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Chapter 1 

INTRODUCTION 

 

Introduction 

Diversity refers to the differences in people: age, gender, race, religion, culture and 

economic upbringing. In the 21st century, many companies strive for greater diversity 

in their workforce. A diverse company can find new markets more readily; can more 

easily recruit desirable workers of different races and ethnicities; and can remain 

flexible in a competitive environment, according to the University of Florida. 

However, diversity also creates potential issues in the workplace, it can easily cause 

tension and resultantly the downfall of the organization. 

The workforce is defined as the totality of the people working in an organization 

(Hornby 2009). Workforce diversity is defined by Kreitner and Kinichi (2010) as the 

multitude of the individual differences and similarities that exist among the people 

working in an organization. This definition is chosen because it underscores three 

important issues about managing workforce diversity, namely that there are many 

different dimensions or components of workforce diversity. This implies that 

workforce diversity pertains to everybody in the organization. 

It is not an issue of demographic characteristics such as age, race, or gender. In other 

words, it pertains to the host of the individual differences and similarities that make 

all the workers in the organization unique and different from the others. In other 

words, workforce diversity is not synonymous with the differences of the workers. 

Rather, it encompasses both differences and similarities. This means that managing 

workforce diversity entails dealing with both simultaneously. Thus, workforce 

diversity includes the collective mixture of differences and similarities of the workers. 
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Dealing with workforce diversity requires managers to integrate the collective 

differences and similarities. Both of them have to be properly examined, determined 

and established (Thomas, 2009) 

Background of the Study 

Diversity in the workplace in the United States was virtually non-existent for the first 

150 years after the country's founding. World War I, the 1920s Jazz Age and a 

stronger voice among minority workers slowly changed the workplace from a white 

male domain to better reflect a multicultural society. Still, the passage of federal laws 

and the formation of activists groups have not guaranteed racial and gender equality 

in the workplace. (Wagner, 2017) 

A true diverse workplace generally includes a proportionate number of ethnic 

minorities and male and female workforce that reflect the racial and religious makeup 

of society and the local community. In recent decades, a diverse workforce also 

includes people with disabilities, including AIDS and cancer sufferers, according to 

Diversity Inc. magazine's website. 

The modern workplace from the late 18th century to about 1930 was typically a man's 

world with few exceptions. In 1870, female clerks accounted for 2.5 percent of the 

workforce, rising to 53 percent in 1930. Female clerk typists rose from 5 to 96 percent 

during the same period. Minorities, typically African-Americans, were segregated to 

work in the service industry, such as servants, porters and manual labor, according to 

earlyofficemuseum.com. 

The diversity management focuses on organizations. Organizations are viewed 

broadly. They can include for-profit businesses and industries; non-profit and non-

governmental organizations; prisons; police departments and courts; educational 
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institutions and systems; local, regional, national and global government bodies; labor 

unions; religious organizations; community organizations; organizations concerned 

with environmental, consumer safety and civil rights issues; political parties. 

They include organizations that are set up on a temporary and on a long-term basis; 

single organizations and networks of organizations; organizations located in one 

nation and global organizations.  

Diversity management interventions into organizations and organizational change and 

stability processes can include working inside organizations – with individuals and 

groups/teams in organizations, parts of the organization, and the whole. Diversity 

management interventions may also involve changing organizations from the outside, 

rather from inside the organizations, by organizing and working with community and 

societal groups concerned with diversity and social justice issues in organizations. 

Diversity management addresses both diversity and social justice issues. Diversity 

refers to:1. The many differences among people, including age, class, ethnicity, 

gender, health, physical and mental ability, race, sexual orientation, spiritual practice, 

stature, education level, job level and function; 2 Cultural differences;3. Levels of 

system;4. Different ways diversity and social justice are experienced including, 

cognitive, behavioral, physical, emotional, and beliefs/values experiences. Social 

justice is defined and used here to mean the elimination of oppression. Human 

differences provide the richness of a varied human experience. They are also the basis 

for defining group identities and memberships which form the foundation for 

oppression.  

Oppression is the systems of inequality, privilege, and violence – i.e., racism, sexism, 

classism, heterosexism and other forms of oppression – that are institutionalized in the 

cultures, policies, and practices of society and organizations and internalized in 



 4 

individuals. Oppression results in privilege for members of dominant groups of 

people and harm and violence for marginalized group members. The privilege that 

results from oppression and give advantages to dominant group members is the 

unearned, unacknowledged rights, benefits and opportunities that are a form of 

―affirmative action‖ for dominant group members. 

The violence of oppression results from actions, behaviors, and practices that are 

experienced by marginalized group members as life-diminishing, life-deadening, life-

threatening, and life-ending as opposed to life-enhancing, life-enriching, and life-

giving experiences. Diversity and social justice are two sides of the same coin. They 

can be viewed separately and they cannot be separated. The diversity management 

field, and its focus on human differences, exists because of the richness and 

advantages embedded there for humans and because of the ways use differences to 

harm and privilege each other. Human differences are easier to focus on. Because 

oppression is more difficult, oppressions issues are often ignored or avoided. 

Statement of the Problem 

Workforce diversity can slow down the organizations‘ performance, as there might be 

arguments and quarrels over different decisions due to people of different 

backgrounds that usher in different views. It also causes tension within the 

organization hence a lot of time for production is wasted on trying to figure out 

solutions to certain issues. 

The discriminatory attitude of some workforce, individual identity, lack of 

cooperation amongst workers has been extended by workers in same diverse 

organization beyond limits, which dampens morale with negative performance index. 

This is because departmental goals are pursued more at the expense of broad 
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organizational goals and objectives. Corporate profitability dwindles because the core 

values of diversity are not properly harnessed. 

Research Questions 

1. To what extent is ZETDC‘s current performance a success? 

2. How is work diversity affecting the organizations performance? 

3. Is there any significant relationship between work diversity and the organizations 

performance? 

Objectives of the Study 

1. To determine the level of performance at ZETDC is a success. 

2. To find out the best predictor of performance at ZETDC. 

3. To find out if there is any significant relationship between workforce diversity 

and or performance. 

Conceptual Framework 
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This research seeks to assess whether workforce diversity has an impact on the 

organizations‘ performance. 

Significance of the Study 

The following stakeholders will likely benefit from suggested solutions through this 

research study: 

1. Management: A dedicated and loyal workforce aiming for improved service 

delivery performance at all times. Management will be able to manage diversity and 

create the set of attitudes, behaviors, beliefs and customs that will be synonymous 

with the organization and also common for everyone despite the diverse backgrounds.  

The management will also be able to tell what really is the root cause to the slowing 

down of the organizations performance. 

2. General Staff: A healthy culture that in an organization keeps employees 

motivated and encourages healthy competition at work, which leads to individual and 

organizational goals being fulfilled. Employees from different backgrounds are then 

able to relate to a common culture thereby creating harmony and teamwork in the 

organization. 

3. Customers: They will benefit from excellent customer service standards. A highly 

motivated employee will be able to offer good service an attribute that assists in 

determining whether a customer stays with a service provider or not. Customers will 

benefit immensely from employees who are knowledgeable and are willing to go the 

extra mile in terms of service efficiency. 

4. Community at Large: The organization will be able to follow through with its 

corporate social responsibility 
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Initiatives. As the organization realizes its profitability targets, it is able to perform its 

corporate social responsibility thrust by engaging in more activities that ultimately 

benefit the community whilst also enhancing brand visibility. A company that is 

visible in the community enhances its customer retention and becomes a preferred 

provider of services. 

Hypothesis 

H 0: There is no significant relationship of the workforce diversity on the 

organizations performance. 

Assumptions of the Study 

The assumptions are that respondents will be able to give truthful and honest answers. 

There is also the assumption that there would be no disruption in the process of data 

collection. 

Limitations of the Study 

ZETDC is known for confidentiality issues. The reason being that if the information 

falls into the wrong hands it will be detrimental to the organizations‘ operations hence 

some stuff members may be hesitant to open up on certain issues. Time constraints 

will also affect the study as it will take up a lot of time to complete 

Delimitations of the Study 

The researcher will focus on the impact of workforce diversity in the southern region 

of ZETDC but specifically  the Gweru Branch only. 

Definition of Terms 
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Diversity- the condition of having or being composed of differing elements 

Workforce- the people engaged in or available for work, either in a country or area or 

in a particular firm or industry. 

Workforce Diversity- means similarities and differences among employees in terms 

of age, cultural background, physical abilities and disabilities, race, religion, gender, 

and sexual orientation. 

Diversity Management- refers to organizational actions that aim to promote greater 

inclusion of employees from different backgrounds into an organization's structure. 

Depending on a company's goals and the industry which it operates in, corporate 

structure can differ significantly between companies. 

Culture- the customary beliefs, social forms, and material traits of a racial, religious, 

or social group 

Organizational performance- Involves analyzing a company‘s performance against 

its objectives and goals. In other words, organizational performance comprises real 

results or outputs compared with intended outputs. The analysis focuses on three main 

outcomes, first, shareholder value performance; second, financial performance; and 

third, market performance. 

Affirmative Action- the practice or policy of favoring individuals belonging to 

groups known to have been discriminated against previously; positive discrimination. 

Tribalism- the behavior and attitudes that stem from strong loyalty to one's own tribe 

or social group 

Ethnicity- the fact or state of belonging to a social group that has a common national 

or cultural tradition 
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Communication- the imparting or exchanging of information by speaking, writing, 

or using some other medium. 

Cultural Diversity- the existence of a variety of cultural or ethnic groups within a 

society. 

Language barriers- is a figurative phrase used primarily to refer to linguistic barriers 

to communication, i.e. the difficulties in communication experienced by people or 

groups speaking different languages, or even dialects in some cases. 

Abbreviations 

ZETDC- Zimbabwe Electricity Transmission and Distribution Company 

Organization of the Study 

Chapter 1: is the introduction, giving a background of the study, problem statement, 

research questions, purpose of the study, the significance of the study, hypothesis, 

conceptual framework, assumptions, limitations and delimitations of the study and 

definition of terms. 

Chapter 2: is premised on a review of literature related to workforce diversity 

elements that tend to hinder workforce performance. 

Chapter 3: provides the research methodology, research design, population, sample 

and sampling techniques, data collection and analysis procedure that will be used for 

the research to be a success. 

Chapter 4: Will focus on the presentation of the data interpretation and analysis of 

the findings gathered by the researcher during the study. 
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Chapter 5: The last chapter will comprise the summary of the study, overall 

conclusion, recommendations and recommendations for further studies. 
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Introduction 

In the process of research, literature that was relevant to the area of study was 

reviewed. The researcher also acknowledged the authors as her gesture of 

appreciation and gratitude since their immense work was incorporated into the 

researcher‘s report. 

Organizations Performance 

The concept of performance has gained increasing attention in recent decades, being 

pervasive in almost all spheres of the human activity. Performance is a subjective 

perception of reality, which explains the multitude of critical reflections on the 

concept and its measuring instruments. 

The multitude of studies at international level in the field of performance is also due 

to the financial crisis that swept the economy globally, which has led to a continuing 

need of improvement in the area of performance of entities. The concept of company 

performance is often used in the scholarly literature, but it is only rarely defined. 

Due to the large number of concepts employed in defining performance, it is more 

and more discussed the existence of a confusion of this concept. 

Thus, organizational performance is confounded with notions such as: productivity, 

efficiency, effectiveness, economy, earning capacity, profitability, competitiveness 

etc. For this reason it is increasingly insisted on a clear and unambiguous definition of 

the concept of performance. The term performance emerged in the mid-nineteenth 

century and was first used in defining the results to a sporting contest. In the twentieth 

century, the concept has evolved and developed a series of definitions that were 

meant to encompass the widest sense of what is perceived through performance. 
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Currently, there is no performance independent to targeted objectives. Reaching the 

objectives translates with achieving the performance. Since the objectives of an 

organization cannot be defined precisely and are more and more numerous, the 

performance is more and more difficult to define, as it is a relative measure. 

An analysis of a company's performance as compared to goals and objectives. Within 

corporate organizations, there are three primary outcomes analyzed: financial 

performance, market performance and shareholder value performance (Business 

Dictionary). 

Workforce Diversity and Performance 

Workforce diversity is generally believed to have a positive effect on the performance 

of the organizations. Diversity enhances creativity and improves the effectiveness of 

decision making thus improving the performance of the firm. (Jackson, 2000) 

There have been various studies internationally which have tried to establish the type 

of relationship between the two. International firms have not only had multiculturism 

but also multinationals which adds to their already diverse employee base. Different 

people bring in different views and tackle issues differently. 

Bank of New Zealand (BNZ) believes that diversity is an element that helps 

meliorates the organizational performance as well as creates competitive advantage 

for the organization. Now, the question is that how can diversity create a competitive 

advantage? The simple answer is when the organizations support the diversity and 

helps the managers or leaders to change their organizational culture this motives the 

employee morale to work efficiently individually and in the team or group. They 
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would perform better than before, serve better, and communicate in a finer way in 

team, with their customers and within the organization. 

Diversity can be classified into two dimensions. The primary dimension such as age, 

gender, sexual orientation and so on, exhibits the main differences between various 

individuals. These primary differences also has the most impact on initial encounters 

and can be easily noticed and serve as filters through which people view the world. 

The secondary dimensions such as religion, education, geographical location, income 

etc. and those qualities that are not noticeable in the first encounter and can even 

change throughout different encounters. These qualities are only noticed after some 

interactions occur between individuals. (Ashton 2010). Globalization in this recent 

time has triggered more interaction amongst people from different cultures and 

backgrounds than before. 

People are now more open-minded in the marketplace worldwide with competition 

coming from almost every-where in the continent. Diversity can be a problem to an 

organization but could also be a solution, It also comes with its disadvantages but also 

benefits and dangerous but also constructive. The challenge then is to extract the very 

essence of diversity and tactically man-age it for the improvement of the people and 

the organization. 

Generational Gap (Age Diversity) 

A variety of age groups can be represented within a single company. From older, 

more experienced staff, to middle-aged staff, to recent college graduates or even 

teens, each generation has its own unique attributes. Different age groups may require 

different management styles, and may find themselves at odds with other groups due 

to differences in experience and generational perceptions. 
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Mix age groups in your business wisely; while each group lends distinct strengths to 

an organization, mixing groups too liberally can end up hindering productivity due to 

a lack of cohesion among the staff. (Ingram, 2016) 

In the last couple of years, the workforce has begun changing dramatically due to the 

entrance of more and more millennial. Numerous companies are struggling to 

understand their needs and requirements. 

This merging of generations is happening amid an economic climate that has changed 

plans and altered expectations. In a recent research, employees from each generation 

were interviewed on a number of topics such as: the importance of meaningful work, 

what is meaningful at the job they currently have, ideal job and if they observed any 

generational differences in how people perceived meaningful work. In this research, 

generations are being defined in relation to their year of birth and their historical 

experiences that defined their formative years. In offices across the country, there's a 

lot of eye rolling going on: Young professionals get exasperated with their older, 

workaholic colleagues who seem unhappy in their jobs, yet frustratingly stuck in their 

ways. Meanwhile, older professionals view their younger counterparts as slackers 

unwilling to pay their dues. 

Understanding what drives other generations is the first step toward bridging this 

generational divide in the workplace, says John Izzo, an author and healthcare 

consultant with offices in San Diego and Vancouver. "You have to understand that 

differences in values are just that," Izzo says. "They're not good and not bad. We grew 

up in different worlds. And at the end of the day, we all want the same things -- to feel 

respected and valued." 
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Chuck Underwood, founder and president of The Generational Imperative, a 

Cincinnati-based consulting firm that studies the generations, agrees understanding is 

key. "Once you understand any one generation's formative years, you can make sense 

of that generation's workplace values and beliefs, and the gaps between the 

generations then tend to shrink," he says. Expected to rival or exceed the Baby 

Boomer generation in number, Millennials may be forced to compete and work extra 

hours to get ahead, Underwood says. 

Benefits of Generational Diversity 

As with other types of diversity, generational diversity can help your company             

perform better in many ways. Here are some of the highlights. 

Better Innovation and Problem-Solving 

 I‘m sure you‘ve heard that saying, ―Two heads are better than one.‖ When two 

people come together to solve a problem, they can pool their experiences and 

ideas to devise a better solution. 

 So, you can see why diverse teams tend to be better at problem solving. Not 

only are there two or more heads, but also those heads are also different. 

They've got different ideas, different perspectives, and different life 

experiences. 

 People of different ages can bring very different viewpoints, particularly in 

this age of rapid technological progress. There‘s a great benefit to bringing 

together people who spent most of their lives without the internet and those 

who‘ve never known anything else—along with people like me who are 

somewhere in the middle. 
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Gender Equality Diversity 

Gender differences mean little in most businesses. Even traditionally male-dominated 

jobs, such as coal mining or bricklaying, are often staffed with females, and the 

opposite holds true as well. The main issues with gender diversity stem from 

psychological factors; people can find it difficult to break their preconceived beliefs 

about the strengths and weaknesses of the opposite gender. Because of this, many 

small businesses have found staff-wide diversity training effective in maintaining 

harmonious relationships among employees of both genders. (Ingram, 2016) 

Researchers studied 669 people working in teams of 2 to 5 people. They found that 

teams‘ collective intelligence rose with the number of women in the group, possibly 

because of the women‘s higher performance on tasks that required social sensitivity. 

A study surveyed 1,400 team members from 100 teams at 21 companies in 17 

countries. The study found that gender-balanced teams were the most likely to 

experiment, be creative, share knowledge, and fulfill tasks. The study also found that 

the most confident teams had a slight majority of women (60%). 

A study of 272 projects at four companies found that gender diversity on technical 

work teams was associated with superior adherence to project schedules, lower 

project costs, higher employee performance ratings, and higher employee pay 

bonuses. 

A study compared the diversity strategies of two Dutch companies: an insurance and 

banking company and a telecommunications company. The insurance/banking 

company used an ―add diversity and stir‖ approach, limiting their diversity initiatives 

to recruitment and selection. The telecom company used an approach to actively 

foster diversity, circulating brochures, intranet sites, and posters to cultivate diversity 
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awareness. It also included diversity in its mission statement and held annual diversity 

training seminars. Making diversity part of everyday vocabulary made it possible for 

telecom employees to address differences in communication style, conflict 

management, and other misunderstandings. 

Different belief systems (Cultural and Ethnic differences ) 

Ethnic Diversity 

Ethnic diversity is a hot-button issue in companies across the country, yet this factor 

may have the least amount of influence on an employee's ability to perform his job. 

Unlike issues of age, gender and ability diversity, issues arising from ethnic diversity 

are purely psychological, with prejudices having no basis in fact. Ethic diversity can 

cause challenges in socialization due to differing experiences, ideals and 

psychological identities, but ethnic differences have no bearing on an individual's 

personal competencies. 

Employer and Employee Responsibilities in regards to Ethnic Diversity 

Both employers and employees have responsibilities when it comes to promoting and 

monitoring racial and ethnic diversity policy in the workplace. Both stakeholders have 

to work together to ensure the success of a company‘s diversity initiatives. 

 

 

Employer Responsibilities 
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Employers should act as facilitators and purveyors of knowledge to improve relations 

among their diverse workforce. Employers should also continuously work on the 

development of diversity policy and implementation. Management should also be 

trained to ensure the improvement of awareness on racial discrimination and ethnic 

diversity in the workplace. Furthermore, employers can help build the capacity of 

managers to ensure that the ethnic diversity policy is effectively applied within the 

company. 

Employee Responsibilities 

Employees and organizations tasked with protecting workers rights should lobby 

companies for strong ethnic diversity policies, ensuring that all workers enjoy equal 

opportunities at all stages of the employment cycle, including access to employment, 

training, promotion and retirement. Employees also have an important role in raising 

awareness amongst themselves on the right to a workplace free from ethnic 

discrimination and in supporting their coworkers when they issue complaints. 

Ethnic Diversity Initiatives in the Workplace 

Improving ethnic diversity in the workplace often challenges the values and 

worldview of current employees. For this reason, introducing diversity initiatives is 

both challenging and necessary for companies looking to create a more inclusive 

corporate culture. 

How companies introduce racial and ethnic diversity initiatives matters. To 

successfully introduce diversity initiatives, companies need to take a structured 

approach that involves assuaging feelings of uncertainty about the future of the 
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company and effectively communicating new policies aimed at protecting workers 

belonging to certain ethnic groups. 

At the same time, companies should communicate realistic expectations to members 

of minority groups regarding the new policies to ensure they understand the goal and 

scope of the initiative. 

Companies can communicate ethnic diversity policies by creating a consistent 

message delivered and sent to all hierarchical levels through email, internal media 

networks (including social media) and placing posters in high traffic areas. Messaging 

should also be designed to accommodate the different languages and literacy levels of 

employees to ensure everyone understands the new policies 

Social Diversity 

Diversity in social status is rarely mentioned in traditional discussions of workplace 

diversity. This issue, like an 800 lb. gorilla in the room, is an ever-present reality of 

which everyone is aware. In a typical office, individuals earning more than $500,000 

per year may have offices along the wall while others making $40,000 per year work 

in cubicles in the center, and still others making $15,000 per year with no benefits 

work on the bottom floor. These people have distinctly different lifestyles, hobbies, 

interests and concerns, yet a good deal of them interact and work together on a daily 

basis. (Ingram, 2016) 

One should do their best to ensure that each employee feels they are being 

compensated fairly, according to their abilities and contribution, to avoid feelings of 

ill will between employees of varying social status. 

Cultural Diversity 
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Cultural diversity is when population differences are well represented within a 

community. These include race, ethnicity, age, ability, language, nationality, 

socioeconomic status, gender, religion, or sexual orientation. The group is diverse if a 

wide variety of groups are represented. Cultural diversity has become a hot-button 

issue when applied to the workplace. (Amadeo, 2013) 

Cultural diversity can affect the workplace in numerous ways. Negative effects can 

include miscommunication, creation of barriers, and dysfunctional adaptation 

behaviors. Positive effects can include building a sound knowledge base with in-

house talent, which can make for smoother integration of the organization into foreign 

cultures. 

With the increase of globalization in the world, cultural diversity in the workplace has 

grown as a trend. ―Cultural diversity is when differences in race, ethnicity, language, 

nationality, religion, and sexual orientation are represented within a community‖ 

(Amadeo, 2013). 

One negative effect of cultural diversity in the workplace is the increased tendency of 

organizational personnel to indulge in interpersonal conflicts. Culturally diverse 

workers have different opinions, thoughts, beliefs, norms, customs, values, trends, and 

traditions. ―The analogy of an iceberg comes to mind in the face of these potentially 

endless dimensions; the obvious characteristics of race, ethnicity, gender, age, and 

disability relate to the small, visible portion of the iceberg and are the basis of much 

anti-discrimination legislation around the world‖ (Białostocka, 2010, p. 6). Not so 

obvious dimensions, such as culture, religion, and politics, only show up with the 

passage of time. 

The core of individual identity constitutes the tertiary dimensions and exists deep 
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beneath the surface. These deeply buried qualities offer the actual essence of 

diversity. ―An individual‘s spirituality is personal and although effects of their 

spirituality may be seen at the surface level, the source is still a deep-level artifact‖ 

(Martin, 2014) 

When culturally diverse workers are placed in a group to achieve a goal with mutual 

effort and collaboration, these differences of opinions and other variables can hinder 

the development of unity. Harrison, Price, and Bell (1998) assert that the effect of 

deep-level similarity on group cohesion is positive, while that of deep-level 

dissimilarity on group cohesion is negative. Workers may have reasons to indulge in 

conflict with one another that may or may not be related to work at all. (Martin, 2014) 

For example, a South African and an Indian employee might argue with each other 

over a cricket match lost by India to South Africa. Likewise, workers may have 

historical and regional reasons to conflict with each other. For example, a Japanese 

employee and an American employee might disagree over the Battle of Pearl Harbor. 

Reasons can vary from very serious to trivial. Whatever the cause, the interpersonal 

conflict results in lost productivity and development of negative emotions among 

employees, which can be detrimental to the organization. 

Effects of Workforce Diversity 

Development of Cliques: 

A diverse workforce could lead to the formation of cliques where workers of similar 

cultural backgrounds or who speak the same primary language bond together. 

Individuals may have little social interaction with those outside of their clique, 

engaging them only out of business necessity. In culturally integrated work groups, 
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some members may choose to speak their primary language with each other instead of 

the primary workplace language, leaving others to feel they are being excluded from 

the conversation. 

Impediment to Teamwork: 

Diversity in the workplace could potentially be an impediment to teamwork and team 

cohesiveness if workers are uncomfortable working with others that have differing 

social, political and economic viewpoints. It may be easiest for certain workers to 

relate to and communicate with others that share similar backgrounds and views. 

According to the New South Wales government, diversity can potentially introduce 

tension into the workplace, which may lead to distrust, gossip or rumors. (Hamel, 

2008) 

Arguments: 

A diverse workforce can bring a broad range of opinions and ideas to the table, which 

may be beneficial when brainstorming or troubleshooting problems, but divergent 

opinions can also lead to arguments. Arguments are often unproductive and may 

require managers or human resources workers to step in to alleviate tension. Frequent 

clashes of opinion may make workers less willing to work with or trust one another. 

(Hamel, 2008) 

Discrimination: 

The U.S. Equal Employment Opportunity Commission states the Civil Rights Act of 

1964 prohibits discrimination of workers based on race, gender and religious beliefs, 

but the act cannot guarantee that workers will not face discrimination at work.  A 



 23 

diverse workforce may increase the likelihood of discrimination based upon factors 

like race, gender and religion. Discrimination can take many forms, such as 

promoting certain workers based upon factors that are not related to performance or 

aptitude, giving certain workers preferable assignments or subjecting certain workers 

to harassment. Discrimination can lower worker morale and can lead to costly 

lawsuits. (Hamel, 2008) 

Customer Service: 

A diverse workforce could potentially cause customer service problems if certain 

workers are uncomfortable with or unable to relate or communicate with certain 

customers. Over time, however, a diverse workforce could potentially improve 

customer service. As workers learn how to communicate with and relate to co-

workers, they might become better equipped to communicate with and relate to a 

diverse pool of customers. (Hamel, 2008) 

Importance of Diversity 

Innovation: 

One of the biggest reasons to employ a diverse work force is the broad base of 

cultural experience that will drive innovation. Whether an employee is management, 

mid-level or entry level, when everyone in the work force has a similar background, 

the creative process that drives innovation and problem solving is similar. A new 

perspective that does   not match this "group think" is more likely to improve the 

business in a unique way. (Bigelow, 2019) 

Attracting Talent -- and Customers: 
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Premier industry business talent prefers to work for or with a company that has a 

diverse work force. Customers also prefer to buy goods and services from diverse 

companies, too. These are two reasons that Forbes says to be truly successful in the 

global marketplace, a business must be authentically diverse. That means a company 

must develop a new model that embraces diversity as a central growth enabler. 

(Bigelow, 2019) 

From Recruitment to Strategy: 

Companies that embrace this authentic diversity will find that having only the 

requisite number of "minorities" in the workplace isn't enough. Instead, according to 

Forbes, companies are developing "chief diversity officer" roles that touch more than 

just recruitment and human resources. These CDOs will instead have greater control 

over areas such as strategy, marketing and sales. Companies that have diversity 

among the management staff will more easily fulfill the needs of a broad customer 

base. (Bigelow, 2019) 

Cultural Intelligence: 

Perhaps the most compelling reason to employ a diverse work force is cultural 

intelligence. When fellow employees and customers are diverse, the opportunities not 

just to learn but to appreciate what values other cultures hold sacred are limitless. 

Adopting these values as part of the business' core message and product fosters 

understanding between the cultures. When a business operates with diversity in mind, 

the opportunity for shared value -- both in profit and society -- is greatly expanded. 

(Bigelow, 2019) 

Advantages and Disadvantages of Diversity Management 



 25 

There are some advantages and Disadvantages that come with managing a diverse 

work-force of which management must be aware of to guide them in the decision 

making processes in the organization. They also reflect on the findings on the 

research conducted on the case companies. Below are some of them: (David Ingram 

2013) 

High level of Productivity: Increasing productivity at the workplace has been one of 

the major challenges for managers and leaders and to the company in general. Due to 

the fact that every organization has its own unique company structure and objectives, 

different strategies may be used to challenge or address the company in order to 

increase productivity. One of those strategies involves adopting workplace diversity 

and managing it effectively. When management takes the welfare of its workers at 

heart by means of offering them proper compensation, health care and employee 

appraisal. 

It enables workers to feels they belong to the company irrespective of their cultural 

background by remaining loyal and hardworking which helps to increase the 

company‘s productivity and profit. Exchange of varieties of ideas and Team work: In 

recent times teamwork is increasingly advocated by businesses and organizations as a 

means of assuring better outcomes on tasks and also for the delivery of goods and 

services. 

A single person taking on multiple tasks cannot perform at the same pace as a team 

could; therefore each team member brings to the table different ideas and offers a 

unique perspective during problem solving to effectively arrive at the best solution at 

the shortest possible time. Learning and growth: Diversity at the workplace creates an 

opportunity for employee‘s personal growth. When workers are being exposed to new 
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cultures, ideas and perspectives, it can help each person to intellectually reach out and 

have a clearer insight of their place in the global environment and hence their own 

surroundings. The more time spent with culturally diverse co-workers can slowly 

break down the subconscious barriers of xeno-phobia and ethnocentrism, thereby 

encouraging workers to be more experienced members of the society. 

Effective Communication: Workplace diversity can immensely strengthen a 

company‘s relationship with some specific group of customers by making 

communication more effective. Customer service department is one of the areas 

where effective communication is crucial. A customer service personnel or 

representatives can be paired up with customers from their specific area or location, 

making the customer feel at home with the representative and thus with the company. 

For example some companies in the southwestern part of the United States often 

prefer to hire customer service personnel‘s who are bi-lingual to deal with customers 

who speaks Spanish in their native language. 

Diverse Experience: Employee and their co-workers that come from a diverse 

background bring to the table some amount of unique perceptions and experience 

during teamwork or group tasks. Pooling the diverse skills and knowledge of 

culturally distinct employees together can immensely benefit the company by 

strengthening the responsiveness and productivity of the team to adapt to the 

changing conditions. Every diverse culture has its own strengths and weaknesses, 

therefore in addition to their individuality, every diverse employee possesses a unique 

strengths and weaknesses that is derived from their culture. When each workers   

unique trait is managed properly and effectively in the organization, it can leverage 

the strengths and complement its weaknesses to highly impact the workforce. 
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High Cost of Diversity Management: To increase job satisfaction, workplace 

diversity management could sometimes be very costly, when an organization strives 

to effectively manage the diverse workforce, it undergoes a mandatory diversity 

training during which supervisors, employees, and managers receive lessons on the 

best way to interact with employees and clients. In recent times, there are lots of 

diversity management programs available where companies could choose from, 

taking into account the size of the company and its employees. Some training 

programs require a high travelling and participation cost. 

Discrimination: One significant disadvantages of working with a diverse workforce 

is discrimination in the part of both managers and employees. It can exist but hidden 

aspect of a poorly managed workplace. When a worker is being discriminated, it 

affects his ability to perform well and it also affect the perception of equity and raises 

issues of litigation. 

Communication issues: Workplace diversity can negatively impact communication 

in the company. It can place an obstacle in the way of effective communication, 

which can cause a decrease in productivity and dampen the cohesiveness among 

workers. Even though spending time with employees by getting to know them helps 

reduce and in some instances eradicate communication barriers during a long-term, 

co-workers orientation periods and an individual  s first impressions can be difficult to 

control when culture clash. 

Myriad Accommodation: Although the premise of workplace diversity is mutual 

respect, making way to accommodate each diverse worker  s request can be 

burdensome of employers, which makes it difficult to manage diversity. Some 

employee work constraints such as race, religion, country of origin and gender can 
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sometimes be overwhelming if the diversity in the organization tends to be so much to 

the extent that the company has to employ a fulltime staff to keep track of 

accommodating the employee‘s needs. For example, some Muslim employees may 

decide not to work on Fridays, as it is a special day for prayers. In such instances 

employers has to make provision for someone to take their shift when the need arises. 

Incorporation issues: Social incorporation at the workplace cannot be influenced to 

the maximum degree. Forming exclusive social groups is often a natural process that 

cannot be controlled sometimes.  

Therefore, companies tend to experience some degree of informal divisions amongst 

their workers thereby creating conditions where diverse employees avoid having 

contact with each other during leisure times and when work is over. Although this 

scenario does not seem fundamentally wrong, it can reduce the effectiveness of 

knowledge sharing amongst teams and hence decreasing productivity. (Ruth Mayhew 

2013 

Tribalism 

In the business world, even when we are in the same company, we often find 

ourselves at cross-purposes with our colleagues. Sales organizations want flexibility 

to meet changing customer demands while engineering and operations need stability 

to drive scale and efficiency. Offices in different countries or regions want solutions 

specific to their unique markets, while corporate headquarters requires all units to 

align to a single, clear strategy. Centers of expertise are set up to create long-range, 

big-picture, innovative strategies to assist client-facing, front-line employees who 

typically want immediate fixes for customer pain points. (Kovach, 2017) 

Tribalism and institutional development 
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The employment of less qualified people, because they belong to one‘s tribe, leads to 

the choking of institutions with undeserving employees thereby undercutting 

institutional functions and success. Necessary projects are not accomplished because 

employees are hired in blind faith to tribal solidarity—to earn a living. The 

meritocracy that is quintessential in institutional productiveness is treated as 

antithetical to tribal needs. Kill the institution, build the tribe and destroy the country. 

Accountability becomes impossible because tribal solidarity necessitates that tribal 

groups protect each other in a quid pro quo enterprise or in order not to reflect 

negatively on the tribe. 

Meritocracy becomes an inconvenience as tribal favouritism becomes the institutional 

culture. Any attempt by a few conscientious tribal members to suggest corrective 

remedies is treated as a betrayal of the tribe, an unbecoming behaviour of lost souls. 

Tribalism and leadership 

Leadership is central to the success of any organization. After a given idea is formed, 

a sound, moral and result-conscious leadership is necessary to ensure that the idea is 

followed from a mere concept to a useable sociopolitical material. And this 

development of such a concept requires what John Ryan calls the ‗Right Talent.‖ 

Without this Right Talent, a given idea either ends up failing or it ends up benefiting 

only a select few—a disastrous reality affecting Africa today. 

This is where tribalism affects the functionality of leadership. In many African 

countries, and more so, among South Sudanese, at home and abroad, tribe is one of 

the easiest ―index of differentiation,‖ as Paul Gilroy would say, which we use to 

determine who to value and who to exclude; whose ideas we should respect and 

whose we should discard; whose moral wrongs we should condemn and whose moral 
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wrongs we should excuse. The problem is always the other tribe, not us. There‘s 

never a reflexive rationalization of inter-tribal relations where internal tribal wrongs 

and short-comings are corrected. We sleep on our wrongs in the name of tribal 

solidarity or tribal survival. 

This makes leaders associate with people from their own tribes either out of tribal 

allegiance or out of the fact that these are mostly the social groups with which they 

associate on regular basis. Given the segregative nature of tribalism, it becomes 

nearly impossible to know others intimately in order to value them for what they 

bring to society rather than valuing them because of their tribes. Undoubtedly, this 

leads to the employment of less qualified, single-tribal-cohorts in the name of tribal 

solidarity. 

A nation of anti-tribal individualists might be universally compassionate and 

impartially loving, but its compassion will be pale, its love weak, its social capital 

low, its mental health impaired, and its soul hungry for meaning. ―It would be nice to 

believe that we humans were designed to love everyone unconditionally. Nice, but 

rather unlikely from an evolutionary perspective,‖ writes Haidt (ibid., p. 284). 

Further, while the ‗oneness of mankind‘ is a cute religious tale, it is not the bedrock of 

human morality: 

We need groups, we love groups, and we develop our virtues in groups, even though 

those groups necessarily exclude nonmembers. If you destroy all groups and dissolve 

all internal structure, you destroy your moral capital. This is the central wisdom of 

conservative and right-wing movements: tribal identity matters! Leftists, however, 

also make an important point: tribalism binds and blinds people ideologically, it 

makes them biased and irrational, and it is counterproductive for solving intertribal 

and international problems. 

https://www.mindcoolness.com/blog/values-good-person/
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The irony in this is that their identification as leftists inevitably puts them in an 

ideological tribe, which blinds them to conservative facts. 

To cooperate on intertribal and international levels, we must indeed be able to look 

beyond our tribal horizon by applying the impartial moral principle of utilitarianism. 

This, however, does not imply that we must cease all parochially empathetic 

cooperation on the tribal level, although it will often be difficult to rationally evaluate 

the trade-off between tribal belonging and universal openness. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

https://www.mindcoolness.com/blog/egoism-tribalism-utilitarianism/
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Chapter 3 

RESEARCH METHODOLOGY 

 

Introduction 

This chapter outlines the procedures that were used to carry out the research study 

which includes, research design, target population, sample and sampling technique, 

instrumentation, data collection procedure and presentation. Reliability and validity 

considerations are also covered in the chapter. 

Research Design 

The researcher used a mixed approach that of both qualitative and quantitative 

methods. A research design, as per Robson (2002) is the general arrangement of how 

an analyst will approach noting the exploration questions. Quantitative research will 

be used in this research through the use of questionnaires as it targets a lot of people 

and it allows one to explore phenomena in their natural surroundings and covers a 

wide range of people. Quantitative research can be used to test hypotheses in 

experiments because of its ability to measure data using statistics. The questionnaires 

were filled in, by the middle management and the general employees while the top 

management were interviewed. Different questionnaires were sent out to the three 

different groups, so as to get information from three different angles. 

Population Size 

The researcher draws a sample from a bigger pool of selection units in a populace. ‖. 

Populations are very large and hence it becomes costly and time-consuming to carry 

research on the whole group. ZETDC has five regions, the researcher narrowed it 
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down to the Southern region and picked the town with the highest number of 

employees, that is ZETDC GWERU with 300 employees. It was ideal to solicit for 

views from all the employees, but it would not be not practical given the resource 

constraints, time factor- it would take a longer period and the fact that some would 

not attempt the questionnaires. To mitigate these challenges, a sample was computed 

using the probability sampling method the ‗Stratified Sampling method‘ 

Sample Size 

The sample size comprised of 5 people from the top management, 30 people from the 

middle management and 100 people from the general employees.  

Sample and Sampling Technique 

The sample is drawn out of the population. It should be representative of the 

population to avoid sampling errors, and also to allow the generalizations of the 

outcome or findings. A good sample should be big enough so that inferences to the 

population can be made and small enough to save on both economical and time 

factors. 

For the objective of this research the researcher employed probability-stratified 

sampling for the following reasons, which entails that the researcher divides the entire 

population into different subgroups or strata. The research design gives everyone a 

fair share of being represented correctly. 

The researcher  divided the entire population into separate groups, called strata. The 

criteria for the strata was the main departments in the organization. Namely: 

commercial, engineering, human resources, risk management and IT (Information 

Technology). Thus the researcher  interviewed  five managers in the top management, 
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thirty in the middle management and 100 general employees. That is 20 per each 

department.  

Department Number of people to be part of the 

research 

Risk Management 20 

Commercial 20 

Engineering 20 

Human Resources 20 

I.T 20 

Top Management 5 

Middle Management 30 

Total 135 

Research Instruments 

The researcher used the primary data collection method of using questionnaires. 

Structured questionnaires were used to capture data measuring the level of impact of 

workforce diversity on the organizations performance. The questionnaires were filled 

in, by the middle management and the general employees while the top management 

was interviewed. Different questionnaires were sent out to the three different groups, 

so as to get information from three different angles. 
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The questions were closed ended making use of the 5-point Likert Scale to state their 

level of agreement in relation to the given statement. With 1-5 being the numbers 

used to show the people‘s responses: 

Likert Scale Rating: 

Scale Responses Mean Interval Verbal 

Interpretation 

5 Strongly Agree 4.50-5.00 Very high levels 

4 Agree 3.50-4.49 High levels 

3 Not Sure 2.50-3.49 Moderate levels 

2 Disagree 1.50-2.49 Low levels 

1 Strongly Disagree 1.00-1.49 Very low levels 

 

A questionnaire will be carrying closed questions comprising of 3 sections will be 

used. Section A was for demographic use and section B and C will be questions 

relating to the conceptual framework. Closed questions will be used in a uniform 

manner to extract quantitative data through the use of a Likert scale. The Likert scale 

with values ranging from strongly disagree (=1) and Agree (=5) will be used as 

displayed in the above table. In addition, there were some open-ended questions in the 

form of an interview guide which were asked to senior management to solicit deeper 

answers and explanations of their responses on the closed-ended questions. In these 

open-ended questions the researcher wanted to seek clarity on issues otherwise, the 

questionnaire cannot exhaust fully and to gain a high-level view of the matters at 

hand. 
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Pilot Study  

A pilot test of the questionnaire was carried out to make sure the questionnaire is 

sound and addresses the issues the researcher wanted to assess and whether or not it is 

ethically acceptable.  Pilot tests the validity and reliability of a questionnaire. Pilot 

testing will be done on the un-sampled population. The researcher selected  30 people 

to take part of the pilot study. 20 employees combined with 10 middle managers. The 

results of the pilot study was analyzed via the SPSS by the Solusi statistician. 

 

Reliabilty 

Cronbach's Alpha N of Items 

.735 27 

 

The pilot study proved that the questionnaire was reliable as it gave a result of 0.735, 

showing that it is above average of 0.5. 

 

Reliaility of the Study 

Reliability reflects consistency and reliability over time. Furthermore, reliability is 

seen as the degree to which a test is free from measurement errors, since the more 

measurement errors occur the less reliable the test. This helps the researcher and to 

make comparisons that are reliable. The more errors found in an assessment the 

greater its unreliability, and visa versa. Reliability is a very important factor in 

assessment, and is presented as an aspect contributing to validity and not opposed to 

validity. 

Validity of the Study 



 37 

Validity can be seen as the core of any form of assessment that is trustworthy and 

accurate. Validity, always refers to the degree to which empirical evidences and 

theoretical rationales support the adequacy and appropriateness of interpretations and 

actions based on test scores. have a different take on validity stating that: ―...a test is 

valid for measuring an attribute if (a) the attribute exists and (b) variations in the 

attribute causally produce variation in the measurement‖ 

The validity and reliability tests are part of research and they determine whether a 

study can be considered to be knowledge. It is of great importance as after the tests a 

study can be incorporated into the body of knowledge in a specific field. 

In this research, the sample is made up of the top management, middle management 

and the employees. To measure the reliability of the questions the researcher will send 

the instrument to the Statisticians at Solusi University to assist on its reliability.   

Data Collection  

Data and information can be collected or gathered as either primary or/and secondary. 

The researcher will used primary data. The researcher, used questionnaires, will 

solicit primary data. By paying attention to the main limitations in gathering primary 

data, that is time and other critical resource constraints, the researcher will furnished 

respondents with questionnaires through one member of every department, and 

followed up after some time. Before sending, the questionnaires were highlighted for 

anonymity.  

The preliminary analysis involved checking the statistics to address the research 

questions and checking the results from each test. The data was coded according to 

variables in order to obtain a descriptive analysis. The SPSS was used in particular to 

determine the mean and standard deviation. The mean was used as a measure of 
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central tendency of the data. The results were analysed to establish descriptive 

characteristics of responses. The interpretation of responses was as shown in the table 

below.  

RESPONSES 

130 questionnaires were sent out for the purposes of this resesarch, and all of them 

were succesfully completed giving a percentage of 100% . 

Data Analysis 

After receiving the answered questionnaires, data clean-up was done to make sure all 

questionnaires were completely filled.  

The preliminary analysis involved checking the statistics to address the research 

questions and checking the results from each test. The data was coded according to 

variables in order to obtain a descriptive analysis. The SPSS was used in particular to 

determine the mean and standard deviation. The mean was used as a measure of 

central tendency of the data. The results were analysed to establish descriptive 

characteristics of responses.  The regression analysis  will be used aswell to interpret 

the data. 
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Chapter 4 

DATA ANALYSIS AND PRESENTATION 

 

This chapter presents the results from the analysis of data on an analysis of assessing 

the impact of workforce diversity on organizational performance, which is a case 

study of Zimbabwe electricity transmission and distribution company (ZETDC) 

Gweru. The results of the analysis were analyzed and presented in line with the 

research questions. 

 

Demographic Characteristics: MIDDLE MGT 

 

Middle Management 

Gender 

 Frequency Percent 

Valid 

Percent 

Cumulative 

Percent 

 Male 10 33.3 33.3 33.3 

Female 20 66.7 66.7 100.0 

Total 30 100.0 100.0  

 

The table above shows the distribution of the Middle management respondents 

according to gender. Majority of the respondents were female, as they constituted 

66.7% of the respondents. Males were thus 33.3%. 

 

Age Group In Years 

 Frequency Percent 

Valid 

Percent 

Cumulative 

Percent 



 40 

 Below 40 15 50.0 50.0 50.0 

41-50 7 23.3 23.3 73.3 

51-60 6 20.0 20.0 93.3 

Above 

60 
2 6.7 6.7 100.0 

Total 30 100.0 100.0  

 

With regard to age, the distribution was as follows, the largest proportion of 

respondents were aged below 40 years constituting 50%, followed by the age group 

41-50years which was 23.3%, and those 51-60 years were 20%. The smallest 

proportion of 6.7% were those of age above 60 years. 

 

 

Level of training or educational Qualification 

 

Frequenc

y Percent 

Valid 

Percent 

Cumulative 

Percent 

 Diploma/Certifica

te 
16 53.3 53.3 53.3 

Degree 14 46.7 46.7 100.0 

Total 30 100.0 100.0  

 

According to educational qualification, majority of the middle management had a 

diploma/certificate which was 53.3% of them, while the remaining 46.7% had a 

degree. 

 

DEMOGRAPHIC STATISTICS: Employees 

Gender 

 Frequency Percent 

Valid 

Percent 

Cumulative 

Percent 

 Male 39 39.0 39.0 39.0 

Female 61 61.0 61.0 100.0 

Total 100 100.0 100.0  
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The table above shows the distribution of the Employee respondents according to 

gender. Majority of the respondents were female, as they constituted 61% of the 

respondents. Males were thus 39%. 

 

Age Group In Years 

 Frequency Percent 

Valid 

Percent 

Cumulative 

Percent 

 Below 40 40 40.0 40.0 40.0 

41-50 32 32.0 32.0 72.0 

51-60 22 22.0 22.0 94.0 

Above 

60 
6 6.0 6.0 100.0 

Total 100 100.0 100.0  

 

On age, the distribution was as follows, the largest proportion of respondents were 

aged below 40 years constituting 40%, followed by the age group 41-50 years which 

was 32%, and those 51-60 years were 22%. The smallest proportion of 6% were those 

of age above 60 years. 

 

Level of training or educational Qualification 

 Frequency Percent 

Valid 

Percent 

Cumulative 

Percent 

 A Level and 

below 
11 11.0 11.0 11.0 

Diploma/Certifica

te 
46 46.0 46.0 57.0 

Degree 41 41.0 41.0 98.0 

Masters 2 2.0 2.0 100.0 

Total 100 100.0 100.0  
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Then on educational qualification, majority of the employees had a 

diploma/certificate making 46% of them, followed by those with a degree making 

41%, while those with A Level and below made up 11%. The smallest proportion of 

2% had masters for the employees. 

Research Questions: Employees 

 

Question1 :To what extent is ZETDC’s current performance a success? 

 

Descriptive Statistics 

 N Mean 

Std. 

Deviation 

Zetdc‘s current performance is a success? 100 1.80 .620 

    

 

To address the first research question, the above descriptive statistics table was 

adopted. The question on performance was responded to using a likert scale which 

will still be used to analyze the above results. The mean values and standard deviation 

of the responses are what we will be focusing on. 

According to the response seen above, the mean value falls within the range of values 

1.50-2.49 which is for the disagree response. Showing that the respondents disagree to 

the questions above on the success of current performance at ZETDC. Thus, this 

indicates that there are currently low levels of success in the performance of ZETDC. 

The standard deviation for the response of the employees is 0.620. This value is less 

than 1.00 indicating that the responses by the employees where homogeneous, thus 

they gave similar responses to the question on the success of the current performance, 

thus there was little deviation in the employees‘ responses. 
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Descriptive Statistics 

 N Mean 

Std. 

Deviation 

Diversity in the workforce affects personal work 

performance 
100 4.05 .809 

Generational gap affects the organizations‘ performance 100 3.94 .897 

Different belief systems affects the organizations‘ 

performance 
100 4.07 .868 

Ethnic and Cultural differences affect the organizations‘ 

performance 
100 4.03 .926 

Performance  100 4.0225 .39584 

    

 

 

The table above shows questions asked on whether the current performance is being 

affected. According to the responses seen above, the mean values fall within the range 

of values for the agree response 3.50-4.49. Showing that the respondents agree to the 

questions above on the performance being affected. The overall average mean value 

for performance is 4.0225, indicating that they agree to the performance being 

affected by the various variables of workforce diversity, thus they showing  that there 

are high levels of disturbances which are affecting performance in ZETDC. 

The overall average standard deviation for the performance is 0.39584. This value is 

less than 1.00 indicating that the responses by the employees where homogeneous, 

thus they gave similar responses to the questions above. There was little deviation in 

the employees‘ responses on the performance being affected. 

The top management were also asked a similar question through an interview guide 

addressing whether workforce diversity has affected performance in the organization. 

From the responses gathered, three of the top management were for the assertion that 

indeed the low levels of performance by the organization is due to workforce 

diversity, while the remaining two acknowledged workforce diversity but emphasized 
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more on the performance being affected more by other factors other than workforce 

diversity e.g. remuneration issues etc. 

Question 2:How is work diversity affecting the organizations performance? 

The following descriptive statistics tables were employed to address the above 

research question. We will first analyse the responses according to the employees. 

Descriptive Statistics: Gender Inequality 

 N Mean 

Std. 

Deviation 

Gender Inequality affects the organizations‘ 

performance 
100 4.21 .795 

Men are given better working positions 100 4.18 .809 

Women are viewed as stepping stones to the success of 

men 
100 4.14 .910 

There is no fair apportionment of duties 100 3.93 .685 

 Men‘s decisions are largely regarded than women. 100 3.92 .837 

Gender Inequality 100 4.0760 .37257 

    

 

The above table seeks to address the second research question with regards to gender 

inequality. The mean values obtained from the responses on gender inequality all fall 

within the agree range of values. Thus, the employees agreed with all the statements 

above that sought to address the issues on gender inequality. The overall average 

mean value for Gender inequality is 4.0760, indicating that in general the employees 

agree that there is gender inequality, thus meaning that  high levels of the 

organizational performance is affected by gender inequality. 

 

The overall average standard deviation for the gender inequality is 0.37257. This 

value is less than 1.00 indicating that the responses by the employees were 



 45 

homogeneous, thus they gave similar responses to the questions on gender inequality. 

There was little deviation in the employees‘ responses. 

 

Descriptive Statistics;Belief Systems 

 N Mean 

Std. 

Deviation 

Different belief systems have ushered in more conflicts 

than solutions 
100 3.70 .980 

Different belief system hinders productivity and efficiency 100 4.16 .788 

There is a conducive work environment when there is no 

different cultural and ethnic differences 
100 4.06 .919 

Ethnic and cultural differences brings in different 

perspectives slowing down progress on decision making 100 4.16 .907 

Different belief systems has  steered up factions 100 4.16 .873 

Belief Systems 100 4.0480 .37618 

    

 

On the aspect of the belief systems, the above questions were answered. Similarly, the 

mean responses for all the questions addressing different belief systems are all within 

the agree response range of values. Hence the employees agreed with all the questions 

above that are addressing the different belief systems in the organization. The overall 

average mean response value for the belief systems is 4.0480, which falls in the agree 

response range, thus this shows that the employees agree that there are different belief 

systems and these have a high level effect on the organizational performance.  

 

The overall average standard deviation for the responses on the belief systems is 

0.37618. This value is less than 1.00 indicating that the responses by the employees 

were homogeneous, thus they gave similar responses to the questions on having 

different belief systems. There was little deviation in the employees‘ responses. 
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Descriptive Statistics ;Age Diversity 

 N Mean 

Std. 

Deviation 

The younger generation has more exclusive, fresh enticing 

ideas to take the organization to the next level, whilst 

making the older generation feel less relevant 
100 4.24 .767 

The older generation is archaic in their way of working 100 4.24 .806 

The differences in age, makes work almost hard to 

complete if not impossible 
100 4.18 .892 

The younger generation feels left out in most of the 

decisions 
100 4.06 .722 

Age Differences  takes a toll on the production of the 

organization 
100 3.97 .797 

Age Diversity 100 4.1380 .37248 

    

 

With regards to age diversity, the above questions were analysed. As we can clearly 

note from the above mean values obtained, they also similarly fall within the range of 

values for the agree response. Thus this shows that for each of the questions above 

addressing age diversity the employees agreed to each one of them in general. The 

overall average mean response value for age diversity is 4.1380, which falls in the 

agree range of responses, thus indicating that the respondents agree that there is age 

diversity in the organization and thus it affects organizational performance at a high 

level. 

The overall average standard deviation response for age diversity is 0.37248, which is 

less than 1.00 indicating that the responses by the employees were homogeneous, thus 
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they gave similar responses to the questions above. Hence there was little deviation in 

the employees‘ responses on the age diversity. 

 

Descriptive Statistics: Tribalism 

 N Mean 

Std. 

Deviation 

There are cross purposes with colleagues 100 4.18 .892 

Tribalism leads to different factions in the organization 100 4.06 .722 

Accountability is impossible because of tribal solidarity. 100 3.97 .797 

Tribal favoritism is the organizations‘ culture. 100 3.71 1.018 

Tribalism has demoralized people‘s spirits to perform 

excellently. 
100 4.20 .804 

Tribalism 100 4.0240 .42572 

    

 

On the tribal aspect of work diversity, the above questions were tackled. Looking at 

the mean response values, we note that they too like the other aspects of work 

diversity mean values, fall within the range of values for the agree response. Thus 

meaning the respondents in general agreed to the above questions on tribalism. The 

overall average mean response value for the tribalism aspect of work diversity is 

4.0240, which falls in the agree response range of values meaning the employees 

agree that there is tribalism in the organization and thus a high level of organizational 

performance is affected by tribalism. 

 

The overall average standard deviation response for tribalism is 0.42572, which is less 

than 1.00 indicating that the responses by the employees were homogeneous, thus 

they gave similar responses to the questions above. Hence there was little deviation in 

the employees‘ responses on tribalism. 
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The following tables still address the same research question as responded to by the 

Middle management responses 

 

Descriptive Statistics: BELIEF SYSTEMS 

 N Mean 

Std. 

Deviation 

Leading a diverse group of  people with different belief 

systems is hard 
30 4.07 .740 

Employees take orders and work effectively despite the 

diversity of the cultures 
30 3.87 .937 

Different cultures have formed different factions 30 4.47 .681 

Its hard to make decisions on one thing as people tend to 

bring in their cultural perspectives 
30 3.83 1.053 

Ethnic, Cultural and religious differences affect a 

organizations‘ performance 
30 4.07 1.172 

Belief Systems 30 4.0600 .31579 

    

 

On the aspect of the belief systems, the above questions were answered by the middle 

management. The mean responses for all the questions addressing different belief 

systems are all within the agree response range of values. Hence the middle 

management agreed with all the questions above that are addressing the different 

belief systems in the organization. The overall average mean response value for the 

belief systems is 4.0600, which falls in the agree response range, thus this shows that 

the middle management agree that there are different belief systems and these have a 

high level effect on the organizational performance.  
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The overall average standard deviation for the responses on the belief systems is 

0.31579. This value is less than 1.00 indicating that the responses by the middle 

management were homogeneous, thus they gave similar responses to the questions on 

having different belief systems. There was little deviation in their responses. 

Descriptive Statistics; Gender Inequality 

 N Mean 

Std. 

Deviation 

Gender Inequality affects the organizations‘ 

performance 
30 4.20 .805 

Challenging assignments are allocated to males 30 4.13 1.106 

Males are more capable of executing the dynamics of 

electricity in the energy industry 30 4.17 .834 

Females do the office work much better 30 4.10 .662 

The management hierarchy has more males than 

females 
30 3.70 .794 

Gender Inequality 30 4.0600 .53858 

    

 

The above table seeks to address questions with regards to gender inequality. 

Similarly, all the mean values obtained from the responses on gender inequality all 

fall within the agree range of values. Thus, the respondents agreed with all the 

statements above that sought to address the issues on gender inequality. The overall 

average mean value for gender inequality is 4.0600, indicating that in general the 

middle management agree that there is gender inequality, thus meaning that high 

levels of the organizational performance is affected by gender inequality. 

 

The overall average standard deviation for the gender inequality is 0.53858. This 

value is less than 1.00 indicating that the responses by the middle management were 
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homogeneous, thus they gave similar responses to the questions on gender inequality. 

There was little deviation in the middle management responses. 

Descriptive Statistics; AGE DIVERSITY 

 N Mean 

Std. 

Deviation 

The age differences has slowed  down progress on 

decision making 
30 3.73 1.143 

The older generation is able to make wise , mature 

decisions 
30 4.10 .885 

The young generation  make decisions basing on 

emotions and feelings 
30 4.37 .669 

Your subordinates of different age groups fail to work 

together perfectly 
30 3.97 1.098 

The older generation is more favoured in terms of 

decision making 
30 4.27 1.081 

Age Diversity 30 4.0867 .39891 

    

 

With regards to age diversity, the above questions clearly show from the above mean 

values obtained, that they also similarly fall within the range of values for the agree 

response. Thus this shows that for each of the questions above addressing age 

diversity the middle management agreed to each one of them in general. The overall 

average mean response value for age diversity is 4.0867, which falls in the agree 

range of responses, thus indicating that the respondents agree that there is age 

diversity in the organization and thus it affects organizational performance at a high 

level. 

 

The overall average standard deviation response for age diversity according to the 

middle management is 0.39891, which is less than 1.00 indicating that the responses 

were homogeneous, thus they gave similar responses to the questions above. Hence 

there was little deviation in the middle management responses on the age diversity. 
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Descriptive Statistics:Tribalism 

 N Mean 

Std. 

Deviation 

The diverse tribes hinder the organizations‘ decision 

making 
30 4.33 .711 

Hiring of staff is biased to a certain tribe 30 4.30 .952 

There is tribal friction every now and then 30 4.30 .877 

Managing tribalism takes a toll on the daily activities to 

be done 
30 4.20 .714 

Customers are giving negative feedback due to the 

differences in the company 30 3.80 .664 

Tribalism 30 4.1867 .43290 

    

 

Looking at the tribal aspect of work diversity, the above questions were tackled by 

middle management.  Observing the mean response values, we note that they too like 

the other aspects of work diversity mean values, fall within the range of values for the 

agree response. Thus meaning the respondents in general agreed to the above 

questions on tribalism. The overall average mean response value for the tribalism 

aspect of work diversity is 4.0240, which falls in the agree response range of values 

meaning the middle management agree that there is tribalism in the organization and 

thus a high level of organizational performance is affected by tribalism. 

 

The overall average standard deviation response for tribalism is 0.43290, which is less 

than 1.00 indicating that the responses by the middle management were 

homogeneous, thus they gave similar responses to the questions above. Hence there 

was little deviation in the responses on tribalism. 
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The following is a section of the Top Management Response to how workforce 

diversity affects organizational performance: 

The top management indicated that issues involving gender have caused large 

amounts of discomfort amongst the workforce. Especially amongst females who feel 

they are not given equal opportunity and respect by fellow workman. This then affects 

the organizational performance.  

They also highlighted that age diversity i.e. the generation gap has brought about 

multiple conflicts due to different methods and resolutions made by fellow workman 

as according to their relevant era of knowledge. Due to this, multiple disagreement 

and failure to reach understandings this then affects performance of the organization.  

On the aspect of different belief systems, the top management signaled that due to 

different religious beliefs, certain aspects of the organization are affected, as well as 

clashes between workmen who have contradicting beliefs.  This then results in 

organizational performance being affected. 

The top management in light of tribalism highlighted that it has come to also be of 

great concern. As this causes a lot of conflict amongst the workmen, resulting in the 

workforce being divided and thus certain factions are created. This then cause‘s 

failure to unite in purpose and goal are not achieved since some fail to work together 

due to tribal issues, hence affecting organizational performance. 
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Question 3 ; Is there any significant relationship between work diversity and the 

organizations performance? 

Regression Analysis was employed to address the above research question. 

 

Model Summary 

Mod

el R 

R 

Square 

Adjusted 

R Square 

Std. Error 

of the 

Estimate 

Change Statistics 

R Square 

Change 

F 

Change df1 df2 

Sig. F 

Change 

1 .674
a
 

.454 .431 .28476 .454 19.751 4 95 .000 

a. Predictors: (Constant), Tribal, Belief, Genderave, Ageave 

 

The above table is the model summary extracted from Regression Analysis. The 

model has an Adjusted R Square value of 0.431, meaning that only 43.1% of the 

variance in organizational performance is accounted for by the currently investigated 

work diversity variables. Meaning that the remaining 56.9% is unaccounted for in this 

model. 

Anova table 

Measuring whether or not our variables are statistically significant 

  

Model 

Sum of 

Squares df Mean Square F Sig. 

1 Regression 6.407 4 1.602 19.751 .000
b
 

Residual 7.703 95 .081   

Total 14.110 99    

a. Dependent Variable: performance 

b. Predictors: (Constant), Tribal, Belief, Genderave, Ageave 
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The Table above is the ANOVA table. It substantiates that for organizational 

performance; at F value 19.751 accounted for by the work diversity variables, the 

model used in this research is significant, as confirmed by the significance value of p 

= 0.000 < 0.05. Therefore, this research significant and is not by chance hence it can 

be used in similar researches. 

Coefficients
a
 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) 1.492 .422  3.537 .001 

Gender 

Inequality 
.310 .158 .306 1.959 .053 

Belief Systems .762 .096 .760 7.933 .000 

Age diversity  -.127 .174 -.126 -.734 .465 

Tribalism -.319 .106 -.360 -3.000 .003 

a. Dependent Variable: performance 

 

 

The coefficients table above gives the nature of the relationship between 

organizational performance and workforce diversity. For different belief systems it 

has a statistically significant p-value 0.000<0.05 thus its beta values can be analysed 

since it gives a significant result. Thus, for different belief systems, the beta value is 

0.760 indicating that this makes a noticeable impact to organizational performance. 

The nature of the relationship is direct due to the positivity of the value. As one 

increases the other also increases. Hence the more there are different belief systems 

that means there will be a greater effect on organizational performance by 76%. 

This also is supported by the assertion made by the top management that among these 

variables they felt that different belief systems affects organizational performance 

more than the rest. This is clear by how religion is a sensitive matter to most people 
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and thus clashes and conflicts of religions will more significantly affect organizational 

performance. 

 

For tribalism, it has a statistically significant p-value 0.003<0.05 thus its beta values 

can be analysed since it gives a significant result. Thus, for tribalism, the beta value is 

-0.360 indicating that this makes a noticeable effect to organizational performance. 

The nature of the relationship is inverse due to the negativity of the value. As one 

increases the other decreases. Hence the less there is tribalism, that means there will 

be a greater effect on organizational performance increased by 36%.   

Gender inequality and Age diversity have p-values 0.053 and 0.465 respectively 

which are greater than 0.05 thus their results are not significant. 
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CHAPTER 5 

SUMMARY, FINDINGS AND RECOMMENDATIONS 

Introduction 

This chapter ends the research study ―assessing the impact of workforce diversity on 

organizational performance. A case study of Zimbabwe electricity transmission and 

distribution company (ZETDC) Gweru‖. This will be done by giving a summary of 

the research and the conclusions drawn out from the research‘s findings. The 

recommendations are derived from the conclusions arrived at from the responses of 

the respondents. 

Summary 

This study was divided into five chapters. The first chapter introduced and set the 

background to the study, expressed the problem, highlighted the aim, research 

questions and objectives of the study, delimitated the study and pronounced the 

assumptions as well as the importance of the study. The objectives of the study were 

as follows, to determine the level of performance at ZETDC is a success, to find out 

the best predictor of performance at ZETDC and to find out if there is any significant 

relationship between workforce diversity and or performance.  

Chapter two reviewed the theoretical and conceptual frameworks on workforce 

diversity and organisational performance. Chapter three focused on research 

methodology, the research philosophy, research design, area of study, sampling 
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design the target population, sampling methods, data collection including the research 

instruments, how data was going to be analysed, its reliability, validity and ethics. 

 A descriptive research design was used for this study centering mainly on the 

quantitative aspect of the survey. The research instrument used in this case study was 

a questionnaire, and an interview guide with which data was extracted from the 

targeted respondents and from a sample of one hundred and thirty-five respondents 

the data was extracted and analysed. Chapter four presented the findings on the study 

which were as follows:- 

Findings  

The employees response to performance of the organization was that they agree to the 

lack of performance variable, thus they indicated that there are low levels of success 

in ZETDC‘s current performance. 

 

On the effects of workforce diversity on organizational performance:  

-  Gender inequality in general both the employees and middle management 

agree that there is gender inequality, thus meaning that high levels of the 

organizational performance is affected by gender inequality. 

- Different belief systems in general both the employees and middle 

management agree that there are different belief systems and these have a high 

level effect on the organizational performance.  

- Age diversity in general both the employees and middle management agree 

that there is age diversity in the organization and thus it affects organizational 

performance at a high level. 
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- Tribalism in general both employees and middle management agree that there 

is tribalism in the organization and thus a high level of organizational 

performance is affected by tribalism. 

 

On the relationship significance between workforce diversity and organizational 

performance, the different belief systems and tribalism had statistically significant 

relationships with organizational performance, the more there are different belief 

systems that means there will be a greater effect on organizational performance by 

76% and the less there is tribalism, that means there will be a greater effect on 

organizational performance increased by 36%.  Gender inequality and age diversity 

were statistically insignificant. 

Recommendations  

Based on the above findings the following recommendations were made:-  

1. To introduce gender equality in the organization. 

      A)  Altering hiring practices to increase diversity. This can be done through : 

i. Creating an inclusive gender-diverse workplace 

ii. Promoting gender equality with better job descriptions 

iii. Having a diverse interview panel 

iv. Proactively sourcing gender diverse pipeline 

v. Having fair compensation practices 

     B) Considering The Leadership Roles for both Men and Women for it to be fair 

     C) Prioritizing Work-life Balance :  
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To relieve the stress of working mothers and to  make them achieve their career   

goals, paternal leaves should be provided for fathers, as it not only allows mothers to 

concentrate on their career, even fathers will get involved in the upbringing of the 

child. Work-life balance is considered to be a vital aspect of a healthy work 

environment, maintaining a proper work-life balance helps to minimize stress levels 

in the workplace. 

D) Strict and Effective Policies against Harassment and Workplace Offence should be 

enforced: It is the employer‗s responsibility to have a keen eye on these issues at an 

early phase and stop women from getting harassed. Employers should act 

immediately in such cases to ensure the culprit has been punished, and take necessary 

measures to help the victim in any possible way. Employers should take precautionary 

measures at the workplace to avoid such misdemeanors in the future. Ignorance 

towards such activities at workplace is a clear indication of gender inequality 

happening within the organization. 

E) Creating an Open Minded Atmosphere Also brings gender equality: Gender 

equality can be achieved at the workplace, only when the employers, process owners, 

managers, and team leads have a broad and open-minded policy. If most of the 

departments within the organization are gender biased, then it will surely affect the 

growth of the company in the long term. Employees should be appreciated based on 

their talent and performance, and not by employer‘s personal favorites. Thus by so 

doing there is an atmosphere for airing out of views from everyone. 

2. To put in place a system that allows for coexistence of different belief 

systems. 
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A) Offer special training to all employees so that this gap is bridged. In a 

diverse workplace, there are going to be clashes, some that may not be 

intentional. Religion is a hot button issue on its own and when two religions 

collide the results can be devastating. It is vital to offer training to all 

employees and to discuss what is acceptable in terms of discussing faith in the 

workplace. Employees may try to impose their belief systems on others 

without even realizing it. 

B) Provide time off to employees for religious reasons. Some religions dictate 

that worship must be offered at specific times and these times may interfere 

with a work day. Offer time off for these employees and be prepared to face 

some criticism from employees who do not share the same faith and feel 

slighted because they do not receive the same treatment. Remind them that 

several religious holidays, such as Christmas and Easter, are typically offered 

as paid holidays. 

C) Encourage employees to accept the  differences in religion . While many 

religions are directly opposed to one another, common ground can be reached 

once acceptance occurs. Monitor employees and if it is apparent that there is 

discontent over religious issues, encourage the two parties to discuss their 

faith and problems in a safe environment, away from other workers, so that 

they may come to a better understanding of one another. Encourage the 

finding of common ground between employees. 

3. To allow for age diversity and bridge the generation gap in the 

organization. 

A)   TO FACILITATE STRONG NETWORKS OF COMMUNICATION 
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The most amazing and effective thing that any organization can possibly do is 

to help facilitate stronger networks of communication. Often, what becomes 

painful and frustrating for employees is the difficulty faced in communicating 

their message to their colleagues and managers. Different generations can 

have different communication styles and norms. This can easily result in 

grudges and resentment which can translate into bitter conversational tones 

and filthy work-politics. 

Employees must be allowed to easily communicate (even on personal levels) 

with members of Vertical and Horizontal chains in their respective 

organizations. 

B) INVEST TIME FOR BUILDING THE EMPLOYEE RELATIONS 

The organizations which adopt ways to create opportunities for their 

employees to bond and socialize reduce the problem of Age Diversity to a 

great extent. 

By planning and implementing fun hangouts, leisure activities, official dine-

outs, lunches and so on, where employees from all age-groups are invited, an 

organization can construct a friendly and enjoyable work environment. 

This also provides employees with an excellent chance to get to know each 

other and potentially clear-up a lot of small misunderstandings that they may 

not be able to during their usual 9 to 5 work hours. 

C)  PROMOTE TEAMWORK  

Expectations should be highlighted and clearly communicated so that the team 

understands what the goal of working together is and that they are expected 

to provide output through mutual efforts.  They should allow opportunities for 

teams to try new things. Praise efforts and team results but also allow for 
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mistakes to happened. Lessons learned from mistakes are valuable learning 

tools. This in turn helps cover up the variable of age diversity as they work as 

one group, expecting similar results. 

D) CONFLICT RESOLUTION 

Conflicts always arise in a workplace, whether intentional or not. These are 

bound to come, thus management needs to be able to address them quickly 

and effectively so that they do not spiral out of control and affect the 

performance of the employees, and resultantly affecting the performance of 

the company. Managers who can get to the heart of an issue and work with 

their employees to teach them how resolve conflict themselves help to create 

healthy work environments. Appreciating differences in age and working 

towards a common goal helps to focus on solutions. 

 

4. To put in place measures against tribalism. 

A) Manage the psychology 

B) Reframing. It’s the responsibility of the leader to frame the situation and 

environment for their followers.  Be careful with how you define the mission 

or goal for the teams that will be going after the goals 

C) Manage executive egos. 

D) Creating a favoritism free environment, through equal policies 

Recommendations for Future Research 

The findings of this research helped assess the impact of workforce diversity on 

organizational performance.  For purposes of further research, it is recommended that 
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an investigation be done on other factors that could account for the remaining 56.9% 

of organizational performance. 

CONCLUSION 

The study found out that the current level of performance in the organization is low. 

This then was attributed to workforce diversity in the organization. In particular, the 

four variables of workforce diversity each have an effect on the general performance 

of the organization. It has been noted that the different belief systems have the most 

effect in t the workforce. Religious wars often rise leading to high levels of conflict 

thus thwarting progress and eventually the organizations performance.  

Tribalism as well has a large contribution to the low levels of organizational 

performance since every individual is associated by virtue of tribe and background. 

Hence it has been an area of concern for fellow workmen to be involved in tribal 

squabbles leading to failure to co-work resulting in deficient performance. The age 

diversity which is basically the generation gap has to some extent an effect on the 

performance since it brings about difference in ideas and especially methodology. 

Which leads to misunderstandings amongst the workforce thus affecting performance.  

Finally gender inequality also to some extent has affected organizational performance 

as there is a general feeling that opportunities are not equally availed to the workforce 

according to gender. There is a view that there is inequality in terms of gender which 

has led resistance and failure to work together because some section of the workforce 

feel taken for granted and their efforts unnoticed. 

 

 

 



 64 

 

 

 

 

 

REFERENCE 

Wagner, R. (2017, september). The history of workforce diversity. Biz Fluent . 

Business Dictionary. (n.d.). Retrieved Sepetember 4, 2019, from Business 

Dictionary.com: a href='http://www.businessdictionary.com/definition/organizational-

performance.html'>organizational performance</a>a 

href='http://www.businessdictionary.com/definition/organizational-

performance.html'>organizational performance</a> 

Jackson, S. (2009). "Understanding the dynamics of diversity in decision-making 

teams." Team effectiveness and decision making in organizations. 

S Kundu, A. M. (2017). "Workforce diversity and Organizational Performance" 

Employee Relations (Vol. 39). Emerald Publishing Limited. 

Von Bergen, J. P. (2010). Workforce diversity and organisational performance", 

Equal Opportunities International, (Vol. 24). Emerald Group Piublishing Limited. 

UNDERSON, J. S. (2012). Comparing alternative conceptualizations of functional 

diversity in management teams. The Academy of Management Journal , 875-893. 

Ingram, D. (2016). Chron. Retrieved september 1, 2019, from Small Business - 

Chron.com. 

Amadeo, K. (2013). Cultural Diversity inthe Workplace. The Balance . 

Martin, G. (2014). Journal of Diversity Management , Volume 9, Number 2 . 

Joseph, C. (2017, November). Cultural & Language Barriers in the Workforce. 

Retrieved September 2, 2019, from Small Business - Chron.com. : 

http://smallbusiness.chron.com/cultural-language-barriers-workforce-11928.html  



 65 

Lazzari, Z. (2019, MAY 14). CHRON. Retrieved September 4, 2019, from Small 

Business - Chron.com.: http://smallbusiness.chron.com/communication-diversity-

workplace-11389.html  

Henson, P. (2015, October). Diversity Management Organizational actions that 

promote a diverse and inclusive workplace. Coperate Financial Institute . 

Bigelow, L. (2019). CHRON. Retrieved September 6, 2019, from 

smallbusiness.chron.com: https://smallbusiness.chron.com/importance-diversity-

management-24857.html 

Hamel, G. (2009). CHRON. Retrieved September 6, 2019, from Small Business - 

Chron.com: http://smallbusiness.chron.com/potential-negative-effects-diverse-

workforce-17382.html  

Rohner, U. and B. Dougan (2012). Gender diversity and corporate performance. 

Technical report, Credit Suisse Research Institute, Zurich.2 McKinsey & Company. 

(2009). Women matter: Gender diversity, a corporate business driver, 12–14.3 

Krishnan, H. A., & Park, D. (2005). A few good women — on top management 

teams. Journal of Business Research, 58(12), 1712–1720. 4 Herring, Cedric. (2009). 

Does diversity pay? American Sociological Review, 74(2), 213.5 Hoogendoorn, S., 

Oosterbeek, H., & Praag, M. van. (2013). The impact of gender diversity on the 

performance of business teams: Evidence from a field experiment. Management 

Science, 59(7) 

Ashcraft, C. & Blithe, S. (2010). NCWIT Supervising in a box series: Supervisors as 

Change Agents, 6–7. Retrieved fromwww.ncwit.org/supervising. 

Mooney, Lisa. (n.d.). Workplace Effects of Disabilities. Small Business - Chron.com. 

Retrieved from http://smallbusiness.chron.com/workplace-effects-disabilities-

18771.html 

 

 

 

 



 66 

 

 

 

Appendix 1: 

Research Instrument 

Questionnaire to the Middle Management 

Dear Respondent 

My name is Beatrice ZaneleDube, an MBA student in the Faculty of Business at 

Solusi University, Zimbabwe. I am researching on the topic:.―Assessing the impact of 

workforce diversity on organizational performance.  A case study of 

ZimbabweElectricity Transmission and DistributionCompany (ZETDC, GWERU) 

You have been selected to be part of the sample in aiding this research study and its 

success.The information provided will be strictly confidential and exclusively for this 

academic research only and not for any other purposes. 

 

This questionnaire has 2 sections, A and B kindly answer all questions. 

 

Section A 

Instruction: Please place a tick in the box (√) preceding the item. 

 

Basic information 

1. Gender: Male[ ] Female [ ] 

 

2. Age Group In Years: 

a. Below 40[ ] b. 41 – 50 [ ] 

c.  51 – 60[]d. 60 and above [ ] 

3.Level of training or educational Qualification: 

A- Level andbelow[ ] Diploma/Certificate [ ] 
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Degree[]Masters []    

    

Section B 

Instruction:Put a Tick (√) in the box that best rates your level of agreement with each 

statement as a correct description of the matter at hand. 

5 – Strongly Agree 4- Agree 3- Not Sure 2 – Disagree 1 – Strongly Disagree 

 

 Middle Management 5 4 3 2 1 

1.  Different belief Systems (Cultural and Ethnic) 

Leading a diverse group of  people with different 

belief systems is hard 

     

2.  Employees take orders and work effectively despite 

the diversity of the cultures 

     

3.  Different cultures have formed different factions      

4.  Its hard to make decisions on one thing as people 

tend to bring in their cultural perspectives 

     

5.  Ethnic, Cultural and religious differences affect a 

organizations‘ performance 

     

6.  Gender Inequality 

Gender Inequality affects the organizations‘ 

performance 

     

7.  Challenging assignments are allocated to males      

8.  Males are more capable of executing the dynamics 

of electricity in the energy industry 

     

9.  Females do the office work much better      

10.  The management hierachy has more males than 

females 

     

11.  Generational Gap (Age Diversity) 

The age differences has slowed  down progress on 

decision making 

     

12.  The older generation is able to make wise , mature 

decisions 

     

13.  The young generation  make decisions basing on      
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emotions and feelings 

14.  Your subordinates of different age groups fail to 

work together perfectly 

     

15.  The older generation is more favoured in terms of 

decision making 

     

16.  Tribalism 

The diverse tribes hinder the organizations‘  

decision making 

5 4 3 2 1 

17.  Hiring of staff is biased to a certain tribe      

18.  There is tribal friction every now and then 5 4 3 2 1 

19.  Managing tribalism takes a toll on the daily 

activities to be done 

     

20.  Customers are giving negative feedback due to the 

differences in the company 

     

 

THANK YOU FOR YOUR TIME!! 
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APPENDIX 2: 

Research Instrument 

Questionnaire to the Employees 

Dear Respondent 

My name is Beatrice Zanele Dube, an MBA student in the Faculty of Business at 

Solusi University, Zimbabwe. I am researching on the topic: ―Assessing the impact of 

workforce diversity on organizational performance.  A case study of Zimbabwe 

Electricity Transmission and Distribution Company (ZETDC, GWERU) 

You have been selected to be part of the sample in aiding this research study and its 

success. The information provided will be strictly confidential and exclusively for this 

academic research only and not for any other purposes. 

This questionnaire has 2 sections, A and B kindly answer all questions. 

Section A 

Instruction: Please place a tick in the box (√) preceding the item. 

 

Basic information  

3. Gender: Male[ ] Female [ ] 

 

4. Age Group In Years: 

b. Below 40[ ]        b. 41 – 50 [ ] 

d.  51 – 60[]          d. 60 and above [ ] 

3.Level of training or educational Qualification: 

B- Level and below[ ] Diploma/Certificate [ ] 
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Degree [] Masters [ ]    

    

Section B 

Instruction: Put a Tick (√) in the box that best rates your level of agreement with each 

statement as a correct description of the matter at hand. 

 

5 – Strongly Agree 2- Agree 3- Not Sure 4 – Disagree 5 – Strongly Disagree  

 

Questionnaire to Employees 

  5 4 3 2 1 

 Performance of the Organization      

1. Zetdc‘s current performance is a success?      

2. Diversity in the workforce affects personal work 

performance 

     

3. Generational gap affects the organizations‘ 

performance 

     

4. Different belief systems affects the 

organizations‘ performance 

     

5. Ethnic and Cultural differences affect the 

organizations‘ performance 

     

 

 

6. 

Gender Inequality 

Gender Inequality affects the organizations‘ 

performance 

     

7. Men are given better working positions      

8. Women are viewed as stepping stones to the 

success of men 

     

9. There is no fair apportionment of duties       

10.  Men‘s decisions are largely regarded than 

women. 

     

 Different belief systems      

12. Different belief systems have ushered in more 

conflicts than solutions 
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13. Different belief system hinders productivity and 

efficiency 

     

14. There is a conducive work environment when 

there is no different cultural and ethnic 

differences 

     

15. Ethnic and cultural differences brings in 

different perspectives slowing down progress on 

decision making 

     

16. Different belief systems has  steered up factions      

 

 

17. 

Generational Gap (Age Diversity) 

The younger generation has more exclusive, 

fresh enticing ideas to take the organization to 

the next level, whilst making the older 

generation feel less relevant 

     

18. The older generation is archaic in their way of 

working  

     

19. The differences in age, makes work almost hard 

to complete if not impossible 

     

20. The younger generation feels left out in most of 

the decisions 

     

21. Age Differences  takes a toll on the production 

of the organization 

     

 Tribalism 5 4 3 2 1 

     22. There are cross purposes with colleagues      

     23. Tribalism leads to different factions in the 

organization 

     

     24. Accountability is impossible because of tribal 

solidarity. 

     

25.  

 

26.  

Tribal favoritism is the organizations‘ culture. 

Tribalism has demoralized people‘s spirits to 

perform excellently. 

     

Thank you 
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APPENDIX 3: 

Interview guide for high level management. 

 

1. What is your understanding of the workforce diversity? 

...............................................................................................................................

...............................................................................................................................

.................................... 

2 Has workforce diversity affected the performance of the organization? 

 …………………………………………………………………………………

…………………………………………………………………………………

………………………… 

3.       If yes, how? 

…………………………………………………………………………………

…………………………………………………………………………………

……………………….. 
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4.     Which variable of workforce diversity affects the company‘s performance the 

most?     

 …………………………………………………………………………………

…………………………………………………………………………………

…………………………………………………………………………………

………………………………………   

5.  In your view, can the workforce diversity be managed? 

…………………………………………………………………………………

…………… 

…………………………………………………………………………………

…………… 

5. If yes how? 

 

 

 

 

 

THANK YOU FOR YOUR TIME!!!!!!!!!!!! 

 

 

 


