypotheses, the researcher started with the
regression between workforce Ethnic diversity, Educational
background diversity and employee performance. The
contributions of each set of variables were evaluated by
determining the significance of the F-value associated with
the change in Adjusted R? after each was introduced as
proposed by Cagliano et al., 2006)

Hypothesis Hoi: There is no significant effect of
diversity in ethnicity on employee performance.

» Test of Hypotheses Results

Hypotheses HO; states that employee ethnicity has no
significant effect on employee performance. Results in
table 5 indicates that ethnic diversity has coefficient
estimates of (=0.245, p<0.000, t=4.366). Since the p-value
is less than (0.05), the null Hypothesis is rejected. This
implies that at 95% confidence interval ethnic diversity
does influence employee performance.

Hypothesis Hoz: There is no significant effect of
diversity in educational background on employee
performance

Hypotheses Ho, states that employee educational
background has no significant effect on employee
performance, but the results in table 5 indicates that
workforce ethnicity has coefficients estimate of (f=0.054,
p< 0.000, t=0.896) which is higher than (0=0.05). This
implies that at 95% confidence interval workforce
educational background does influence organizational
performance, hence null hypotheses is rejected.

Hypothesis Beta p-values Results
Hol: There is no significant relationship between workforce ethnicity .245 .000** Reject
and employee performance.
Ho2. There is no significant relationship between workforce .054 .000** Reject
educational background and employee performance.

Note, significance at p**<0.01, p*<0.05
Source survey Data (2020)

From the preceding discussion, it is concluded that the
null hypotheses in this study remain rejected as the
alternative is supported.

V. CONCLUSION

The findings of this study show that high workplace
performance has a positive impact on factors such as race
and education in universities and other organisations.
Companies should address these demographic categories in
order to stay competitive.

This study is supported by Bér et al., (2007) a study
that based the diversity dimension on a positive relationship
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to performance. It is also suggested that diverse education
and tenure teams outperform teams that are less diverse.
The combination of managers and employees with different
backgrounds in education, as well as experienced managers
and managers who have just entered the industry seems to
be an optimal combination to deliver superior performance.
The research also points to the fact that teams consisting of
members who differ in terms of their tenure know different
groups of people, have different technical skills and have a
different perspective on the culture and history of the
organization. This will provide employees with a wider
range of contacts and knowledge and thus improve decision
quality and individual performance.
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RECOMMENDATIONS

The present study shows that companies are most
likely to achieve high employee output when the
heterogeneous workforce is properly established. This is
reflected in efforts made by some organizations to harness
ethnic diversity. The linear effects for these characteristics
are consistent with the self-categorization view. Hogg et
al.,, (2017), avers that categorization clarifies intergroup
boundaries by producing group stereotypical and normative
perceptions, and assigns people including self, to the
contextually relevant category. It specifies the operation of
the social categorization process as the cognitive basis of
group behavior.

The educational background diversity has presented
different viewpoints. More specifically there has been a
fixed mind that the lower the levels of education, the lesser
creative employees are. However, it has been established
that the level of education alone cannot restrict imaginative
solutions, creativity and innovation. None the less
Theoretical evidence in favour of this argument is yet to be
fully exploited. This study has served to highlight the fact
that employee performance is pecked on their level of
education. This implies that educational background is
important for both employment and effectiveness (Daniel
2009).

The findings of this study are quite valuable since
they provide managerial insights on how employee
performance may better be harnessed. The implication is
that the leadership of organizations should consider
aligning employee demographic characteristics with their
performance. Diverse workforce is more prepared to
process information within their environments due to their
evaluative capabilities.

» Implications for Further Research

The study points out that in the Kenyan context,
diversity in the service industry should be incorporated into
the strategies of the organization for higher employee
performance and growth. The development and empirical
testing of mediation effects will likely shade more light on
the strength of the relationships and effects.
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