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ABSTRACT
This study was carried out to examine the management of workforce diversity in public organizations in Nigeria.  Specifically, the study examined  ascertain the effect of workforce diversity in public organizations in Nigeria. The study also determine strategic ways in which workforce diversity can be managed in public organizations in Nigeria. Lastly, the  Study the views of various companies regarding the choice and implementation of workplace diversity . A total of 77 responses were validated from the survey.From the responses obtained and analyzed, the findings revealed that organizations view the implementation of work diversity as belonging and inclusion. Also, organizations view the implementation of work diversity as commitment to organizational growth. Lastly,  organizations view the implementation of work diversity in the sense that organization will experience . The study hereby recommend that in as much as organizations are made up of diverse people with different interests and backgrounds, it requires that everybody should be carried along given sense of belonging, assured of job security and allowed to ventilate inputs in matters that concern them. This will ensure that there is goal congruence. Also, human resource managers should also explore avenues to further their knowledge in current issues and convectional management through training and development in order to fully assume the strategic important positions to face the current tides of emerging global best practices in modern management techniques.

CHAPTER ONE
INTRODUCTION
1.1        BACKGROUND STUDY 
In Nigeria, workplace diversity has been widely attributed to the demographic composition of a workforce, whether in the private or public sector. In empirical studies, diversity is usually measured using the compositional approach, otherwise known as Surface-level or demographic diversity which refers to the extent to which a unit is heterogeneous on characteristics such as gender, ethnicity, religion, age, functional background, and organizational tenure (Tsui and Gutek, 2000). Contemporary believe system is marked by a generalized sense that traditional work arrangements are inadequate to address the challenges organizations encounter in recent times. It appears that the shifts from an industrial to an information-based society and from a manufacturing to a service economy, coupled with the forces of globalization, have forced innovative changes on the work place arrangements. These tendencies have affected work not just in industrialized societies of the global north, but also in the developing countries such as Nigeria. Several conjecture on the best way to organize tasks and people as well as the solutions to organizational problems based on those hypothesis do not seem to make sense any more. A paradigmatic shift is taking place in contemporary time on how we think about contemporary organizations and their governance. The Nigeria Public Service is however not exempted from this modern organizational reality.
Diversity is a subjective phenomenon, created by group members themselves who on the basis of their different social identities categorize others as similar or dissimilar: “A group is diverse if it is composed of individuals who differ on a characteristic on which they base their own social identity”. Diversity could be defined as that which differentiates one group of people from another along primary and secondary dimensions. Primary dimensions of diversity, those exerting primary influences on our identities, are gender, ethnicity, race, sexual orientation, age and mental or physical abilities and characteristics (Odita and Egbule 2015).
Advances in technology and the advent of a global economy bring the people of the world closer together than ever before. Workforce diversity has important implications toward management practices and policies. Frequently, diversity is viewed in a limited fashion, primarily addressing issues of race, ethnicity, cultural or gender differences. With regard to this study, we used a very broad definition of diversity, to encompass most characteristics that individuals possess that seem to affect the way they think and do things.
There are many legally mandated actions that employers must take to minimize employment discrimination. In Nigeria, for example there is the Federal Character Law which stipulates that recruitments in Federal Government Agencies and Parastatals must reflect the Federal character. But many CEOs recruit to favour their own people to the detriments of other Nigerians from other places. This is unethical and tends to negatively affect the performance level of most organizations in Nigeria (Ogbo, Kifordu, and Wilfred, 2014). The most important issues of workforce diversity are to address the problems of discrimination in terms of gender, age, ethnicity, education background and culture.
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 organizational goals and objectives. Corporate profitability dwindles because the core values of diversity are not properly harnessed (Salami, 2010). When left un-managed, employee diversity is more likely to damage morale, increase employee turnover, and cause significant communication problems (Jehn et al., 1999), in Eugene et al., (2011).
There are different dimensions of diversity. They are:
1.     Primary diversity which involve race, ethnicity, gender, age and disability
2.     Secondary diversity which involve religion, culture, sexual orientation, family status, education, language, nationality, lifestyle, work experience etc.
3.     Tertiary diversity which include beliefs, assumptions, perceptions, attitudes, feelings values, group norms etc. (Odita and Egbule, 2015).
Diversity creates groups of like minds within an organization. In the public organizations in Nigeria, there are several ways diversity affect efficiency both among the employees and employers as well. From the stage of searching for employment to the stage of retirement, diversity has played its role in all of the stages. This most times led to conflict in organizations.  
Today, before one can get an employment in the Nigerian public sector, there has to be a kind of connection between the applicant and an important person in government or that particular organization.
1.2     STATEMENT OF THE PROBLEM
The 21st century managers are saddled with the responsibility of both leading employees and responding to the needs of customers who are more ethnically and culturally diverse from each other. Leaders in both the public and the private sectors are focusing more attention on the issue of diversity. Whether the goal is to be an employer of choice, to provide excellent customer service, or to maintain a competitive edge, diversity is increasingly recognized and utilized as an important organizational resource. Leaders and managers within organizations are primarily responsible for the success of diversity policies because they must ensure that the policies are effective. It points out that, countless studies have been conducted on work place diversity. This study is provoked by the gap left unfilled by a substantial number of research works that has been conducted on workplace diversity and its significance on the corporate culture. In recent years Diversity Management and workforce diversity have been substantial and as such have forced companies to embrace these concepts in their companies with the aim of increasing productivity and profit. This forced integration has created divergence and uncertainty in the workforce, as management is not skilled enough to control the concept of diversity management and its ethics, and so managers are finding it difficult to effectively practice diversity management, which in turn has become an albatross on their neck. Managers find it difficult in knowing the factors that contribute to effective diversity management or the exact leadership tasks that can be achieved to effectively and efficiently deal with issues related to workplace diversity. In completing this study, relevant theoretical works are considered in order to ascertain the factors that could lead to the formation of a favorable working environment that pertains to diversity management. In reality, it is also important to establish the implications this has had on companies so as to create a very conductive working atmosphere through workplace diversity management.
1.3     OBJECTIVES OF THE STUDY
The general objective of this study is to examine how workforce diversity can be managed in public organizations in Nigeria. The specific objective are:
1.     To ascertain the effect of workforce diversity in public organizations in Nigeria.
2.      Determine strategic ways in which workforce diversity can be managed in public organizations in Nigeria.
3.     Study the views of various companies regarding the choice and implementation of workplace diversity.
1.4              RESEARCH QUESTIONS
The important research questions related to this study are: 
1.     What are the effect of workforce diversity in public organizations in Nigeria?
2.     Are there strategic ways in which workforce diversity can be managed in public organizations in Nigeria?
3.     What is the view of various organization regarding the choice and implementation of workplace diversity.
1.5     SIGNIFICANCE OF THE STUDY
The main purpose of this study is to investigate the impact of workforce diversity and performance. Various factors that enhance the relationship between workforce diversity & performance in the public organizations in Nigeria as mediators are also explored.    
1.6     SCOPE OF THE STUDY
The scope of this study is concentrated on the management of workforce diversity in public organizations in Nigeria. It will cover a range of public organizations selected at random to gather information about the positive and negative influence of workforce diversity in an organization, particularly in the public sectors in Nigeria.
1.7     LIMITATION OF THE STUDY
The issue of finance for the general research work will be a challenge during the course of study. Correspondents also might not be able to complete or willing to submit the questionnaires given to them.
However, it is believed that these constraints will be worked on by making the best use of the available materials and spending more than the necessary time in the research work. Therefore, it is strongly believed that despite these constraint, its effect on this research report will be minimal, thus, making the objective and significance of the study achievable.            
1.8     DEFINITION OF TERMS
Workforce: the people engaged in or available for work, either in a country or area or in a particular firm or industry.
Public organizations: the public sector consists of governments and all publicly controlled or publicly funded agencies, enterprises, and other entities that deliver public programs, goods, or services.
Diversity: It means understanding that each individual is unique, and recognizing our individual differences, along the dimensions of race, ethnicity, gender, sexual orientation, socio-economic status, age, physical abilities, religious beliefs, political beliefs, or other ideologies


CHAPTER TWO
REVIEW OF LITERATURE
[bookmark: _Toc43312039]INTRODUCTION
Our focus in this chapter is to critically examine relevant literature that would assist in explaining the research problem and furthermore recognize the efforts of scholars who had previously contributed immensely to similar research. The chapter intends to deepen the understanding of the study and close the perceived gaps.
Precisely, the chapter will be considered in three sub-headings:
· Conceptual Framework
· Theoretical Framework
[bookmark: _Toc43312040]2.1	CONCEPTUAL FRAMEWORK 
CONCEPT OF WORK PLACE DIVERSITY
Diversity implies the variety, variegation and multiplicity of characteristics, both visible and invisible, which constitute a phenomenon in both the inanimate and animate worlds. However, we are here concerned with workforce diversity which Kreitner and Kinichi (2001) defined as the multitude of the individual differences and similarities that exist among the people working in an organization. This implies that workforce diversity pertains to everybody in the organization. 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. These similarities and differences are in terms such as age, gender, marital status, social status, disability, sexual orientation, religion, personality, ethnicity, languages and culture (Kossek et al., 2006). Other aspects include life style, tenure, position in the organization, functional specialty or geographical location. This is not an exhaustive list, as we can expect newer categories to be added to the list due to socio-economic, political and technological developments. Some of these categories have grown to include newer dimensions such as the child worker, the aged worker, generation X and Y, and knowledge workers are examples of emerging groups adding to the age dimension of diversity. As noted by Edewor and Aluko (2007), some researchers have gone further to define diversity in primary and secondary dimensions. Primary dimensions are age, ethnicity, gender, physical abilities/ qualities, race and sexual orientation, which shape an individual’s basic self-image and worldview and have the most impact on groups in the workplace and society (Loden and Rosener, 1991). The secondary dimensions include educational background, geographic location, income, marital status, religious beliefs and work experience. These secondary dimensions of diversity affect an individual’s self-esteem and self-definition. Other ways of classifying these aspects are visible or surface aspects of diversity, pointing to those aspects which are either easily captured such as physical attributes and those that are invisible or deep-level diversity relating to psychological and cultural traits such as life styles, personality characteristics, etc. Furthermore, the significance and importance attached to each or groups of these diversity dimensions vary from country to country and their effects may be conflicting. While gender inequality is considered the oldest and commonest diversity issue worldwide, religion is most important in India and the Middle East, multiculturalism, languages and religion in Africa, racial equality in USA and South Africa and sexual orientation in Western countries and the USA. Indeed, diversity in any many respects has the potential to generate multiple positive outcomes. However, this depends on factors such as the level of diversity awareness, sophistication, experience, education and emotional intelligence, which has been found to be a fundamental determinant of competency if the area of diversity management (Oyewunmi, 2016). Finally, although much talked about and heavily researched especially in the western world, a comprehensive and generally accepted model of diversity is still elusive, but the one proposed by Shore et al. (2009) appears very promising.
IMPORTANCE AND SIGNIFICANCE OF WORKFORCE DIVERSITY MANAGEMENT 
A convergence of several factors such as the internationalization of business, development of world markets, growing workforce mobility, and the increasing awareness of individual differences have reduced the world to a global village, and each nation today is characterized more or less by a world society. Since organisations are microcosms of their societies, we now have a “diverse workforce comprising a multitude of beliefs, understandings, values, ways of viewing the world and unique information,” making it a “hot-button issue” in political, legal, corporate and educational arenas (Shen et al., 2009). However, there is a need to separate the facts from the myths. Quoting Rynes and Rosen (1995), Shen et al. (2009) noted that adoption of diversity training does not necessarily increase top management diversity and overall workforce diversity. In the same vein, they referred to the study by Blum et al. (1994), which found that companies with higher diversity tend to provide lower salaries and have higher employee turnover. On the other hand, to gain the full benefits of diversity management, the authors emphasize that it is not enough to “accept that individuals are different but creating an atmosphere of inclusion and making a commitment to valuing diversity” (Shen et al. 2009. p. 236; italized for emphasis). In other words, diversity management must be made a strategic and competitive advantage and that the appropriate means to achieve this is through the HRM function: “The key to diversity management hinges on strategic thinking and people-centred policies. While diversity management is an approach that revolves around employees, the HRM function is the custodian of the people management processes.” While the authors spoke in glowing terms about HRM being critical in overcoming individual and group processes by increasing organizational learning, flexibility, knowledge creation and the development of a work environment which is conductive to diversity management. They were convinced that diversity management has a place in HRM and should be at the heart of human resource practices and policies. Yet, in spite of their strong faith in this relationship, the empirical support was disappointing, mainly because of the limited scope of treating diversity management only as compliance with AA and EEO and neglecting the practices of appreciating and making use of diversity. It is, therefore, instructive, first, to examine the role and the ability of HRM as an organic function of management, on the one hand and, on the other hand, its ability to advance the process of diversity management in organizations in Nigeria.
MANAGING WORKFORCE DIVERSITY IN ORGANISATION
understanding
The first of this is understanding, the nature and meaning of diversity. Human resource managers must understand that basic differences among peoples do, in fact, exist. Thus, any effort to treat everyone the same, without regards to their fundamental human differences will only lead to a problem.
Empathy: 
People in an organization should try to understand the perspectives of others.
Tolerance: 
Even though managers learn to understand diversity and empathize with others, the fact remains that they may still not accept or enjoy some aspect of other’s behaviors. They should learn how to tolerate others and respect their individuality.
Willingness to Communicate: 
Problem often get magnified over diversity issues because people are afraid or otherwise unwilling to openly discuss issues that relate to diversity. For communication to work, it must be two ways.
ORGANIZATIONAL STRATEGIES FOR MANAGING WORKFORCE DIVERSITY
Organizational Policies: 
The starting point in managing because diversity is characterised by differences among people, organisations can more effectively manage that diversity by following practices and procedures that are based on flexibility rather than rigidity.
Organizational Practices: 
The ideal practice is that because diversity is characterized by differences among people, organizations can more effectively manage that diversity by following practices and procedures that are based on flexibility rather than rigidity [Griffin,1997].
Diversity Training: 
Many organizations are finding that diversity training is effective means for managing diversity and minimizing its associated conflict. More specifically, diversity training is training that is specifically designed to better enable members of an organization to function in a diverse workplace [Cox,1991].
Organizational Culture: 
The ultimate test of an organizations commitment to managing diversity is its culture. Regardless of what managers say or put in writing, unless there is a basic fundamental belief that diversity is valued, it cannot ever become truly an integral part of an organization. An organization that really wants to promote diversity must shape its culture so that it clearly underscores top management commitment to and support of diversity in all of its forms throughout every part of the organization Carnvale and Stone [1994].
IMPLICATIONS OF MANAGING WORKFORCE DIVERSITY IN ORGANISATIONS IN NIGERIA
At present, the diversity literature is as diverse as the individuals, groups and organizations that are the subjects of study. Much work is needed, both theoretically and empirically, to develop a body of knowledge related to diversity in organizations. Most importantly, scholars need to move beyond old paradigms and limited ways of thinking to develop integrative and practical diversity theories that help organizational leaders create systems in which diverse human beings are able to thrive, and to help their organizations do likewise.” Even though this advice was given close to a decade ago, they are still very relevant to the Nigerian situation today. That much work is needed is borne out by the sparse research done, especially by way of empirical studies and theorizing. Considering the latter, Shore et al. (2009) see a theory as a way of seeing just as it is also a way of not seeing, following Pedhazur and Schmelkin (1991); hence they called for more integrative theories to guide both research and practice. Their final theoretical model is based on a careful and extensive review of the literature, looking at key individual dimensions of diversity (race, gender, age, disability, sexual orientation, and national origin), the paradigms applied, their antecedents and outcomes (positive, negative and neutral) for individuals, groups and organizations. Although the findings of Shore et al. (2009) cannot be generalized to other non-western countries, some of their remarks are instructive to researchers in other places. For example, it is appropriate to note that most researchers in Nigeria have tended to concentrate on limited aspects of diversity, namely, race (ethnicity), gender and culture (national origin), to the neglect of other dimensions such as age, disability and sexual orientation and more of surface than deep-level characteristics of diversity. A comment applicable to both western and non-western researchers is that individual level of theorizing, is usually dominated by negative rather positive predictions, calling for newer thinking about the positive aspects of diversity. They, therefore, advocate the use of a wide array of old as well as developing new theories across the social sciences to explain diversity phenomena in order to enrich the body of scholarship. Moreover, they also recommend the use of multiple dimensions of diversity in group and organizational level studies to enable research to explore what dimensions of diversity are most valuable for group and organizational effectiveness (Shore et al., 2009). Furthermore, they advocate methodological diversity in the exploration of diversity issues as this may aid in the development of new diversity paradigms and new insights, leading to the better management of diversity issues. Finally, they felt that the field of diversity would benefit from an appreciative inquiry perspective (Cooperrider et al., 2005) rather than the present pessimism and negativism which characterize research approaches to diversity. Diversity, because of its negative historical connotation, has acquired an odium which prevents managers and researchers from appreciating and valuing diversity in a positive way. However, there is some evidence to suggest that positive attitudes toward diverse others increase the likelihood of successful diversity management (Sawyerr et al., 2005). Researchers have already begun to develop ideas that move in a more proactive and positive direction such as diversity climate and inclusiveness (McKay et al., 2007; Janssens and Zazoni, 2007; Roberson, 2006; Shore et al., 2009), therefore, provoking newer directions that can contribute to the ability of employers of diverse people to promote individual, group, and organizational success.
POSITIONING DIVERSITY AS A HUMAN RESOURCE STRATEGY IN NIGERIA 
Diversity principally focuses on managing various individuals with different social characters in an organization (Patrickson and O’Brian, 2004). This is with the aim of promoting individual and organizational development (Kandola and Fullerton, 1998). This aim therefore recognizes diversity as a theoretical influence on human resource development practice in many organizations (Gilley et al., 2002), as human resource development goals aim to develop the career paths of individuals in an organization and increase organizational development (Werner and DeSimone, 2006; McGuire, 2014). To recognize the connection between human resource development and diversity, it is significant to highlight the philosophy of human resource development. Thus, Human resource development as defined by Werner and DeSimone (2006) is:[A] set of systematic planned activities designed by an organisation to provide its members with the opportunities to learn necessary skills to meet current and future job demands. (p. 4) Although human resource development has been an emerging area study, the primary functions of human resource development practices are individual development, training and development, organization development and career development (Swanson, 2001; McGuire, 2014). Nonetheless, the concept of human resource development is not entirely new as it integrates with the well-known human resource management practices (Werner and DeSimone, 2006). These practices include organizational management, work force planning and control, reward system, education and training, and physical and external environment (Becker and Gerhart, 1996). However, Werner and DeSimone (2006) argue that human resource development either can be independent of human resource management or can integrate with the human resource management functions. Similarly, the terminology human resource management in the business world elucidates organizations’ strategies for both development and management practices (Boxall and Purcell, 2003). Hence, most organizations are likely to use the term ‘human resource management’ in relation to exploring diversity management processes within an organization. This is the case with most African countries, as stressed by Anakwe (2002). He argues that Africans have adapted the human resource management practices from Western societies and, to a significant extent, have neglected developing their own management practices, among which he includes developing human resources and suitable processes. Figure 1.1 shows a Western theoretical approach for diversity management adopted by MNCs. This is organization focused. The diagram also illustrates the Nigerian context, which this empirical study has focused on. This context takes a holistic approach as it incorporates the individual, organization and the nation. In order to expound diversity management as an HRD strategy in Nigeria, this paper will also examine HRD in Nigeria. In the Nigerian context as well as in other sub-Saharan African societies (McGuire, 2014), human resource development (HRD) involves access to education and training, equal opportunity, and provision of health and other social services that will enhance the productive capacity of nationals towards national development (Daisi, 2008; Okujagu, 2013). Nonetheless, it is evident that there is a struggle with the implementation of these HRD policies (British Council Nigeria, 2012). This is due to the existence of constraining factors like political instability, political corruption, poor investment in education, lack of infrastructural facilities, poverty, and low technology that inhibit these practices (Okafor and Imohnopi, 2006). At the organizational level, HRD is a recognized requirement for the development of employee competences (Swanson and Arnold, 1996; Appah et al., 2012; McGuire, 2014).
DIVERSITY MANAGEMENT AS A TOOL FOR NATIONAL DEVELOPMENT 
From an organization’s perspective, the drive to manage diversity in the workplace links to the organization’s need to have competitive advantage as it draws from a pool of talents globally (Wentling and Palma-Rivas, 2000). Garavan (2007) also stipulates that the development of internal knowledge and skill of any organization can stand as a core competitive advantage for any organization. Hence, a company’s value should correspond to the value of its staff (Garavan, 2007). Most organizations measure staff value in relation to staff performance (Fitz-enz, 2000). I would argue that staff value is a combination of the influence of various variables (Hofstede, 2001); and the recognition, development and management of these values (Cummings and Worley, 2008) within an adequate working environment (Green and Haines, 2011) can lead to best performance.In the HRD context, Holton (2002) defines the performance paradigm of HRD as improving the performance systems and the capabilities of individuals working in a system. He further argues that it is important to understand how and not if HRD needs to improve organisational effectiveness, as this is important for the success of the HRD concept. On the integration of individuals, group and organisational culture, Cox (1991) emphasises the importance of an integrated culture for meeting both organisational and individual goals and objectives. He argues that the existence of a culture-integrated framework in an organisation will encourage the development and management of its diverse workforce at all levels (Cox, 1991). Additionally, Sydhagen and Cunningham (2007) argue that developing skills in an organisation is a major step towards national development, organisational productivity and competitive advantage. Furthermore, examining HRD for the development of individual competencies (Garavan, 2007), it is important to understand the dynamics of how and what influence individuals in the workplace (Hofstede, 2001). This brings me to the structure of social identities – internal, external and organisational dimensions (Sweetman, 2004). The core process of developing a learning strategy in an organisation requires a thorough understanding of the workforce and organizational dimensions, which include values, skills, behaviour, background and environment (Sweetman, 2004). Additionally, Garavan (2007) suggests four levels of context for strategic HRD: global environment; organisational strategy; structure; culture and leadership; value and uniqueness attached to each job function by the organization and the expectation of the individual; and employability and career. I would argue that the evolution of the HRD concept shows more inclusion in respect of the influence of socio-cultural patterns and geo-political characteristics, internally as well as externally (Metcalfe and Rees, 2005; Garavan, 2007). This is essential to understanding and managing the diverse social identities in an organization and its operating environment. I further argue that the significance of diversity management working through HRD strategy, and vice–versa, can be implicitly determined by examining their intended outcomes and determinant factors for achieving these outcomes. The foregoing analysis stresses that diversity management as an HRD strategy should focus on learning, education and the development of the workforce (Swanson, 2001). It should be implemented at all levels of the organizations (Cox, 2001), and should be driven and facilitated by individuals, groups, leadership and management, and the organizational culture (Garavan, 2007).
2.2	THEORETICAL FRAMEWORK
Situational theory
In the management literature, situational leadership theory (situational leadership model, Hersey & Blanchard, 1982) has been presented as a behaviourally-based, yet relatively simple theoretical framework for examining the leadership styles of managers. The theory proposes that effective managers possess a range of styles and can vary their style in response to the environmental variables they encounter. Further, the theory maintains that managers can learn to improve their management capabilities through an understanding of the theory itself (Hersey & Blanchard, 1982, p. 171-2). In order to bridge the gap between the theoretical and the practical, thèse authors hâve developed the Leadership Effectiveness and Adaptability (LEAD) Questionnaire. This questionnaire was developed to measure several leadership style parameters of managers. Thus, the situational leadership model has been presented by its authors as a practical tool that managers can learn to use to improve their performance. Some authors (Sergiovanni, 1979; Fiedler, 1979) hâve claimed that the model is an oversimplification of any real situation that a managermay encounter. However, the simplicity of the modelcan be regarded as an advantage for it can be easilylearnedand appliedby a variety of people. An additional advantage is that the model is based on a follower's observable behaviours or "task-relevant maturity" level. A knowledgeable leader/manager or teacher can then respond in an appropriate manner to the follower's behaviour. Thèse features of situational leadership theory make it potentially useful as a tool for teachers. Several studies hâve examined the application of situational leadership theory to the educational milieu; however, thèse studies hâve focused primarily on the styles of educational administrators (Clark, 1981; Edman, 1982; Weston, 1979). The application of this theory to the teaching/learning environment has been very limited (Bogert, 1986; Boucher, 1980; Greenfield & Andrews, 1961; Salter, 1983; Saucier, 1984). The most récent study by Bogert (1986) usessituational leadership theory as a theoretical framework for the analysis of teaching styles at the CEGEP level. In this study the author has developed the theoretical link between managers and higher éducation teachers, in terms of their activities, the skills that are required and the structures within which they work. Â questionnaire that parallels the LEAD, the Teacher Effectiveness and Adaptability Description (TEAD), was developed in this study. Since teachers often feel that they must choose between emphasizing course content and developing the student as an independent learner, a situational leadership model nïay provide a solution to this dilemma. The présent study examines the Hersey and Blanchard claim that leaders, in this case teachers, can learn to improve their management capabilities, in terms of the style range and style effectiveness components, through an understanding of the theory itself.











CHAPTER THREE
RESEARCH METHODOLOGY
3.1	INTRODUCTION
	In this chapter, we described the research procedure for this study. A research methodology is a research process adopted or employed to systematically and scientifically present the results of a study to the research audience viz. a vis, the study beneficiaries.
3.2	RESEARCH DESIGN
Research designs are perceived to be an overall strategy adopted by the researcher whereby different components of the study are integrated in a logical manner to effectively address a research problem. In this study, the researcher employed the survey research design. This is due to the nature of the study whereby the opinion and views of people are sampled. According to Singleton & Straits, (2009), Survey research can use quantitative research strategies (e.g., using questionnaires with numerically rated items), qualitative research strategies (e.g., using open-ended questions), or both strategies (i.e., mixed methods). As it is often used to describe and explore human behaviour, surveys are therefore frequently used in social and psychological research.
3.3	POPULATION OF THE STUDY
	According to Udoyen (2019), a study population is a group of elements or individuals as the case may be, who share similar characteristics. These similar features can include location, gender, age, sex or specific interest. The emphasis on study population is that it constitute of individuals or elements that are homogeneous in description. 
This study was carried out to examine the management of workforce diversity in public organizations in Nigeria , using NAFDAC   Abuja as a case study.  Staff of NAFDAC form the population of the study.
3.4	SAMPLE SIZE DETERMINATION
A study sample is simply a systematic selected part of a population that infers its result on the population. In essence, it is that part of a whole that represents the whole and its members share characteristics in like similitude (Udoyen, 2019). In this study, the researcher adopted the convenient sampling method to determine the sample size. 
3.5	SAMPLE SIZE SELECTION TECHNIQUE AND PROCEDURE
According to Nwana (2005), sampling techniques are procedures adopted to systematically select the chosen sample in a specified away under controls. This research work adopted the convenience sampling technique in selecting the respondents from the total population.
In this study, the researcher adopted the convenient sampling method to determine the sample size. Out of all the entire population of staff of NAFDAC , the researcher conveniently selected 80 out of the overall population as the sample size for this study. According to Torty (2021), a sample of convenience is the terminology used to describe a sample in which elements have been selected from the target population on the basis of their accessibility or convenience to the researcher.
3.6 	RESEARCH INSTRUMENT AND ADMINISTRATION
The research instrument used in this study is the questionnaire. A survey containing series of questions were administered to the enrolled participants. The questionnaire was divided into two sections, the first section enquired about the responses demographic or personal data while the second sections were in line with the study objectives, aimed at providing answers to the research questions. Participants were required to respond by placing a tick at the appropriate column. The questionnaire was personally administered by the researcher.
3.7	METHOD OF DATA COLLECTION
Two methods of data collection which are primary source and secondary source were used to collect data. The primary sources was the use of questionnaires, while the secondary sources include textbooks, internet, journals, published and unpublished articles and government publications.
3.8	METHOD OF DATA ANALYSIS
The responses were analyzed using the mean and standard deviation, which provided answers to the research questions. 
In analyzing data collected, mean score was used to achieve this. The four points rating scale will be given values as follows:
SA = Strongly Agree		4
A = Agree			3
D = Disagree			2
SD = Strongly Disagree	1
Decision Rule:
To ascertain the decision rule; this formular was used
	4+3+2+1 =10=  2.5

      4           4




Any score that was 2.5 and above was accepted, while any score that was below 2.5 was rejected. Therefore, 2.5 was the cut-off mean score for decision taken.
	3.9	VALIDITY OF THE STUDY
Validity referred here is the degree or extent to which an instrument actually measures what is intended to measure. An instrument is valid to the extent that is tailored to achieve the research objectives. The researcher constructed the questionnaire for the study and submitted to the project supervisor who used his intellectual knowledge to critically, analytically and logically examine the instruments relevance of the contents and statements and then made the instrument valid for the study.
3.10	RELIABILITY OF THE STUDY
The reliability of the research instrument was determined. The Pearson Correlation Coefficient was used to determine the reliability of the instrument. A co-efficient value of 0.68 indicated that the research instrument was relatively reliable. According to (Taber, 2017) the range of a reasonable reliability is between 0.67 and 0.87.
3.11	ETHICAL CONSIDERATION
he study was approved by the Project Committee of the Department.  Informed consent was obtained from all study participants before they were enrolled in the study. Permission was sought from the relevant authorities to carry out the study. Date to visit the place of study for questionnaire distribution was put in place in advance.


CHAPTER FOUR
DATA PRESENTATION AND ANALYSIS
INTRODUCTION
This chapter presents the analysis of data derived through the questionnaire and key informant interview administered on the respondents in the study area. The analysis and interpretation were derived from the findings of the study. The data analysis depicts the simple frequency and percentage of the respondents as well as interpretation of the information gathered. A total of eighty (80) questionnaires were administered to respondents of which only seventy-seven (77) were returned and validated. This was due to irregular, incomplete and inappropriate responses to some questionnaire. For this study a total of 77 was validated for the analysis.
4.1	DATA PRESENTATION
Table 4.2: Demographic profile of the respondents
	Demographic information
	Frequency
	percent

	Gender
Male
	
	

	
	0
	0%

	Female
	77
	100%

	Age
	
	

	20-25
	15
	19.5%

	25-30
	19
	24.7%

	31-35
	23
	29.9%

	36+
	20
	25.9%

	Marital Status
	
	

	Single 
	10
	12.98%

	Married
	49
	63.63%

	Separated
	15
	19.48%

	Widowed
	3
	3.10%

	Education Level
	
	

	WAEC
	20
	25.97%

	BS.c
	35
	45.45%

	MS.c
	22
	28.57%

	MBA
	00
	0%


Source: Field Survey, 2021
4.2	DESCRIPTIVE ANALYSIS
Question 1:  What are the effect of workforce diversity in public organizations in Nigeria?
Table 4.3:  Mean Responses on question 1
	S/N
	ITEM STATEMENT
	SA
4
	A   3
	D   2
	SD  1
	X
	S.D
	DECISION

	1
	Creates a richer flows of ideas
	25
	15
	18
	19
	4
	2.6
	Accepted

	2
	Improve organizational financial performance
	30
	14
	18
	15
	3.4
	2.76
	Accepted

	3
	Creates potential for better problem solving
	28
	20
	15
	14
	3.9
	2.80
	Accepted

	4
	Increase in creativity and innovation
	35
	20
	15
	7
	3.4
	3.07
	Accepted


Source: Field Survey, 2021
	In table above, item1 with mean response of 4 accepted that Creates a richer flows of ideas. Item 2 with mean score of 3.4 also accepted that Improve organizational financial performance. Item 3 with mean score of 3.9 accepted that Creates potential for better problem solving. Item 4 with the mean score of 3.4 also accepted that Increase in creativity and innovation. Item 1,2,3,4 have mean scores above 2.50. This indicates that respondents accepted in all the items on effect of workforce diversity in public organizations.
Question 2:   Are there strategic ways in which workforce diversity can be managed in public organizations in Nigeria?
Table 4.4	Respondent on question 2
	Options
	Frequency
	Percentage

	Yes
	40
	58.44

	No
	12
	19.48

	Undecided
	25
	22.07

	Total
	77
	100


Field Survey, 2021
From the responses obtained as expressed in the table above, 58.44% of the respondents said yes, 19.48% said no , while 22.07% were undecided. 
Research Question 3:  What is the view of various organization regarding the choice and implementation of workplace diversity?
Table 4.5: Mean responses on question 3
	S/N
	ITEM STATEMENT
	SA
4
	A
3
	D
2
	SD
1
	X
	S.D
	DECISION

	1
	Belonging and inclusion
	22
	30
	15
	10
	3.7
	2.84
	Accepted

	2
	Commitment to organizational growth
	18
	28
	22
	9
	4
	2.76
	Accepted

	3
	Organization will experience high retention of employee
	15
	30
	20
	12
	3.8
	2.62
	Accepted

	4
	Value on their uniqueness
	20
	25
	15
	17
	3.2
	2.61
	Accepted


Source: Field Survey, 2021
In table above, item 1 with mean response of 2.84 accepted that Belonging and inclusion . Item 2 with mean response of 2.76 accepted that Commitment to organizational growth. Item 3 with mean response of 2.62 also accepted that Organization will experience high retention of employee. Item 4 with mean response of 2.61 accepted that Value on their uniqueness.  Item 1, 2, 3, 4  all have mean scores above 2.50. This indicates that respondents agreed on item 1to 4 on the view of various organization regarding the choice and implementation of workplace diversity


CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATION
5.1	SUMMARY
In this study, our focus was on the management of workforce diversity in public organizations in Nigeria using NAFDAC   as a case study. The study specifically was aimed at highlighting the effect of workforce diversity in public organizations in Nigeria. The study also determine strategic ways in which workforce diversity can be managed in public organizations in Nigeria. Lastly the study the views of various companies regarding the choice and implementation of workplace diversity.  A total of 77 responses were validated from the enrolled participants where all respondent are drawn from staff of NAFDAC .
5.2	CONCLUSION
Based on the finding of this study, the following conclusions were made:
1. Organizations view the implementation of work diversity as belonging and inclusion.
2. Organizations view the implementation of work diversity as commitment to organizational growth.
3. Organizations view the implementation of work diversity in the sense that organization will experience high retention of employee.
4. Organizations view the implementation of work diversity as value on their uniqueness.
5.3	RECOMMENDATION
Based on the responses obtained, the researcher proffers the following recommendations:
1) In as much as organizations are made up of diverse people with different interests and backgrounds, it requires that everybody should be carried along given sense of belonging, assured of job security and allowed to ventilate inputs in matters that concern them. This will ensure that there is goal congruence.
2) Human resource managers should also explore avenues to further their knowledge in current issues and convectional management through training and development in order to fully assume the strategic important positions to face the current tides of emerging global best practices in modern management techniques.
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APPENDIXE
QUESTIONNAIRE
PLEASE TICK [√] YOUR MOST PREFERRED CHOICE(S) ON A QUESTION.
SECTION A
PERSONAL INFORMATION
Gender
Male ( )
Female ( )
Age
20-25 ( )
25-30 ( )
31-35 ( )
36+ ( )
Marital Status
Single  ( )
Married ( )
Separated ( )
Widowed ( )
Education Level
WAEC ( )
BS.c  ( )
MS.c ( )
MBA ( )
SECTION B
Question 1:  What are the effect of workforce diversity in public organizations in Nigeria?
	S/N
	ITEM STATEMENT
	SA

	A   
	D   
	SD  

	1
	Creates a richer flows of ideas
	
	
	
	

	2
	Improve organizational financial performance
	
	
	
	

	3
	Creates potential for better problem solving
	
	
	
	

	4
	Increase in creativity and innovation
	
	
	
	


Question 2:   Are there strategic ways in which workforce diversity can be managed in public organizations in Nigeria?
	Options
	Please tick

	Yes
	

	No
	

	Undecided
	


Research Question 3:  What is the view of various organization regarding the choice and implementation of workplace diversity?
	S/N
	ITEM STATEMENT
	SA

	A

	D

	SD


	1
	Belonging and inclusion
	
	
	
	

	2
	Commitment to organizational growth
	
	
	
	

	3
	Organization will experience high retention of employee
	
	
	
	

	4
	Value on their uniqueness
	
	
	
	







