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THE IMPACT OF WORKPLACE DIVERSITY ON EMPLOYEE PERFORMANCE (A CASE STUDY OF BARCLAYS AND UNILEVER)
ABSTRACT
The human resource is one of the most critical assets of any organisation as it develops the engines through which the organisation is driven. As the organisations seek to meet its objectives, it needs human resources in order to manage and run the other elements and factors of production. Globalisation, initiatives for social justice as well as migration among others illustrates representation of diverse groups and is a critical issue for organisations in many nations. Over the last few years, diversity in the workforce has been on the increase thus the need for organisations to be prepared and have effective diversity management practices for their organisations. The study had the objective to investigate the impact of workplace diversity (age diversity, gender diversity and ethnic diversity) on employee performance in Barclays and Unilever. The study utilised a mixed method approach to collect data from the study participants. The study utilised a survey whereby data was collected from the participants using both interviews and questionnaires The researcher utilised purposive sampling to determine the sample to interview and simple random sampling to determine the sample for quantitative data collection through the questionnaire. The study reported that there is no significant relationship between age groups of the employees and their performance. Further, the study reported that there exists no significant relationship between gender diversity and employee performance. Finally, the study illustrated a non-significant relationship between ethnicity diversity and employee performance.
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CHAPTER ONE: INTRODUCTION
1.1 Study Background 
The human resource is one of the most critical assets of any organisation as it develops the engines through which the organisation is driven (Anderson, 2013). As the organisations seek to meet its objectives, it needs human resources in order to manage and run the other elements and factors of production. Triana et al., (2010) argues that it is therefore critical for organisations to make sure that it has the right person with the appropriate professionals, academic as well as social skills for meeting the various roles and responsibilities required for the organisation (Jones & George, 2011). In order for this to be obtained and achieved, it is relevant to ensure that the organisations acquires from the wide pool of human resources by not restricting itself to a particular group of individuals. This means that the employees for organisations are likely to be acquired from different sources such as in geographical terms, social cultural as well as political terms (Dessler, 2011). Organisation ends up having employees from different social-cultural as well as political backgrounds bearing to differences in religion, race, ethnicity, gender, size, physical abilities, age, sexual orientation as well as personalities. 
Globalisation, initiatives for social justice as well as migration among others illustrates representation of diverse groups and is a critical issue for organisations in many nations (Cole & Kelly, 2011). Diversity management has been illustrated as a process which has intentions on creating and maintaining a positive work environment where employees' differences and similarities are valued (Triana et al., 2010). One of the critical elements emphasised with regards to diversity management is organisation culture as it impacts on diversity openness, management of human resources, institutional environments, expectations, requirements as well as incentives in addition to organisational outcomes with relations to management of employee diversity (Anderson, 2013). 
Diversity has been described as the acknowledging, accepting, understanding, celebrating and respecting differences among individuals with regards to ethnicity, class, age, physical ability, mental ability, sexual orientation, public assistance status, gender and religion (Esty, Griffin & Schorr-Hirsh, 1995). Jones and George (2011) illustrate diversity as the differences between people with regards to age, sexual orientation, socioeconomic background, capabilities/disabilities, gender, race, ethnicity ad religion. Dessler (2011) argues that diversity refers to the multiplicity of demographic features which involves the workforce of a company in particular with regards to race, culture, national origin, age, handicap, as well as religion. All these definitions clearly illustrate that diversity at the workplace involves tolerating the differences in individuals within the organisations and exploiting their input to the firm in a positive manner. Currently, an organisation has responded to diversity by developing principles and practices which consider the differing beliefs and attributes of their personnel (Kearney& Gebert, 2009). For instance, companies have developed flexible working patterns for employees allowing breast feeding mothers to take care of their babies as they work.
Jones & George (2011) argue that over the last few years, diversity in the workforce has been on the increase. This illustrates the need for organisations to be prepared and have effective diversity management practices for their organisations. Further, diversity raises important social responsibility and ethical issues. Jones & George (2011) illustrates that diversity is important as it ensures that individuals receive equal opportunities and are treated fairly as well as justly. 
Unfair treatment is illegal in many countries and as such the need to observe diversity in the workplace (Herdman & McMillan-Capehart, 2010). It is also cited that effectiveness in management of diversity lead to improved organisational effectiveness as it helps an organisation to acquire competitive advantage (Dessler, 2011). Despite the positive impacts that effective management of diversity has on the organisation, there is substantial evidence illustrating that diverse individual in the workplace receive unfair treatment due to biases, stereotypes as well as overt discrimination (Herdman & McMillan-Capehart, 2010; Cooke & Saini, 2010; Avery, 2010). Further, there are still companies which have no diversity management practices in place with the management of these companies having little or no value for diversity management. The current study aims to investigate the impacts of workplace diversity in organisations.
1.2 Study Rationale
As a result of increased and increasing globalisation, there is more interaction among individuals from diverse cultures, backgrounds and beliefs in the world (Jones & George, 2011). The society thus does not exist or work as an island; individuals are now part of the global economy with competition from all parts of the world. As such, despite the differences or similarities against people from different parts of the world, they have been forced to work together and make considerations to each other (Cooke & Saini, 2010). It is for these reasons that the governments, on profit organisations and profit making organisations need to embrace diversity in order to ensure that they deliver their services and products to the diverse population (Avery, 2011). For instance the government need meet the demands of its diverse population needs and demands; the non profit organisations need to meet the needs of their clients while the profit making organisation need to meet the needs of their diversified and wide range of stakeholders (Kearney & Gebert, 2009).

After the organisation hires these diverse individuals, it needs to appreciate and note that they are unique and appreciate their differences as well as celebrate them. It has been argued that appreciating the diverse workplace makes each employee to feel valued thus comfortable and feels as part of the organisation (Anderson, 2013).  Companies need to focus on the issues of diversity as well as look for ways to become totally inclusive as diversity has potential of leading to greater productivity as well as acquisition of competitive advantages (Avery, 2011). Diversity is an invaluable competitive asset or any organisations and as such it cannot be ignored or underplayed (Triana et al., 2010). The management as well as valuing of diversity in an organisation is critical as a crucial for human resource management which can lead to improved productivity.

Diversity management have been highly recommended and acknowledged forcing companies to embrace these concepts for the aim of increasing productivity and profit (Kearney & Gebert, 2009). This forced acceptance and integration ahs led to divergences and uncertainty in the workforce with the management not having adequate skills to manage the concept of diversity with managers having challenges in effectively managing diversity (Triana et al., 2010). In depth understanding on the factors and elements which affect workplace diversity and best practices in the management of diversity is critical in ensuring that companies are adequately knowledgeable and understanding of how to manage the diversity in their workplace. The study aims to utilise Barclays and Unilever by using case studies to understand their diversity management best practices.
1.3 Aim and Objectives 
The main aim of the study is to investigate the impact of workplace diversity on employee performance in Barclays and Unilever multinational companies. The study was guided by the following specific objectives:

1) To investigate the effect of age diversity  on employee performance in Unilever and Barclays
2) To analyse the role of gender diversity on employee performance in Unilever and Barclays
3) To explore the influence of ethnic diversity on employee performance in Unilever and Barclays 
1.4 Structure of the Study
In order to achieve the above set objectives and answer the questions posed, the research was divided into six chapters which include the introduction.

Chapter One: Introduction 

This chapter introduces the subject by providing a brief background on the research topic whereby the concept of workplace diversity within organizations as well as its impact on the organisation. The chapter includes the rationale as well as scope of the study with aims and objectives, along with the structure of the dissertation.

Chapter Two: Literature Review 

The chapter includes a review of the concept of diversity in the workplace and the impacts that this have on the organisations. This includes evaluation of key underpinnings of the concept from the available literature as well as its effect on the organisations. Finally, the chapter summarises key findings of the literature review which is provide which then provides a basis for the research.

Chapter Three: Research Methodology 

The chapter involves an analysis of the way the research topic of workplace diversity in organisations were approached. It explains the research methods which were used to collect the data as well as the reasons why the data collection methods selected are appropriate. This provides information on the primary research process, the methods which were used for analysis, the research validity, reliability as well as ethics and confidentiality principles which were observed. Further, the limitation of the study was provided.

Chapter Four: Research Findings 

The chapter presents the summary of the findings which were obtained from the research. The key areas of analysis are mentioned so as to illustrate the earnings as well as their significance for the research.

Chapter Five: Discussions 

The chapter involves an in-depth analysis of the findings by utilising the findings presented in the review of existing literature which conducted earlier.

Chapter Six: Conclusion and Recommendations 

The chapter provides the conclusions, summarises the key issues which have been highlighted in the analysis as well as discussions of the findings as well as mentioning the key issues being implicated of the research. There after recommendations as well as suggestions for future research are presented. 
CHAPTER TWO: LITERATURE REVIEW

2.1 Introduction

The aim of the chapter is to provide a comprehensive review which has previously been observed academic literatures with regards to impact of workplace diversity on the employee performance. Workplace diversity in organisations is not a new phenomenon; however, lately it has become a critical element in organisational performance and management with the increased globalisation. In line with the research objectives outlined in chapter one, chapter two provides a theoretical framework which will help in understanding the relationships between workplace diversity and employee performance in organisations. The main aim of carrying out the review is to provide a theoretical basis under which the study can be texted. Further, the chapter guides the rest of the research process in the data collection process, the data analysis, findings and discussion of the research results. The chapter begins by reviewing studies on workplace diversity and progressing to develop and establish the relationship between workplace diversity and employee performance.
2.2 Workplace Diversity in Organisations

Diversity has been described as the understanding, acknowledging, accepting, celebrating and valuing of differences among individuals with respect to age, class, ethnicity, physical and mental ability, gender an ethnicity among other. Over the past decade, the workforce in many countries is increasingly becoming more heterogeneous. These countries are investing a lot of money in the diversification of the workforce. As such diversity is increasingly recognised as a critical organisational resource with regards to whether the goal is to be the best employer of choice in providing excellent customer service or even acquisition of a competitive edge (Weiliang et al, 2011). Dahm (2003) argue that diversity within an organisation can evoke a number of emotions. Many researchers view diversity as a concept which needs to be dealt with rather than a tool to be utilised in improving organisations. However, many researchers agree that the results of diversity continuous organisations thus add value to their performance. Reserach studies undertaken on the teas and groups indicate that diversity can have both a negative and positive effect. 
Okoro & Washington (2012) from their study reported that domestic and global organisation is now being developed to create products for their diverse customers and also ensure there are benefits for their diverse stakeholders. As such it is critical to understand the importance of workforce diversity in achieving the objectives of the organisations. The studies which have been undertaken recently (Joshi & Jackson, 2008; Kunze et al., 2009; Sproten & Schwieren, 2012) Uschi & Stepehen, 2013)   indicate that there is diversity in the workplace and results of the organisation.
2.3 Review of Theoretical Model

2.3.1 Age

Explanations for the negative impacts of age diversity can be explained from the theories of social identity and self categorisation. This theory provides suggestion that individuals tend to provide classification for themselves as well as others within particular groups based on the dimensions which are personally important to them. These dimensions include demographic categories such as age, gender and ethnicity (Kunze et al., 2009). According to social identity theory, social identity is guided by the evaluation of positive social identity through positive distinctiveness which is further motivated by the need for acquisition of positive self esteem (Hogg & Terry, 2000).Further in addition to self enhancement, social identity process are also guided by the need to reduce uncertainty which is subjective with regards to one's feelings, behaviours and perceptions within the social world. Al Jishi (2009) argues that the level of performance is dependent on the level of motivation which stimulates that an individual’s works and carry out the necessary tasks in achieving goals.
2.3.2 Gender

Figure 2.1 Model of effects of different gender towards business performance
[image: image1.emf]
(Inmyxai & Takahashi, 2010)

Inmyxai & Takahashi (2010) argued that there are differing effects on business performance with regards to male and female headed firms in different countries. The study tested the impact of gender on business performance. They argued that liberal and social feminist theory argue that female entrepreneurs are reluctant to develop and grow their businesses than males as they have fewer resources available such as inadequate business experience, inadequate freedom from domestic role and have less value for business expansion. However, liberal feminist theory provides propositions that if males and females have equal opportunity and conditions in accessing resources available such as education, experiences and other resources.

2.3.3 Ethnicity
Ethnic diversity is understood into major approaches. The first is a classification on the definition of ethnic diversity is illustrated by Jackson et al., (1995) as the surface level diversity also known as social category diversity whereby distinctions can be made between individual based on the different ethnic groups which they belong to. Secondly, ethnic diversity is looked upon based on the cultural differences between members of ethnically diverse groups which include differences in language, norms, religion and beliefs. Based on these two perspectives in understanding ethnic diversity, there are two major theoretical approaches which can be utilised to understand the consequences of ethnic diversity within the workforce. First is the social psychological approach which includes the theories which are connected to ethnic diversity as a subtype involving surface level or social category type of diversity. This approach focuses on the influence of demographic composition of a group on the behaviours of its individual members. The second approach is based to cultural differences understanding among group members and how these cultural differences influence the interactions between the groups.

a) The socio-psychological Approach

The social identity theory is argued by Tajfel et al., (1971) that individuals acquire self esteem and a sense of belonging from identification of themselves to the different social groups.  According to this approach ethnicity is surface level attribute and can easily be used to divide a group of individuals into ethnic subgroups. Further individuals frequently utilise ethnicity to identify themselves as it provides them with a sense of belonging (Cashmore, 1996). When individuals identity themselves within an ethnic groups, social identity theory illustrates that these individuals will favour theory own ethnic groups over other ethnic groups. Social categorisation theory provided by Turner et al., (1987) build on these assumptions and suggest that the level at which individual’s identity with social groups is dependent on the specific context. In this theory however, personal identity is differentiated from social identity with the personal identity focusing on the individual’s identity while social identity focus on what a group of people share (Haslam et al., 2000). 
Social categorisation theory thus puts emphasis that individual only identity with their in-group when the differences between the members forming the in-group are smaller than the differences between the in-group and other out-group. As such, identification within as social groups’ results to behaviours which is different from behaviour from one’s own identity as the behaviour is oriented to the interests of the group as a whole and not personal interest. Both social identity theory and social categorisation predict negative impacts of ethnic diversity for organisations. They argue that ethnic diversity in work teams may result to less cooperation, inadequate communication, conflicts and lack of cohesiveness. Further differences in ethnic backgrounds between the individual and the team affect both the team and the individual negatively. For instance when an employee comes from a different ethnic group with the rest of the team, he or she may feel less commitment for the organisations leading to more turnover intention and less job productivity than employees working in an ethnically similar group.

However, the information and decision making theory predicts positive outcomes on diversity (Wittenbaum & Stasset, 1996). It argues that the quality of decision making depends on the unique and usefulness of information an individual has as well as the openness of the group in discussing the new insights. Decision making theorists posit that diversity can result to positive effect on performance as diversity increases variation with regards to skills, information and expertise.

b) The cultural Approach

A second approach in understanding the relationship between ethnic diversity and work outcomes is on cultural differences. Firsts, ethnically diverse groups may face communication problems due to differences in language use and norms which complicate the intercultural contact between the ethnically diverse employees (Maznevski, 1994). Secondly, the ethnically diverse teams differed with regards to their cultural values. Hofstede (1991) provides different cultural value dimensions to include masculinity-feminity, individualism-collectivism, power distance as well as uncertainty avoidance. The individualism-collectivism dimensions involves whether one's identity is defined by the personal choices or the decision and values of the collective group which one belongs to. Individuals from collectivism cultures are more willing to sacrifice personal need for the collective good while individualist tend to favour individual personal needs over the groups. Power distance involves the respect between those in power and theory subordinates while uncertainty avoidance involves development of stability while dealing with the uncertainties of life. Finally, masculinity-femininity involves the attributes of gender differences across national cultures.
2.4 Impact of Workplace Diversity in Employee Performance

2.4.1 Age Diversity and Employee Performance

Age diversity is continually becoming a part of many organisations (Florian et al., 2009). There are two main theories which try to explain these relations; social identity and self categorisation. Individuals are argued to classify themselves into certain groups through the use of dimensions which are personally relevant for the individuals according to self categorisation theory and social identity (Kunze et al., 2009).  Individual then tend to favour individuals of their own group at the expense of other groups through which they discriminate. Consequently, employee age and generational belonging is used as criteria for differentiation between age groups which will emerge within an organisation (Kenze et al., 2009).  Gelner & Stephen (2009) concluded that age heterogeneity negatively influence productivity concerns differences in the values of different age groups. 
Lau & Murnighan (2005) further concluded that conflicts which reduce productivity are more frequent in the presence of generation gaps. However, Gelner & Stephen (2009) also argued that age heterogeneity can also result to potential benefits to the organisation. They illustrated that different ages provide differing skill profiles having different perspectives as well as have different personality traits. Brown(2008) further illustrated that diversity may provide challenges to HR management as for age diversity for instance employees will lead to higher healthcare costs and pension contributions.  

Winnie (2008) however illustrated that young employees are at their learning stage and are willing to acquire and learn new things. Older people have on the other hand have more life experience posses more mature and have better problem solving skills. In addition, the researcher indicated that western finings illustrates that older and younger employees need to come together to develop variable corporate culture. The values which are attributed to different age groups can provide complementary affect on each other and as such results to better firm performance. The study indicated that different age groups provide different values for the organisations and these values complement each other thus improve the performance of the employees. Gellner & Veen (2009) argued that age heterogeneity on its own has a negative impact on employee productivity. Further in companies which have routine tasks have no substantial gains from age heterogeneity which would result to increasing costs from the high age heterogeneity. Similarly Joshi & Jackson (2008) reported no major impact of age diversity on employee performance.
Organisations have been reported not to use the talents of the older workers from stereotypes and assumptions that they are expensive, have increased rates of health problems, reduced adaptations to organisational changes and new technology, poor productivity rates and have a poor return on training investments compared to their younger counterparts (Taylor, 2003; Davey, 2006).Barton (2004) conducted a study on simple production technology on impact of age diversity. The study found out that teams which had more diversity in age were to a significant rate having lower productivity.  These findings are consistent with the study results by Leonard & Levine (2003) who conducted a study on age diversity in retail stores and reported that stores with greater age diversity within its workplace tended to be less profitable. However, a study by Ilmarinen (2005) reported that there is no distinct connection between workplace performance and age. He observed that older employees are as productive and skilled as their younger counterparts.
The use of multi-generational workplaces has been argued to provide mentoring advantages with regards to the organisational history, culture as well as the employees' accumulated skills and knowledge (Cremer, 1986). Lazear (1999) in his study on workplace diversity identified that advantages of age diversity can only be acquired when the organisational are able to overcome the additional costs on communication as well as issues related to emotional conflicts between the younger employees and the older employees.  This enables the firms to utilise the older employee for their knowledge and experience to mentor the younger employees in the organisations (Uschi & Stephen, 2013). Uschi & Stephan (2013) proposed that due to the additional communication costs and conflicts between the employees of different ages, age diversity within an organisation can result to a negative impact to the productivity of employees as a result of the differences in values and preferences of the various age groups within an organisation.

Charles (2007) argued that reverse mentioning is increasingly becoming popular in the last years in organisations whereby the organisations have developed an innovative HR strategy whereby the younger employees mentor seasoned managers. Sproten & Schwieren (2012) indicate that younger employees have higher rates of risk taking than older employees with the risk taking tendency reducing with age.  One of the benefits of age diversity has been illustrated as effective transfer of specific expertise and cultural values from older to younger generations as older employees are knowledge bearers of the organisations (Uschi & Stephan, 2013).  Megan (2014) further argues that the older employees have a socio-emotional and cognitive capability balance which enables them to counsel the younger employees. However Miliken (1996) does not support these contentions and argued that higher age diversity results to difficult and inadequate communication within the team with emotional conflicts resulting to fear. Peters & Van (2008) argued that generation gap resulted to age diversity which may lead to conflicts and high employee turnover. Darwin & Selvaraj (2015) conducted a study investigating the effects of workforce diversity on the employee performance in organisations in Singapore. He reported that there is no significant relationship between age diversity and employee performance agreeing with the findings by Jackson et al., (2003). 

The review of literature as such illustrates differing results on the effect and impact of age diversity and employee performance. While authors such as Sproten & Shewieren (2012) illustrates that age diversity influences employee performance  with the younger employee having higher rates of risk taking than older employees, Uschi & Stephan (2013) illustrates that age diversity positive affects performance of organisations with the older employees holding knowledge and expertise of the organisations and passing them down to the younger generations. However, Darwin & Selvaraj (2015) argue that there is no significant relationship between age diversity and employee performance. The study aims to establish the relationship between age diversity and employee performance in organisations by investigating Barclays and Unilever. 

2.4.2 Gender Diversity and Employee Performance
The increased gender diversity in the workplace has attracted the attention of practitioners as well as researchers. In the early 1990s, scholars and practitioners agreed on the effects of workforce diversity on performance. For instance Cox & Blake (1991) illustrated that diversity results to competitive advantage for the organizations which have diverse employees. However, the theories and empirical research suggest that diversity can either lead to positive or negative influences. Barney (1991) illustrated that resource based view of the firm provides a positive relationship between diversity and performance where on the other hand social identity theory provides a negative relationship between diversity and performance. Further, empirical research is inconsistent illustrating that diversity can other have a positive or negative effect on business performance. 
Svyantek & Bott (2004) conducted a review on nine diversity studies investigating gender diversity and performance. The results of the review indicated that four studies reported no major influence, two studies reported a positive influence, two studies reported negative influences, and one study reported a nonlinear effect.  The mixed results indicate the need for focusing on competing predictions (Armstrong, Brodie & Parsons 2001) inclusive of nonlinear predictions. The gender based inequities within organizations is reinforced and justified by stereotypes which describe positive characteristics and attributes and therefore a higher status on males (Leonard and Levine, 2003).  Kossek et al., (2005) reported that there are only 54% of women in the workforce worldwide compared to 80% of working age men.  Further, women continue to have higher level of participation in invisible care economy which relates to care giving as well as domestic works.  Welliang et al., (2012) illustrated gender group and employee performance are positively linked.
Wood (1987) illustrated that mixed gender group has better performance than the same gender group. Frink et al., (2003) conducted a study investigating gender diversity and explained positive effect of gender diversity with organisational performance by utilising the reduce based view. Studies examining gender diversity on group performance outcomes have realised negative influences when the sample had male domination and no effects when the sample was female dominated (Pelled, 1997). Gupta (2013) ,made observations that the moderate level of gender diversity led to increased competitive advantage with the increased levels of gender diversity decreasing the organisational performance.
 Richard et al., (2004) observed that there exist inverted U shaped relationships between productivity and teams with gender heterogeneity with the heterogeneous management groups having between performances than the gender homogenous management groups. These results agree with the study by Frink et al., (2003) illustrating an inverted U-shaped relationships between organisational performance and gender composition in the team within organisations. Gender diversity illustrated a positive impact in service industry while illustrating a negative impact in manufacturing industry. This illustrates that service industries might benefit from gender diversity than the companies in manufacturing industries. As such high level gender diversity might have positive impacts on performance in the service industry than in the manufacturing industry.
A mixture of abilities of women and men has been illustrated to enhance the creativity and innovation of an organisation with the gender diverse team producing high quality decisions compared to a homogenous team (Rogerlberg & Rumery, 1996). As such a positive relationship between performance and gender diversity can be anticipated based on the resource based view of the firm while on the other hand social identity and self categorisation theory would propose a negative relationship (Mohammad et al., 2007). Social identity and self categorisation theory illustrates that gender diversity slows the decision making process from the resulting internal conflicts as proposed by (Jackson et al., 2003).

The review of literature as such illustrates differing results on the effect and impact of gender diversity and employee performance. Gupta (2013) illustrates that moderate level gender diversity results to acquisition for competitive advantage. However he illustrated that higher levels of gender diversity results to decreased organisational performance. This illustrates the need to balance the levels and nature of gender diversity within the organisations. Hack & Lammers (2008) argue that managers need to be aware of gender differences with regards to distributions and communications. This may suggest differing communication strategies when dealing with female and male employees. As such failure of communication among different gender may results to negative performance in an organisation. Further, Darwin & Selvaraj (2015) argue that there is no significant relationship between gender diversity and employee performance. The study aims to establish the relationship between gender diversity and employee performance in organisations by investigating Barclays and Unilever.

2.4.3 Ethnicity and Employee Performance

Jackson et al., (2003) illustrates that teams which are ethnically diverse illustrated poor performance than in homogenous teams. Jones (2005) as well as Jehn et al., (1999) supported that groups which are less cohesive than teams with multiculturalism and diversity having a less positive impact on group performance than in the case of team performance. The context of the workplace has been illustrated to have a significant influence over the influence of diversity on performance. Teams which are ethnically diverse lead to increased creativity and innovation from the learning opportunities (Ozgen et al., 2011). 
Sander & Mirjam (2012) observed that a moderate level of ethnic diversity does not affect the business performance of an organisation in sales, profit and market share teams while teams which have high level of ethnic diversity has increased business outcomes.  Similarly, a positive impact of ethnic diversity with regards to sales, market share, productivity and innovativeness was unobserved by Gupta (2013) while team performance on the multidisciplinary teams in gas and oil industry was observed by Van & Bunderson (2005). However Ely (2004) made observations that there is no relationship between ethnic diversity and sales revenue, customer satisfaction as well as sales productivity.
The ethnically diverse team within organisations have been reported to undertake and make better decisions unlike the teams which were ethnically homogenous (McLeod et al., 1996). Ensher & Murphy (1997) however observed that there is more support in the relationships of same race compared to cross race relationships. Morgan & Vardy (2009) further argued that organisational diversity results to reduced communication and coordination as well as increased employee turnover. De et al., (2009) in their study further concluded that ethnic diversity results to rejection of heterogeneous group members and thus results to reduced performance.

Ethnic diversity has been argued to implied diversity in languages, races, religion and cultures (Alesina & La Ferrara, 2005). There has been an increase in multicultural workforce in the organisations through the utilisation of greater participation in improving both employee satisfaction and business performance. This is attributed to the increased multicultural diversity in the society. Ethnic diversity is very important to the highly globalised world. Sander & Mirjam  (2012) argue that  a moderate level of ethnic diversity has no influence on team performance with regards to business outcomes such as sales, profit as well as market share.Howeber, they illustrate that if at least the majority members of the team is ethnically diverse, then more ethnic diversity has a positive effect on the performance.
 Ehimare & Oghene (2011) undertook a empirical exploration whereby the ethnicity is insignificantly negative in their relationship in the productivity and performance of employees.  Ethnic diversity is argued to have benefit on the team performance from the diverse pool of knowledge and skills which results to mutual and complementary leaning. For instance Lee & Nathan (2011) and Ozgen et al., (2011) illustrate that ethnically diverse teams have increased innovation and creativity from the complementarities and learning opportunities. However on the other hand, there are costs associated with a more ethnic diversity from the difficult in communication and coordination.  As such, it can be concluded that ethnic diversity is an influential element of heterogeneity. 

Ethnically diverse teams which work in moderate homogenous organisations have performance deficits in comparison to more heterogonous teams (Joshi and Jackson, 2003). According to Timmermans et al., (2011) ethnicity can be utilised as a proxy for cultural background with the ethnic diversity expected to have a positive effect on innovative performance as it results to broadening viewpoints and perspectives for the organisations. Further, they argued that some levels of ethnic diversity is positively associated with innovation, high levels of ethnic diversity can results to conflicts and cliques form the social categorisation as illustrated further by Dahlin (2005).
The review of literature as such illustrates differing results on the effect and impact of ethnic diversity and employee performance. Ozgen et al., (2011) illustrates that ethnic diversity has a positive influence on employee performance. Sander & Mirjam (2012) concluded that having a moderate level for ethnic diversity does not affect business performance on sales, market share and profit teams  while high levels of ethnic diversity results to increased business outcomes. Gupta (2013) agreed with this contention that sales, market share and productivity as well as innovativeness are positively influenced by ethnic diversity. Ely (2004) however observed that there is no relationship between ethnic diversity on sales revenue, customer satisfaction as well as sales productivity. Further, Darwin & Several (2015) further argued that there is no significant relationship between ethnic diversity and employee performance. The study aims to establish the relationship between gender diversity and employee performance in organisations by investigating Barclays and Unilever.

2.5 Chapter Summary

Successful organizations have been forced to be more adaptable, resilient as well as customer centred. These organisations have been hiring more diverse workforce in withstanding global challenges and in facing extensive competition. However, the management of a diverse workforce is also becoming a challenge for the organisations. As such it has become imperative for the organisations to understand the effect that workforce diversity has on employee performance. The chapter review the literature on workforce diversity and its impact on employee performance.  The review illustrates that different dimensions have a different relation with performance with the different scholars and practitioners illustrating differing views. Some studies illustrates that Age diversity provides a negative impact on organisational performance while other illustrates a positive relationship with the older employee providing mentorship for the younger employee.
Ethnic diversity further has a positive impact on productivity, sales, innovativeness and market share. Gender diversity on the other hand can either have a positive or negative impact on organisational performance. Moderate level of gender diversity has increased competitive advantage while higher levels of gender diversity have a negative influence on employee performance. From the review, the research does not have the ability to provide a well grounded explanation and understanding of the various dimensions of workplace diversity on employee performance. The study aims to fill the research gap identified in the research review by meeting the research objectives.
CHAPTER THREE: RESEARCH METHODOLOGY

3.1 Introduction

The third chapter involves the critical discussion of the research design as well as methodologies which are adopted during the course of the research process. First, the section identifies and provides a justification of the philosophical position which were used in gathering knowledge for the study. The chapter then moves to the key methodological considerations which involve the research approach, the research strategy as well as the research design to be used. Following this, the researcher then discusses the research instrument, sampling, data collection as well as the data analysis processes. Finally, the issues involving research ethics and limitations are identified and discussed.

3.2 Research Philosophy

The determination of the research philosophy is very important for the research process as it helps proving guidelines on how to interpret the information gathered as well as how to answer the research questions. Reserach philosophy involves creation of knowledge which the research utilises to guide the study (Saunders et al., 2009). There are two major philosophies which are utilised in research, positivism and interpretivism. The positivism perspectives involve reality in the world which is inflexible and which needs to be studied objectively without interferences with the research phenomena under study (Rao, 2010). This approach is argued to be detached as the researcher only wants to acquire facts and provide generalisations from the results of the study to a broader field of study.

Interpretivism approach on the other hand focuses on understanding reality through the subjective interpretivism as well as intervention (Collins, 2010). This involves carrying out a study on its natural setting and acquiring the views, perceptions and observations of the participants in order to understand the situation. The current study to a large extent utilises a interpretivism philosophy. This involves acquiring the experiences and views of the management as well as the employees in order to understand how Unilever and Barclays handles their workplace diversity issues in two companies in Barclays and Unilever. The interpretivism approach thus helps in bring the actual perceptions and experiences in workplace diversity issues and ho diversity affects the employee performances.
3.3 Research Approach

A researcher has to understand and provide a rationale for the utilisation of particular research methods and approaches. There are two approaches which can be utilised within a research, inductive and deductive approaches (Sanders et al., 2009). The choice and selection of whether to use deductive or inductive approach is dependent on the nature of the research study which can either be analytical, explanatory, exploratory or descriptive (Luton, 2010). The deductive approach focuses on the researcher creating methodological structures and models which need to be tested through empirical observations. This means utilising specific inferences to test the relationships between study variables (Collins, 2010). These are tested against existing theory and as such are a top down approach with the researcher starting with a general context and then moving to a more specific context. The opposite direction so undertaken for an inductive approach which involves taking empirical observations which are then utilised to make and develop theory thus a bottom-up approach. The researcher utilised a deductive approach whereby the study variables of workplace diversity and performance were tested.
3.4 Research Methods

The current study as illustrated earlier on is explanatory in nature. As such the researcher adopts a mixed method. Mixed methods have been described by Saunders et al., (2009) as the procedures and process which involves collecting, analysis and mixing both qualitative and quantitative methods within single study. Quantitative study focuses on the specific and narrow questions which provide the researcher with a chance to collect quantifiable data from the participants. A research study which utilises quantitative methods has a number of advantages as illustrated by Gerring (2009). 
First, it allows the research to collect data from a large sample of individuals which thus enhances the statistical validity of the study. Secondly, the researcher has minimal involvement with the research and this ensures that the data collected is objective thus eliminating the chances and risks of bias. This ensures that the findings and results of the study are create and a true reflection of the population and thus enhances generalisability of the results. Quantitative data methods however have a number of disadvantages. First, the quantitative data provide superficial understanding of the thoughts and perceptions of the participants due to their abstract nature. Further, there is a risk of conformation bias from the excessive focus on testing hypothesis as opposed to the development of the hypothesis (Luton, 2010).

Qualitative study on the other involves acquisition of the participants vies and perceptions. Due to this, the study questions thus tend to be too broad. However, they have the advantage that the qualitative methods allows a rich and in depth data collection from the respondents by providing a narrative description of the study variables thus provides Reponses which are specific to a situation. The major limitation is that the qualitative methods do not allow a large sample (Rao, 2009). Due to this, the finings cannot be made general to a larger population. The focus of this research is to answer questions on how through the analysis of themes. As such the choice of a mixed method is due to the need for an in depth understanding of workplace diversity issues for both the management perspectives and also from the perspectives of the employees. In this case, the utilisation of one type of method would delimit the ability to fully meet the study objectives and aim. As such, the use of a mixed method is critical as it allows acquisition of multiple perceptive from different sources as well as acquiring both subjective and objective responses.
3.5 Research Strategy

The research strategy of a study involves the direction an guidelines that the researcher adopts in order to ensure a systematic research process. Saunders et al., (2009) argues that having a clear research strategy is critical as it determines an ability to answer the research questions extensively. The main research strategies from which the researcher might choose from includes case study, action, ethnography research and survey research among others. As the current study is focused on studying specific study variables in their natural settings, the case study approach was undertaken as the main research strategy.

Yin (2003) illustrates that a case study answers how and why questions with a research. The nature of the current research is explanatory answering why and how questions and as such the selection. A case study research further involves empirical undertaking of data within its context in focusing on acquiring an extensive understanding about a research context. The current research is focused on understanding workplace diversity in the specific cases of Unilever and Barclays. It should be noted however that case study strategy has been criticised for having a lack of objectivity as illustrated by Dul & Hak (2008). However, the researcher delimits the weakness by utilising a survey strategy in order to collect objective data from the employee of Barclays and Unilever.
3.6 Research Instruments

A research instrument is a critical decision to make when undertaking the research process. Instrument choice includes the selecting of the most appropriate tools for the data collection. Form the available choices which include observations, focus groups, use of questionnaires as well as interviews, the researcher need to make a decision on the most appropriate data collection instruments for the research method chosen (Saunders et al., 2009). The researcher has selected the use of a mixed method whereby both quantitative and qualitative data collection was undertaken.  The researcher as such has to choose research instruments for both quantitative and qualitative data collection. For quantitative data, the researcher utilised a questionnaire survey as the researcher feels it is the most appropriate for the first hand data collection from the study respondents. Further, the use of the questionnaire in collecting quantitative data is underscored by the fact that it enabled the researcher to collect data a relatively large number of respondents to inform the research which further enable the generalisation of the research results. 
For the qualitative data collection, the researcher utilised the interviews as the most critical instruments for collecting qualitative data which provide depth analysis on practices of workplace diversity in the two case study organisations. The respondents for the qualitative data collection were managers in Unilever and Barclays. The main advantage in the use of interviews is its ability to enable the researcher to acquire in depth understanding and analysis of the research context (Collis & Hussey, 2009). Further, the provision of in depth responses from the interviews provides an opportunity for the researcher to delimit the limitations from the questionnaires for instance the inadequate explanations and understanding of the study variables.
3.7 Sampling Method

Sampling has been defined by Saunders et al., (2009) as the process through which the right number of study representation is identified from a larger population of interest. Sampling is critical as it is impossible to collect data from the entire population targeted due to constraints of resources such as time and money. Further, analyzing data from argue sets of data is problematic (Rao, 2009).  The current study different sampling techniques were utilized for the different research methods. Qualitative research utilized purposive sampling which is a type of a non probability sampling method. Ray (2012) argues that purposive sampling involves selecting of the study subjects with the basis of the extent to which they met preset conditions. One of the conditions which were involved is knowledge of workplace diversity principles and strategies utilized by Barclays and Unilever. Further, the participant needs to willingly participate in the study. As such managers of Barclays and Unilever were utilized both collect the qualitative data. The sample size included 12 managers from branches of Unilever and Barclays. Three of the managers were from Barclays while the other three were from Unilever. For the quantitative data collection, random sampling was utilized with both employees from Barclays and Unilever having equal chances of participating in the study.
3.8 Pilot Testing

Pilot tests involve the validation of the research tools and checking the reliability of the research instruments undertaken before the collection of the data. Saunders et al., (2009) argue that validity and reliability are two elements which need to be considered in order to ensure the quality of the data collected.  The pilot survey was carried out by administering the questionnaire to 10 employees from Barclays in the targeted branches. The data collected was analysed using SPSS software and the results of the pilot tests are illustrated in the table below.

Table 3.1 Reliability Test Results
	Construct
	Test Items
	Cronbach’s Alpha Value

	Age Diversity
	6
	0.757

	Gender Diversity
	6
	0.815

	Ethnic Diversity
	7
	0.745


The Cronbach’s Alpha Values are estimated are higher than 0.70 and as such the internal consistency of the instrument is adequate.
3.9 Data Collection

Both quantitative and qualitative data were collected from the study respondents. Quantitative data was collected through the use of questionnaires which was distributed among the employees selected at the premises of the case study companies (Unilever and Barclays).The questionnaires were distributed during the lunch break with each participants given 30 minutes to completely fill the questionnaire. Thereafter, the researcher collected the questionnaires from the participants at the end of the lunch break. In total, the researcher distributed 200 questionnaires in order to ensure that they acquire a representative of the employees and secure the response rate of at least 50%. 
Close ended questionnaire was used in order to ensure the ease of the data analysis as proposed by Saunders et al. (2009). Due to the use of the close ended questionnaire format, Likert scale was used in order to help to determine the extent to which the participants agree or disagree with regards to specific aspects of workplace diversity and their performance in Barclays and Unilever. The quantitative data collection was targeted to take place over a period of two weeks. The qualitative data was collected through the use of semi-structured interviews. The researcher developed interview protocol which was designed in order to guide the interview process. The interviews conducted on 6 senior managers in each organisation. The managers were contacted in advance in order to confirm their availability for the research process. The interviews were targeted to take place over two weeks with each interview taking 15-30 minutes.
3.10 Data Analysis

The data collected from the respondents was analysed qualitatively and quantitatively. The quantitative data analysed through the use of the statistical methods whereby Microsoft Excel spreadsheets and Statistical Package for Social Science (SPSS) was used to acquire measures of central tendency such as mean and median from the data collected. The statically tools were also utilised to present the findings of the study through the use of graphical presentations and pie charts. The qualitative data from the interviews was analysed through content analysis whereby several logical steps were followed such as coding, summarising the data, comparison as well as derivation of the meaning. The use of content analysis was critical as it helped the researcher to fill in the gaps left by the quantitative data analysis. As illustrated by Gerring (2009) content analysis allows the identification of major themes whereby themes such as ethnic diversity, age diversity as well as gender diversity principles were analysed.

3.11 Research Ethics

The research study intends to extensively utilise human subjects as sources of data. Due to this, it is necessary to take precautions and ensure that the study conducted within the confines and principles of the existing code of ethics in research. First, the researcher acquired a letter from the University allowing the researcher to conduct the study and also use to inform the organisations the institutions the student is from and the purpose of the research study. The research also acquired consent from the two companies to conduct a research study and collect data from the organisations employees. The participants of the study who were selected were requested to participate in the study whereby their participation is voluntary and consent acquired from them.  Further, the researcher informed the participations that the data collected from them will only be used for academic purposes. The researcher also refrained from using intrusive questions which might offend the participants. The researcher finally ensured that the data represented in the research study is honestly represented with the anomity of the responses of the participant’s protected.
CHAPTER FOUR: RESEARCH FINDINGS

4.1 Introduction

The fourth chapter involves the presentation of the primacy data collected with the aim of providing explanations to meet the research objectives. The chapter starts with the analysis of the demographic information of the respondents for the study. This is followed by an analysis of the respondents' responses from the questionnaire based on the research objectives. This provides the basis for the next section which involves a discussion of the research findings with respect it the theoretical framework analysed in the literature review.
4.2 Basic Information of Participants

The researcher distributed 100 questionnaires to the selected participants. Of these questionnaires, 81 questionnaires were fully answered and returned and the researcher utilized them for the research analysis. The following is an overview of the basic information of participants which includes age, gender, ethnicity, and education among others. 

4.3.1 Age

	 
	Frequency
	Percentage

	20-29
	46
	57%

	30-39
	21
	26%

	40-49
	5
	6%

	50 and above
	9
	11%

	Grand Total
	81
	100.00%
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The bar graph above illustrates the various age groups for the participating respondents. 57% of the respondents were between 20-29 years, 26% were between 30-39 years, 6% were between 40-49 years while 11% were 50 years and above. The results illustrates that majority of the respondents were young people between 20-39 years while the rest were older employees at above 40 years. This illustrates that the company’s workforce is mainly made up of younger employees.
4.3.2 Gender
	 
	Frequency
	Percentage

	Female
	28
	35%

	Male
	53
	65%

	Grand Total
	81
	100.00%
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As illustrated by the pie chart above, 65% of the respondents were male while the rest at 35% were female. The destruction of the participants imply that majority of the employees at the company were male.
3.4.3 Education

	 
	Frequency
	Percentage

	High School
	4
	5%

	College
	34
	42%

	Bachelor Degree
	29
	36%

	Master Degree
	14
	17%

	Grand Total
	81
	100.00%
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5% of the participants had reached high school while 42% reported that they had acquired college level of education. 36% of the participants reported to have a bachelor degree while 17% of the respondents reported to have acquired a Masters level degree. The level of education is critical for this study as it illustrates the level of expertise for the employees at the company. The results clearly illustrates that majority of the respondents had a college and bachelor degree level of education. Thus education is an important element for the company while considering the employees to employ.
3.4.4 Ethnicity

	 
	Frequency
	Percentage

	African
	24
	30%

	British
	48
	59%

	Others
	9
	11%

	Grand Total
	81
	100.00%
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 The results illustrates that 59% of the respondents were British, 30% were African while the rest of the respondents were 11%. This illustrates that majority of the respondents employed at the company were British which may be influenced by the fact that the headquarters and country of origin is the UK.
3.4.5 Work Experience

	 
	Frequency
	Percentage

	2-5 years
	24
	30%

	6-10 years
	45
	55%

	More than 11 years
	12
	15%

	Grand Total
	81
	100.00%
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 The results of the study illustrates that 30% of the participants had worked at the company for about 2-5 years, 55% of the participants had worked for the company for 6-10 years while 15% had worked at the company for more than 11 years. The results indicate that majority of the employee had worked at the company for 2-10 years while the minority had worked for more than 11 years. This illustrates that a limited number of employees had worked for a long time for the company with majority being younger employees.
3.4.6 Position 

	 
	Frequency
	Percentage

	Senior Management
	9
	11%

	Middle Management
	25
	31%

	Entry Level
	47
	58%

	Grand Total
	81
	100.00%
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The results indicate that majority of the respondents were middle management at 72%, 25% were senior management, while entry level employees were at 3%. Management was targeted as they have more insight into the workplace diversity policies and practices within the organisation.
4.3 Analysis of Workplace Diversity in Barclays and Unilever 

The research instruments employed by the researcher to collect data were structured in such a way that they retuned responses which were in form of a Likert scale. Likert scale is composed of a series of Likert-type items that are combined into a single composite score (or variable) during the data analysis process. A Likert scale, therefore, constitutes responses that can be combined to describe the variable in question. The variables include age diversity, ethnic diversity and gender diversity. 

4.3.1 Age Diversity in Barclays and Unilever
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The current study sought to investigate the status of age diversity in Barclays and in Unilever. The researcher as such developed six elements to measure and demonstrates the status of age diversity in Barclays and Unilever. The first element investigated is with regards to whether the participants had experienced stress in the last year with regards to age diversity issues in their workplace. The results indicated that the respondents agreed that they had not experienced stress in the last year with regards to age diversity in their workplace with respondents from Barclays having a higher level of agreement at a mean of 3.9 while those in Unilever have a moderately high level of agreement at a mean of 3.6. The second element investigating age diversity indicated that respondents agreed that there are no emotional conflicts within the team due to the status of the old and younger employees  respondents from Unilever in agreement with a mean of 3.5 while those in Barclays having a lower level of agreement at a mean of 3. 
With regards to solving conflicts, the respondents from Barclays illustrated a high level of agreement that older employees solve conflict among young employees resulting to team cohesiveness while Unilever have a lower level of agreement at a mean of 3.6. The fourth element investigated mentorship by older employees with the results indicating that respondents from Unilever having a higher level of agreement at a mean of 3.9 with regards to mentorships of older employees benefiting younger employees in acquisition of tacit knowledge while the respondents from Barclays illustrates a lower level of agreement at a mean of 3.7.  The respondents indicated a moderately high level of agreement with regards to younger employees taking risks resulting to team success with Barclays agreeing at a mean of 3.6 and those from Unilever agreeing at a mean of 3.7. 
Finally, the results indicate a high level of agreement with regards to knowledge of young employees with technology helping older employees to improve performance at a mean of 3.9 and 3.8 for the Barclays and Unilever respectively.  The mean value of all the elements is in the range of 3.4-3.9. The highest mean value (3.9) is experienced at both at knowledge of young employees on technology helping older employees and inexperience of stress over age diversity in Barclays and in Unilever with regards to mentorship by older employees benefiting young employees in acquiring tacit knowledge. The lowest mean (3.4) is observed in Barclays with regards to having no emotional conflicts within the team as a result of status differences between old and young employees.
4.3.2 Gender Diversity in Barclays and Unilever
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Results from Barclays and Unilever were almost similar with regards to experience of stress over the last years over gender diversity in the workplace. The results indicated that respondents from Barclays agreed with a mean of 3.7 that they did not experience stress in the last year over gender diversity in the workplace while Unilever agreed with a slightly higher level of agreement at a mean of 3.8. The second element investigated indicated that the respondents from Unilever had a moderately high level of agreement that gender diverse teams meets targets due to good relations and effectiveness in communications at a mean of 3.6 while respondents from Barclays agree with a lower level of agreement at a mean of 3.4.The third element investigated indicated that respondents from the Barclays  reported a high level of agreement at  mean of 3.7 that gender diversity is a critical asset for the company while in Unilever, the respondents moderately agreed at a mean of 3.5 that gender diversity is a critical asset for the company.
 The fourth element investigated focused at role of gender diversity in problem solving and decision making. The respondents indicated with a high level of agreement that gender diverse team is better in problem solving and decision making than homogenous team with Unilever agreeing at a mean of 3.9 and Barclays at a mean of 3.7. The fists element focuses on the give and take approach by female employees contributing to team success. The Barclays respondents agreed at a mean of 3.5 that give and take approach by female employees contributes to team success while Unilever agreed with a mean of 3.6. 
Finally, the study investigated women being better listen and mean being more aggressive provides a balanced workforce in gender diverse workplaces. Barclay’s respondents indicated a mean score of 3.1 implying that respondents were to some extent indeterminate on this element o mean attributes and female attributes resulting to a balanced workforce. However, Unilever agreed moderately that women being better listener and men being aggressive provides a balanced workforce in gender diverse workplace at a mean of 3.5. The mean value of all the elements is in the range of 3.1-3.9. The highest mean value (3.9) is experienced at gender diverse team having better problem solving and decision making than homogenous team in Barclays. The lowest mean (3.1) is observed in Unilever with regards to women being better listener and men more aggressive providing a balanced workforce in gender diverse team.
4.3.3 Ethnicity Diversity in Barclays and Unilever
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The study finally investigated the status of ethnic diversity in Barclays and Unilever. The first element investigated was on whether employees have experienced stress over the years due to ethnic diversity issues in the workplace. Unilever respondents indicated that they agreed that they had not experienced stress over the years to ethnic diversity issues in the workplace with a mean of 3.6 while in Barclays, the respondents agreed with a mean of 3.5 that they had not experienced stress over the years due to ethnic diversity issues. The second element illustrated that respondents from Unilever agreed that ethnic diversity helps in securing timely projects completion at a mean of 3.4 while those from Barclays agreed that ethnic diversity results to timely project completion at a mean of 3.6. 
The third element focused on ethnic diversity affects professional relationship within the team. The results indicate that Unilever respondents agreed that ethnic diversity affects professional relationship within the team at a mean of 3.8. On the other hand, Barclays at a moderately high level of agreement that ethnic diversity effects professional relationship within the team at a mean of 3.5. The fourth element investigates whether ethnic diversity promotes better communication between ethnic groups. Unilever respondents report that they agree at a mean of 3.5 with regards to ethnic diversity promoting better communication between ethnic groups while respondents from Barclays have a high level of agreement that ethnic diversity promotes better communication between ethnic groups at a mean of 3.7. The fifth element indicated that respondents from Unilever highly agreed that ethnic diversity promotes healthy competition within the team at a mean of 4.0 while those from Barclays also had a high level of agreement that ethnic diversity reports healthy competition within the team at a mean of 3.9.
The sixth element investigated reports that respondents from Unilever highly agreed that ethnic diversity results to improved decision making at a mean of 4.1 while respondents from Barclays highly agree that ethnic diversity results to improved decision making at a mean of 3.8. Finally, respondents from Unilever agreed that ethnic diversity promotes creativeness and innovation in the team at a mean of 3.6 while Barclays highly agree at a mean of 3.8 that ethnic diversity promotes creativeness and innovation in the team. The mean value of all the elements is in the range of 3.4-4.1. The highest mean value (4.1) is experienced  Unilever with regards to ethnic diversity promoting better decision making within the team while the lowest mean (3.4) is at Unilever with regards to ethnic diversity securing timely project completion.

4.4 Correlation Analysis between Workplace Diversity and Employee Performance 

Table 4 Pearson Coefficient of Age Diversity
	
	
	
	Age Group
	Employee Performance

	
	Age of Employee
	Pearson Correlation
	1
	               -0.011

	
	
	Significance (2 tailed)
	
	                0.846

	
	
	     N
	81
	                  81

	
	Employee Performance
	Pearson Correlation
	-0.011
	                   1

	
	
	Significance (2 tailed)    
	0.846
	

	
	
	      N
	81
	                 81


The first research objective focused on investigating the effect of age diversity on employee performance in both Barclays and Unilever.  Based on the results indicated in the table above, there exists a negative relationship (-0.011) between the age group of the employees and their performance.  The correlation coefficient value (-0.011) fall between the range if 0 to -0.19 which is interpreted as very low and almost negligible. The significance of the relationship is 0.846 which is greater than 0.05 thus there is no significant relationship between age diversity and employee performance. As such, despite the fact that age is an attribute and way of creating categories among employees, the study observed no influence of age diversity on the employee performance.
Table 4 Pearson Coefficient of Ethnic Diversity
	
	
	
	Ethnic Status
	Employee Performance

	
	Ethnic Status
	Pearson Correlation
	1
	               -0.012

	
	
	Significance (2 tailed)
	
	                0.829

	
	
	     N
	81
	                  81

	
	Employee Performance
	Pearson Correlation
	-0.012
	                   1

	
	
	Significance (2 tailed)    
	0.829
	

	
	
	      N
	81
	                 81


The second research objective focused on the relationship between gender diversity and employee performance. The results above indicated a positive relationship of 0.032 between gender of employees and their performance. The value of the correlation coefficient is at 0.032 which falls between 0n to 0.19 interpreted at very low and almost negligible. The significance of the relationship is at 0.572 which is greater than 0.05 and as such there is no significant relationship between gender diversity and performance of employee.
Table 4 Pearson Coefficient of Gender Diversity
	
	
	
	Gender
	Employee Performance

	
	Gender of Employee
	Pearson Correlation
	1
	               0.032

	
	
	Significance (2 tailed)
	
	                0.572

	
	
	     N
	81
	                  81

	
	Employee Performance
	Pearson Correlation
	0.032
	                   1

	
	
	Significance (2 tailed)    
	0.572
	

	
	
	      N
	81
	                 81


The final objective for the study was to investigate the relationship between ethnic diversity and performance of employees. Based on the results indicated above, there is a negative relationship between ethnic status of the employees and their performance at -0.012. This falls between the range of 0 to -0.19 which is interpreted as low and almost negligible. The significance of the relationship is at 0.829 which is greater than 0.05 thus there is no significant relationship between ethnic diversity and employee performance.
4.5 Chapter Summary

The chapter had the aim of presenting the research findings obtained from the primary data collected. The chapter begin with a presentation of the demographic information which indicated the age, gender, ethnic status, education background, and years in service and position in the company. The chapter further presented the status of workplace diversity presenting the perception of the employees in Barclays and Unilever. The results indicated that both employees in Barclays and Unilever agreed that age diversity, ethnic diversity, and gender diversity is a critical element in workplace diversity. The study further indicated a negative relationship between age diversity and employee performance. The results further indicated a positive relationship between gender and employee performance. Finally, the study revealed a negative relationship between ethnic status of the employees and their performance.
CHAPTER FIVE: DISCUSSIONS

5.1 Introduction

Following the analysis of the data which have been collected on the role of workplace diversity, the fifth chapter of the research study provides a detailed interpretation of the results. In focus, the analysed study findings are discussed using the literature reviewed in chapter two as a basis. The chapter is structured in section to cover each of the study objectives.

5.2 Effect of Age Diversity and Employee Performance
The first objective for the study was to investigate the effect of age diversity on employee performance. Age diversity has been cited as a critical but often ignored element in organisations (Florian et al., 2009). Such an evaluation was thus considered necessary and critical bin order to help understand how age diversity can be utilised in improving employee performance in the workplace. In regards to stress caused by age diversity in the workplace, the research finings indicate that age diversity had not caused stress in both Unilever and Barclays. This means that age differences within the workable does not result to stress and as such age diversity issues are not a problem to the extent of causing stress to the employees. This can be explained by the limited focus that organisations often have on age and thus employee themselves might have limited focus on their age.  

Kunze et al., (2009) illustrates that individuals classify themselves into certain groups using dimensions which are personally important to them and favour individuals of their own group. Further Kunze et al., (2009) argue that the ages of employees and generational belonging are used to categorise employees into age groups. The research findings however indicate that employees in Barclays and Unilever held that the different age groups within their workplace do not result to stress. The interview conducted on the managers in both companies explained that effective communication is advocated and this might explain the reasons why the age differences does not result to stress as communication within the workplace leads to cohesiveness and team work. As Lazear (1999) illustrates, advantages of age diversity can only be acquired and realised when the organisations are able to meet the additional costs on communication as well as solve emotional conflicts which may arise between younger employees and older employees.

Secondly, emotional conflicts were investigated with regards to age differences and the research finings indicate that employees in both Unilever and Barclays agreed that there were no emotional conflicts within the team from the age differences. It can also mean that both organisations have invested heavily on communication as well as solving any conflicts which arise among the employees. In contrast, Lau and Murnighan (2005) in their study reported that conflicts which reduce productivity are higher within groups which have different age groups. However, the lack of emotional conflicts from the age differences in the case companies can be explained by the fact that different ages involves different knowledge and skills thus providing a holistic and well rounded group. This view is supported by Gelner and Stephen (2009) who concluded that age heterogeneity can also results to benefits to the organisations with the different ages providing differing perspectives which is able to improve cohesion within the workplace. 

The research findings further indicate that employee agree that older employee solve conflicts among the younger employees leading to team cohesiveness. This contention is also held by Winnie (2008) who holds that older people have more life experiences thus provide a more mature perceptive and are better at problem solving. As such, in a workplace with both young employees and older employees, in case of conflicts, the older employees provide a mature perspective to the conflicts from their life experiences and guide the younger employees to solve the problem. Further Megan (2014) indicate that older employees have a socio-emotional and cognitive ability to balance and thus counsel younger employees leading to reduced conflicts in the workforce.

Mentorship of younger employees by the older employees was reported to be beneficial as the younger employees acquire tacit knowledge from their older counterparts. Uschi & Stephen, (2013) indicate that multi- generational workplaces provide mentoring advantages for the younger employees by the older employees who have understanding of the organisational history, culture as well as the employees' accumulated skills and expertise. Further, Winnie (2008) indicates that the younger employees are at the learning stage and as such are able to acquire tacit knowledge from the older employees. The research findings also indicate that younger employees take risks when compared to older employees and this risk taking attributes leads to team success.  This is in agreement with the contention by Sproten & Schwieren (2012) who illustrate that younger employees have higher rates of taking risks than older employees. Finally, the study reveals that the knowledge of young employees with regards to technology helps the older employees in improving their performance. This is in agreement of Charles (2007) agreement which provides that revise mentoring is also increasingly becoming popular in the recent years with younger employees mentoring older employees with up to date strategies and innovations such as technology.

Correlation analysis of the study variable of age diversity and employee’s diversity in the case companies indicated that there is no significant relationship between age diversity and employee performance. This is in agreement with Darwin & Several (2015) who reported that there is no significant relationship between age diversity and employees performance. Reserach indicates that unlike race and gender diversity, organisations rely undertake programs to increase age diversity. The most common practice involves the traditional age distributions within the structures of the organisations whereby younger employees are at the bottom while older employees are in the middle and top management whereby employees are hired at a young age and then are retained through the years. As such, it can be concluded that there is need for more research and approaches developed on age diversity in the workplace. Currently however, it can be concluded that age diversity is not a significant element in workplace diversity in the organisations.
5.3 Effect of Gender Diversity and Employee Performance
The second research objective focused on the effect of gender diversity on employees’ performance in Barclays and Unilever. In the past few years gender diversity has become a critical issue for practitioners as well as scholars with many initiatives by both organisations and governments undertaken to provide a gender balanced workforce. For instance, Norway recently passed a legislation which required an increase in the percentage of women in company boards requiring a 40% presentation of the female board members. Other countries such as the USA have developed initiatives to improve gender balance in the boards and workplaces. Cox and Blake (1991) advocated for diversity citing that it results to a competitive edge for the organisations that have diverse employees as the companies are able to meet the needs of their diverse customers.

With regards to stress experienced over gender diversity issues, the research findings indicate that they had not experienced stress. The interviews reported that both companies had launched programs and initiatives to deal and manage gender diversity within their organisations and this might be the reason why employees reported that they had not experienced stress from gender diversity issues in their workplaces. These programs and initiatives include inclusion strategies which accommodate the needs of women and men in the workforce. For instance, Barclays indicated that they encouraged family based initiatives which recognised the extra responsibilities that women may carry as primary care givers for children. Morrison (1992) indicates that by promoting the status of both women and men in the workplace, performance and productivity is improved.

 The research findings further indicated that gender diverse teams are able to meet targets due to their good relations and effectiveness in communication. Women have been described as accommodative and employ a give and take approach to situations unlike men who are more aggressive. The interviews reported that encouraging effectiveness in communication and establishment of a workforce where both men and women are celebrated for their differing attributed have developed a balanced workforce where both men and women works towards meeting the team targets and objectives.

The research findings indicated that gender diversity was considered a critical asset for the company. This is in agreement with Rogerlberg & Rumery, (1996) who held that mixture of the abilities of women and men resulted to increased creativity and innovation within organisations leading to better and more quality decision when compared to homogenous teams. Gender diverse teams are reported by the research study to be better in problem solving and decision making than the teams which are homogenous. Baer et al., (2013) further illustrates that gender diversity may broaden the view of the environment of the firm leading to the firm making better decision making. A more diverse group enables a wider range of perspectives with regards to the workforce thus a wide range of alternative solutions to the problems leading to more realistic decisions being undertaken by the firm (Mossiron, 1992). 
The research findings revels that the give and take approach by the female employees contributes to the success of the team. Stephen et al. (2010) indicate that having more females in the board of directors increases the rating and reputation of the firm from the give and take as well as accommodative attribute of women. Furthermore, greater diversity in the workforce implied better understanding of the market and better identification of customer needs thus increases an organization ability to improve market and product development.

 Finally, the study holds that the fact that women are better listeners and men more aggressive provides a balanced workforce in gender diverse workplaces. This is in line with Metz and Simon’s (2008) who held that a gender diverse team has a larger network as well as a larger pool of information and skills thus a balance of the expertise develop better cohesion within than workforce. Further, research illustrates that women illustrate leadership behaviors which are more accommodative than their male counterparts while their male counterparts are reported to be more aggressive thus providing a balanced team.

Further, the correlation analysis of gender diversity and employee performance indicates that there is no significant relationship between gender diversity and employee performance. This is in contention with the research finings by Darwin & Selvaraj (2015) who held that there is no significant relationship between gender diversity and employee performance. The study agrees with contentions of Hobman and Bordia (2006) and Ely (2004) hold that there is a non-significant impact of gender diversity on employee performance. 
5.4 Effect of Ethnic Diversity and Employee Performance
The final objective of the study investigated the influence of ethnic diversity and gender diversity in Unilever and Barclays.  Ethnic diversity started it momentum in the 90s and it importance is increasing as illustrated by Weaver (2001). Further, there has been a rise in the multicultural workforce within organisations for the utilisation of greater participation in order to improve satisfaction of employees and performance of the organisation.  Due this increase, ethnic diversity has become highly relevant in the globalised world. In the past, ethnic groups lived-in the same area and worked in the same region. However, due to globalisation, individuals are constantly moving from one place to another resulting to an increased ethnic diversity in the organisations and in the communities. As such, other than a company dealing with the needs of a village in terms of products or employing individuals from the same ethnic group, they have to consider the needs of ethnic diverse customers. As such, there has a risen the need to understand the relationship between ethnic diversity and employee performance.

With regards, to the experience of stress from ethnic diversity issues in the workplace, the research findings indicate that employee in both the organisations had not experienced stress over the years due to ethnic diversity issues in the workplace. This can be attributed to the fact that both organisations have ethnically homogenous teams. Jackson et al., (2003) indicate that teams which are ethnically diverse illustrates poor performance than in homogenous teams  which can be explained by the fact that individuals treat other individuals within their group better than individuals who are different from them. The lack of stress from ethnic diversity issues can also be explained by organisations undertaking strategies which improve cohesiveness within the ethnically diverse teams.
 The interviews conducted on the managers report that they have invested heavily in promoting cohesion in their ethnically diverse team to ensure maximum benefits can be acquired from having a ethnic diverse team and limiting the conflicts which may arise from the differences within the team. Ozgen et al., (2011) indicate that ethnically diverse team results to increased creativeness and innovation and as such the reason why the organisations have invested heavily in promoting cohesion within the diverse team to increase creativeness and innovation advantages from the ethnically diverse groups.

The research finings also indicate that ethnic diversity helps in the securing of timely projects completion. Amaram (2007) argue that ethnic diversity can results to conflicts which results to ineffective communication and counter productiveness in the workplace. The resulting confusion creates delays in project completion. Organisations as such need to ensure that ethnic diversity does not result to conflicts and delays in project completion. This can be countered by ensuring that communication and team work is enhanced by developing team cohesion initiatives. This enables the organisations to take advantage of the positive implications of ethnic diversity such as innovation and ability to meet the diverse needs of its customers while managing the negative effects of ethnic diversity such as conflicts. 
The research finding further indicates that ethnic diversity affects professional relationship within the team.  This agrees with Lazear (1999) who illustrates that social categorisation leads to ethnic groups within the workforce which leads to less coordination and thus difficulties in communication. Ethnic diversity is further argued to have benefit on the team performance from the diverse pool of knowledge and skills which results to mutual and complementary leaning. For instance Lee & Nathan (2011) and Ozgen et al., (2011) illustrate that ethnically diverse teams have increased innovation and creativity from the complementarities and learning opportunities. 

The research finding illustrates that ethnic diversity promotes better communication between ethnic groups. According to Timmermans et al., (2011) ethnicity can be utilised as a proxy for cultural background with the ethnic diversity expected to have a positive effect on innovative performance as it results to broadening viewpoints and perspectives for the organisations. As such, ethnic diversity can result to better communication from the differing viewpoints and perspectives. If properly managed and recognised, these differing perspectives can result to more improved communication between the ethnic groups. Ethnic diversity thus needs to be managed properly with the different perspectives of the diverse employees’ encouraged and respected leading to improved communication within the diverse teams.  Ethnic diversity further encourages healthy competition within the team. 
As illustrated, ethnic diversity can have a positive effect on innovative performance with the diverse workforce competing to improve innovation and creativeness thus resulting to a positive relationship. Dahlin (2005) however illustrates that high levels of ethnic diversity can results to conflict and cliques from the social categorisation within the workplace. As such, the organisations need to develop and implement adequate strategies and initiatives to control and manage ethnic diversity as well as mitigate its negative effects.

Ethnic diversity is illustrated to lead to improved decision making as well as promoting creativeness and innovation in the team. This is in agreement with Timmermans et al., (2011) who argue that by using ethnicity as a proxy for cultural background, it can be expected to have a positive effect on innovative performance due to the broadening of the viewpoints and perspectives of the organisation. The study in its correlation analysis concluded that there is no significant relationship between gender diversity and employee performance. Darwin & Selvaraj (2015) had also reported a non significant relationship between ethnic diversity and team performance.  Webber and Donahue (2001) had also concluded that there is no relationship between team cohesion or performance in their meta- analysis of 24 studies.
CHAPTER SIX: CONCLUSION AND RECOMMENDATIONS

6.1 Introduction 

The current study as mentioned earlier had the purpose of investigating the role of workplace diversity (age, ethnic and gender diversity) on the employee performance in Barclays and Unilever. The following is the final chapter of the research study and involves a presentation of the main conclusions from the study findings and discussion provided. The conclusions are also provided with respect to the study's research objectives. After the presentation of the conclusions, the recommendations of using workplace diversity to improve employee performance are provided. Lastly, the study provides suggestions for future research provided.
6.2 Conclusions

6.2.1 Effect of Age Diversity and Employee Performance
The first objective of the study focused on the impact of age diversity on employee performance. The research findings indicate that majority of the elements analysed on age diversity indicate that majority of the employees agree that age is a critical element in workforce diversity. The respondents agree that they have not experienced stress over the lastly years from age diversity neither have they experienced emotional conflicts within the team due to age differences. The research findings further indicate that employees agree that older employees solve conflicts among younger employee leading to team cohesiveness. Mentorship is indicated as beneficial to younger employees as they acquire tacit knowledge from older employees while older employees benefit from reverse mentoring whereby younger employee mentor the older employees with regards to technology and innovations. Younger employees are also indicated to undertake more risks which then results to team success.
The research findings indicate a negative relationship   (-0.011) between the age group of the employees and their performance with the significance of the relationship at 0.846 which is greater than 0.05 thus illustrating that there is no significant relationship between age diversity and employee performance. These indicate that despite the fact that age is a major categorisation among employees in a workplace; the element does not have a influence employee performance. 

6.2.3 Effect of Gender Diversity and Employee Performance
The second objective of the study focused on the impact of gender diversity on employee performance. The respondents reported that they did not experience stress due to gender diversity. Further, the study reported that gender diverse teams’ meets targets due to good relations and effectiveness in communication and agreed that gender diversity is a critical asset for the company. The research further indicates that gender diverse team is better in problem solving and decision making than homogenous team. The study further indicates that the respondents indicate that the give and take approach by female employee contributes to the success of the team. Finally, the study indicated that women are better listener and men are more aggressive thus a balanced workforce in gender diverse teams. 
The research findings further indicate a positive relationship of 0.032 between gender of employees and their performance. The significance of the relationship is at 0.572 greater than 0.05 and as such there is no significant relationship between gender diversity and employee performance. This is in agreement with Darwin & Several (2015), Hobman and Bordia (2006) and Ely (2004) who held that there is no significant relationship between gender diversity and employee performance.
6.2.4 Effect of Ethnic Diversity and Employee Performance
The third objective of the study focused on the impact of ethnic diversity on employee performance. The respondents indicated that they had not experienced stress over the years due to ethnic diversity issues in the workplace. Further, the study indicated that ethnic diversity helps in securing timely projects completion and it affects professional relationship within the team. Ethnic diversity is further indicated to promote better communication, promotes healthy competitions as well as leads to improved decision making. 
Finally, the study reports that ethnic diversity promotes creativeness and innovation within the team. Based on the results indicated above, there is a negative relationship between ethnic status of the employees and their performance at -0.012. The significance of the relationship is at 0.829 which is greater than 0.05 thus there is no significant relationship between ethnic diversity and employee performance. This is in agreement with Darwin & Several (2015) and Webber and Donahue (2001) who had also reported a non significant relationship between ethnic diversity and team performance.  
6.3 Recommendations 

The following are the recommendations made by the study based on the conclusions made from the research findings and discussions. The recommendation made focus on each particular workforce diversity focused on by the research study as age, gender and ethnic diversity.

6.3.1 Age Diversity

Gellner and Veen, (2009) report that age heterogenetiy in its won have a negaitve effects on idnvidual employee pefromance. Further, with organsaiotns which have routine taksks, there are no signifcant gaisn from havign age differences and this coudl reuslts to icnerased costs from hgih levels of age differences. The study recommendas that age diversity can be beenfical to an organsaitons where older and younger employeees come together and develop a mtually beneficial relaiotnships. The older generation can advice and mentor the younger employees providing tacit knowledge thus ensuring that tacit knowledge is not lost once the older employees retire or leave the organisations. 
On the other hand, the younger employees can mentor and help the older employees with regards to such skills as technology and other up to date innovations. This ensures that productivity of the older employees is assured by ensuring that they do not lag behind with regards to technological advancement and other innovations. Mentoring by older employees and reverse mentoring are strategies that the organisations can undertake to ensure that they realise the advantages of age diversity. Further, organisations need to undertake strategies to improve age diversity in the workplace rather than ignoring it as most organisations are doing.
6.3.2 Gender Diversity

Reserach illustrates that mixed gender team perform better than same gender group (Gupta, 2013). Resource based view has been utilised to explain the positive impact that gender diversity has on employee performance.  A balanced gender team in the workplace results to more improved performance as the differing attributes of men and women are utilised to meet the organisational objectives. For instance women are better at problem solving as they have a give and take approach as well as being more accommodative in various contexts. 
On the other hand, mean are more aggressive and as such undertake more risk taking which can be beneficial for the team. With the balance of the differing attributes, the organisations are able to benefit from gender diverse teams. However, when not managed properly, gender diverse teams can result to conflicts thus negatively affects the workplace. The study recommends development of inclusion strategies as well as enabling the more participation of both genders in decision making. Organisations also need to invest in informing and creating awareness on gender diversity and how it can be of benefit to the organisations.
6.3.3 Ethnic Diversity 

Ethnic diversity is a critical element of workplace diversity. This has been due to the increase in globalisation which has resulted to increased levels of a multicultural workforce in the organisations. Reserach illustrates that ethnic diversity can result to greater participation as well as synergy in order to improve and increase employee performance as well as the organisational performance. Further, it can be beneficial to the team as it has more diverse pools of expertise and knowledge leading to complementary and mutual learning.  Ozgen et al., (2011) further indicate that ethnic diversity can result to more creativeness and innovation. However, on the other hand, research indicate that ethnic diversity can led to increased costs due to difficulties in communication and coordination which results form increased conflicts from the differences in the ethnic diverse teams. This is as illustrated by Lazear (1999) and Darwin & Selvaraj (2015). The study recommends that organisations with ethnically diverse teams need to invest in improving its communication strategies as well as develop inclusion strategies within their organisations. Communication is key in ensuring that ethnically diverse team are able to improve their innovation as well as creativeness thus leading to increased employee performance and productivity.
6.4 Suggestions for Future Research 

This study can also serve as a guideline for future research. The focus of the research study is on engenders, age and ethnicity of the employees and whether it affects their performance within the organisation. Firstly, the results indicate the performance of the employees and do not base the investigation of team performance. Future research can as such investigate the comparison of workplace diversity specifically to team performance. Secondly, researchers’ further need to achieve consensus on the impact that workforce diversity has on performance of the employees as different studies provides differing results on its effect on performance in the workplace. Thirdly, measures of the items which have been adopted in other studies need to be fit into a research’s context. There is as such need to conduct validity tests in order to ensure the validity of the measures established. Further, there is need to increase the expand sample size in order to provide a better representation of the population for more accurate results and conclusions.
LIST OF REFERENCES
Alesina, A., & La Ferrara, E. (2005). Ethnic diversity and economic performance. Journal Economic Literature, 43, 762-800.

Al Jishi, H. A. (2009). Motivation and its Effect on Performance on Nurses in ARAMCO Health Center.

Amaram, D. I. (2007). Cultural diversity: Implications for workplace management. Journal of Diversity Management, 2(4), 1-6.
Anderson, A. (2013). How to Manage Diversity in a Workplace. Demand Media, Hearst Communication Inc

Ashforth, B. E., Harrison, S. H., & Corley, K. G. (2008). Identification in organizations: An examination of four fundamental questions. Journal of Management, 34(3), 325-374.
Avery, D. R. (2011). Support for diversity in organizations. Organizational Psychology Review, 1(3), 239-256.

Baer, M., Vadera, A.K., Leenders, R. T., & Oldham, G. R. (2013). Intergroup competition as a doubleedged sword: How sex composition regulates the effects of competition on group creativity. Organization Science
Barton Hamilton., J. A., & Nickerson, H. Owan. (2004). Diversity and productivity in production teams. Working Paper, Washington University, St. Louis.
Buttner, E. H., Lowe, K. B., & Billings-Harris, L. (2010). The impact of diversity promise fulfilment on professionals of colour outcomes in the USA. Journal of Business Ethics, 91(4), 501-518.
Brown, S. L. (2008). Diversity in the Workplace: A Study of Gender, Race, Age, and Salary Level. UMI Number: 3297416 by ProQuest Information and Learning Company.

Cashmore, E. (1996). Dictionary of race and ethnic relations. London and New York: Routledge.

Charles, W. (2007), Reverse mentoring, old dogs, new tricks. Retrieved 6 August 2015, from http://www.hr.com/SITEFORUM
Cole G. & Kelly P. (2011) Management: Theory and Practice 7th Ed. Hampshire: Cengage Learning EMEA

Collins, H. (2010) Creative Research:The Theory and Practice of Research for the Creative Industries. Worthing: AVA Publishing.
Collis,  J.  &  Hussey,  R.  (2009)  Business  Research:  A  practical  guide  for  undergraduate and postgraduate students, 3rd edition, New York, Palgrave Macmillan.

Cooke, F. L., & Saini, D. S. (2010). Diversity management in India: A study of organizations in different ownership forms and industrial sectors. Human Resource Management, 49(3), 477-500.
Cox, T.H. & Blake, S. (1991). Managing cultural diversity: Implications for organizational Competitiveness. Academy of Management Executive, 5(3), 45-46.

Cremer, J. (1986). Cooperation in on going organizations. The Quarterly Journal of Economics, 101(1), 33-50.

Dahm, J. (2003). The Development of a Needs Analysis Instrument for  Cultural Diversity Training: WDQ-II. UMI Microform 3081485 by Pro Quest Information and Learning Company.

Darwin, J. & Selvaraj, P.,(2015), The Effects of Work Force Diversity on Employee Performance in Singapore Organisations, International Journal of Business Administration, 6(2): 17-29

Davey, J. (2006). The labour market. In Boston and Davey (Eds.), Implications of Population Ageing –Opportunities and Risks. Institute of Policy Studies, Victoria University, Wellington.

De Drew, C. K. W., Bechthold, M. N., & Nijstad, B. A. (2009). Diversity and the creative capacity of organizations and teams. Position Article Research Task 3.2 on Sustainable Development in a Diverse World, University of Amsterdam, the Netherlands, pp.1-26.

Dessler G. (2011) Human Resource Management 12th ed. Harlow: Pearson Education

Dul, J. & Hak, T. (2008) Case study methodology in business research. Oxford, Elsevier Ltd.
Ely, R. J. (2004). A field study of group diversity, participation in diversity education programs, and performance. Journal of Organizational Behaviour, 25, 755−780.

Ensher, E. A., & Murphy, S. E. (1997). Effects of race, gender, perceived similarity, and contact on mentor relationships. Journal of Vocational Behaviour, 50(3), 460−481.

Esty, K., Griffin, R. and Schorr-Hirsh, M. (1995). Workplace diversity. A managers guide to solving problems and turning diversity into a competitive advantage. Avon, MA: Adams Media Corporation.

Frink, D. D., Robinson, R. K., Reithel, B., Arthur, M. M., Ammeter, A. P., Ferris, G. R., … Morristte, H. S. (2003). Gender demography and organizational performance: A two-study investigation with convergence. Group and Organization Management, 28, 127-147.

Gerring, J. (2007) Case study research: Principles and practices, Cambridge: Cambridge University Press.
Gupta, R. (2013). Workforce diversity and organizational performance. International Journal of Business and Management Invention, 2(6), 36-41.

Ilmarinen, J. (2005). Towards a longer work life! Ageing and the quality of work life in the European Union. Finnish Institute of Occupational Health, Ministry of Social Affairs and Health, Helsinki.

Jackson, S.E., Joshi, A., & Erhardt, N.L. (2003). Recent research on team and organizational diversity: SWOT analysis and implications. Journal of Management, 29, 801-30.

Jackson, S.E., May, K.E., and Whitney, K. (1995). Understanding the dynamics of diversity in decision-making teams. In R.A. Guzzo and E. Salas (eds.), Team effectiveness and decision making in organisations (pp. 204-261). San Francisco: Jossey-Bass.

Jehn, A., Gregory, B., Craft, N., & Margaret, A. Neale. (1999). Why differences make a difference: A field study and diversity, conflict, and performance. Administrative Science Quarterly, 44(4), 741-763.

Jones, B.F. (2005). Age and great invention. NBER Working Papers 11359. Retrieved 1 August 2015, from http://www.nber.org/papers/w11359.pdf?new_window=1
Jones G. & George J. (2011) Essentials of Contemporary Management 4thed. New York: McGraw – Hill

Joshi, A., & E. Jackson, S. (2003). Managing workforce diversity to enhance cooperation in organization. International Handbook of Organizational Teamwork and Cooperative Working.

Gellner & Veen S. (2009). The Impact of Aging and Age Diversity on Company Performance.

Haslam, S.A., Powell, C., and Turner, J.C. (2000). Social identity, self-categorisation and work motivation: rethinking the contribution of the group to positive and sustainable organizational outcomes. Applied Psychology: An International Review, 49:319-339

Herdman, A. O., & McMillan-Capehart, A. (2010). Establishing a diversity program is not enough: Exploring the determinants of diversity climate. Journal of Business and Psychology, 25(1), 39-53.

Hofstede, G. (1991). Cultures and Organisations: software of the mind. London: McGraw-Hill.

Hogg, M. A. & Terry, D. J. (2000). Social Identity and Self-Categorization Processes in Organizational Contexts. Academy of Management Review 2000, 25(1), 121-140.

Kearney, E., & Gebert, D. (2009). Managing diversity and enhancing team outcomes: The promise of transformational leadership. Journal of Applied Psychology, 94(1), 77-98.
Kunze, F., Boehm, S., & Bruch H. (2009). Age Diversity, Age Discrimination, and Performance Consequences – A Cross Organizational Study.

Lau, Dora C., & J. K. Murnighan. (2005). Interactions within groups and subgroups: The effects of demographic faultlines. Academy of Management Journal, 48(4), 645-659.

Lazear, E. P. (1999). Globalisation and the Market for Team-Mates. The Economic Journal, 109(454), 15-40.

Lee, N., & Nathan, M. (2011). Does cultural diversity help innovation in cities: evidence from London firms. LSE Research Online Documents on Economics 33579, London School of Economics and Political Science, LSE Library.

Leonard, J. S., & Levine, D. (2003). Diversity, Discrimination and Performance, pp.40, California: Institute for Research on Labour and Employment, UC Berkeley.

Luton, L. S. (2010) Qualitative Research Approaches for Public Administration. Armonk: M.E. Sharpe.
Maznevski, M. L. (1994). Performance in decision-making groups with diverse members. Human Resource , 103-359.

McLeod, P. L., Lobel, S., & Cox, T. H. (1996). Ethnic diversity and creativity in small groups. Small Group Research, 27, 248−264.

Megan, L. (2014). The Brains of Emerging Adults, Risk Taking, and the Consequences for Camps. Retrieved 6 August 2014, from www.acacamps.org/campmag/1009
Metz, I., & Simon, A. (2008). A Focus on Gender Similarities in Work Experiences in Senior Management: A Study of an Australian Bank Builds the Case. Equal Opportunities International
Mohammad Ali, Isabel, Metz, & Kulik, C.T. (2007). Workforce gender diversity: Is it a source of competitive advantage?. 21st ANZAM conference, Sydney, Australia.

Morgan, J., & Vardy, F. (2009). Diversity in the workplace. The American Economic Review, 99(1), 472-485.
Morrison, A. M. (1992). New solutions to the same old glass ceiling. Women in Management Review, doi:10.1108/09649429210014360
Milliken, Frances J., & L. L. Martin. (1996). Searching for Common Threads: Understanding the Multiple Effects of Diversity in Organizational Groups. The Academy of Management Review, 21(2), 402-433.

Ozgen, C., Nijkamp, P., & Poot, J. (2011). The impact of cultural diversity on innovation: Evidence from Dutch RM-level data. IZA Discussion Papers.
Pelled, L.H. (1996). Demographic diversity, conflict, and work group outcomes: An intervention process theory. Organization Science, 7, 615-631.

Rao, C. (2009) Handbook of Statistics: Sample Surveys: Theory, Methods and Infernece. Amsterdam: Elsevier.
Richard, O. C., Barnett, T., Dwyer, S., & Chadwick, K. (2004). Cultural diversity in management, firm performance, and the moderating role of entrepreneurial orientation dimensions. Academy of Management Journal, 47(2), 255-266.

Rogelberg, S.G., & Rumery, S.M. (1996). Gender diversity, team decision quality, time on task, and interpersonal cohesion. Small Group Research, 27, 79-90.

Sander H, & Mirjam V. (2012). Ethnic diversity and team performance: A field experiment. Tinbergen Institute Discussion Papers 12-068/3, Tinbergen Institute.

Saunders, M., Lewis, P. and Thornhill, A.  (2009) Research methods for business students. Harlow, Financial Times/Prentice Hall.
Sproten, A.C., & Schwieren, C. (2012). Age differences in the reaction to incentives-Do older people avoid competition?. Discussion paper series: 522. Retrieved 31 July 2015, from www.uni-heidelberg.de/md/awi/forschung/dp522_sproten_schwierren.pdf
Stephen, Bear, Noushi, Rahman, & Corinne, Post. (2010). The Impact of board diversity and gender composition on corporate social responsibility and firm reputation. Journal of Business Ethics, 97, 207-221.
Taylor, P. (2003). Global ageing – meeting the business challenges. Paper prepared for symposium: An Ageless Workforce – Opportunities for Business, Sydney, 27th August.

Tajfel, H., Billig, M., Bundy, R.P., and Flament, C. (1971. Social categorisation and intergroup behaviour. European Journal of Social Psychology, 27: 27-36. 

Triana, M. C., Garcia, M. F., & Colella, A. (2010). Managing diversity: How organizational efforts to support diversity moderate the effects of perceived racial discrimination on affective commitment. Personnel Psychology, 63(4), 817-843.

Turner, J.C. (1987). Towards a cognitive redefinition of the social group. In H. Tajfel (ed.), Social identity and intergroup relations (pp. 15-40). Cambridge: Cambridge University Press.

Uschi Backes-Gellner, & Stephan Veen. (2013). Positive effects of ageing and age diversity in innovative companies– Large-scale empirical evidence on company productivity. Human Resource Management Journal, 23(3), 279-295.

Van Der Vegt, G. S., & Bunderson, S. J. (2005). Learning and performance in multidisciplinary teams: The importance of collective team identification source. Academy of Management Journal, 48, 532-547.
Webber, S.S., & Donahue, L.M. (2001). Impact of highly and less job-related diversity on work group cohesion and performance: A meta-analysis. Journal of Management, 27, 141-162.
Wittenbaum, G. & Stasset, G. (1996). Management and information in small groups. In J. Nye and M. Brower (eds.), What's social about social cognition? Social cognition research in small groups (pp.3-28). Thousand Oaks, CA: Sage.

Wood, W. (1987). Meta analytical review of sex differences in group performance. Psychological bulletin, 102, 53-71.

Yin, R.  K.  (2003)  Case  study  research:  Design  and  methods,  3rd  edition,  London,  SAGE Publications.
APPENDICES

Appendix 1: Questionnaire

Survey Questionnaires
Title: The Impact of Workplace Diversity on Employee Performance (A Case Study of Barclays and Unilever)

This questionnaire has been designed to help me write my dissertation research which is a partial fulfilment of my degree at the university. The main aim of this questionnaire is to investigate impact of workplace diversity on employee performance by focusing on the case study of Barclays and Unilever. I am seeking your assistance in filling this questionnaire with regards to the questions set below. Your kind contribution towards filling this questionnaire will be very much appreciated. I promise to uphold utmost confidentiality with regards to your responses. Also rest assured that your responses will only be used for the academic purposes in which it is intended and not for any other commercial purpose whatsoever. 

SECTION ONE: DEMOGRAPHIC INFORMATION 

1. What is you gender 

· Male 

· female 

2. What is your age group?

· 15-24

· 25-34

· 35-44

· 45-54

· Over 55

3. What is your ethnicity?

· African

· British

· Others

4. What is your educational attainment?

· High school diploma

· College diploma 

· University degree 

· Postgraduate degree 

5. What is your work experience

· 2-5 years

· 6-10 years

· More than 15 years

6. What is your position in the organization
· Senior Manager

· Manager

· Entry Level

SECTION TWO: WORKPLACE DIVERSITY

For the following parts, indicate your level in which you agree or disagreement below statements using a tick using a scale of 5-Strongly Agrees (SA); 4 Agree (A); 3 Neutral (N);  2 Disagree (D); 1 Strongly Disagree (SD)

Part One: Influence of Age Diversity on Employee Performance

	
	SD 
	D
	N
	A
	SA

	The knowledge of young employees with technology help older employees in improving their knowledge on latest technologies
	
	
	
	
	

	Younger employees take risks which results to team success 
	
	
	
	
	

	Mentoring by older employees benefits young employees in acquiring tacit knowledge
	
	
	
	
	

	Older employee solve conflicts among younger employees  promoting team cohesiveness
	
	
	
	
	

	There are no emotional conflicts within the team due to the status differences between old and young employees
	
	
	
	
	

	I have not experienced stress in the last year over age diversity issues in my workplace
	
	
	
	
	


Part Two: Influence of Gender Diversity on Employee Performance

	
	SD 
	D
	N
	A
	SA

	Women are better listener and men are more aggressive thus a balanced workforce in gender offer a holistic approach
	
	
	
	
	

	Give and take approach by female employee contributes to the success of the team
	
	
	
	
	

	A gender diverse team is better in problem solving and decision making than homogenous team
	
	
	
	
	

	Gender diversity is a critical asset for the company. 
	
	
	
	
	

	Gender diverse teams meet targets due to good relations and effectiveness in communication
	
	
	
	
	

	I have not experienced stress in the last years over gender diversity issues in my workplace
	
	
	
	
	


Part Three: Influence of Ethnicity Diversity on Employee Performance

	
	SD 
	D
	N
	A
	SA

	Ethnicity diversity has promoted creativeness and innovation in the team
	
	
	
	
	

	Ethnic diversity has led to improved decision making
	
	
	
	
	

	Ethnic diversity promotes healthy competition within the team
	
	
	
	
	

	Ethnic diversity promotes better communication between ethnic groups
	
	
	
	
	

	Ethnic diversity affects professional relationship within the team
	
	
	
	
	

	Ethnic diversity helps in securing timely projects completion
	
	
	
	
	

	I have not experienced stress over the years due to ethnic diversity issues in my workplace
	
	
	
	
	


Appendix 2: Northampton Business School Ethics Form
This document is to be initiated by all NBS students or staff undertaking research. 

Students must present this form to their Dissertation/Research Supervisor at the first meeting and include a copy with their final submission. 

Staff must present this form to the Head of Research/Research Mentor before the research commences.

Part A:  Project Detail

1. Project title: The Impact of Workplace Diversity on Employee Performance (A Case Study of Barclays and Unilever)
2. Programme/Module:  XXX

3. 

· √ I have read and agree to adhere to the NBS Research Ethics Procedure and the Guidance on Ethics for Researchers

PRINT NAME:   XXX
STUDENT NUMBER (if applicable): 
Signed:  XXX
Date:   10/09/2015

4. Supervisor name (s): 

XXX

5. Use of human participants: Tick one of the following:

· √ I am using human participants.

· I am using archival data where individuals are identifiable 

· I am not using human participants or data where individuals are identifiable and therefore do not need to complete the remainder of this form. 

6. Participants: Tick the box which most accurately describes your sample:

· Children under 16 years

· 16-18 year olds

· Adults over 65 years old

· √ Members of the public (general)

· NBS Students (please specify)

· Members of vulnerable groups (frail elderly, recently bereaved, members of support groups – describe here :……………..……...)

· Other. If other, describe your sample here:

7. Issues for concern: Tick below any issue that relates to this research.

· Involves participants undertaking tasks they would not normally undertake
· Involves any activity that might be described as an ‘invasion of privacy’
· Involves deception
· Involves a topic that would be considered ‘sensitive’
· Involves the collection of data that is not anonymised (contains identifying information such as name and address)
· Other. If other, describe here: 
· 8. Methodology:  Tick the appropriate box.  Full details of what you will do and where it will happen, should be provided in the accompanying Proposal.
· √Questionnaires

· √Interviews

· Experiments

· Observations

· Archival

· Other. If other, state here:
9. Recruitment Process.  Tick the process that best describes how you plan to recruit participants. Full details of how you will recruit and where it will happen, should be provided in the accompanying Proposal.
· Via poster in a public place such as a library or community centre

· √ ‘Packs’ will be provided to named person in an organisation/group to be distributed on my behalf

· Asking personal contacts to pass my information packs to their contacts

· Will be asking friends/family

· Cold calling

· Other. If other, state here:

10. Recruitment material.  Tick all the recruitment material you will be using. They must not be used until seen and approved by your supervisor. 

· Recruitment poster  

· Recruitment letter to named person in an organisation/group who will  be distributing ‘Packs’ on your behalf 

· Recruitment letter to potential participants

· Participant Information Sheet

· √Consent form

· Other. If other, state here:

11. Risk assessment: Some projects will require risk assessment for participants and/or researchers. In other words, there is a possibility that participants and/or researchers will get hurt collecting data. If so, a risk assessment must be conducted. Tick the appropriate box below concerning your need for risk assessment.

· √There is no risk of injury to participants and/or researchers, so no risk assessment will be conducted.

· There is a potential of injury to participants and/or researchers, so risk assessment has been (or will be) conducted.

12. Consent from the host Company:

I consent to the aforementioned named student carrying out research on Company premises or in relation to this Company.

Senior Manager Name: ____________XXX___________________________

Senior Manager Signature: _______XXX_____________________________

Host Company Name: __Barclays and Unilever___________________________

13. Compliance with the Ethics Procedures of the Host Company.

I the student have read and complied with the ethics procedures of the host company.

Signed: _______XXX____________________________

I the Senior Manager confirm that the student has read and complied with the ethics procedures of our Company.

Signature: ________XXX____________________________

Please include an A4 sheet to explain what you hope to achieve from the data provided on acceptance of this project.
Part B:  To be completed by dissertation/research supervisor/mentor.  

In the case of a student, this section should be completed by your Dissertation/Research Supervisor.  

In the case of a member of staff, this section should be completed by the Head of Research/Research Mentor.

Supervisor/Mentor Comments:  Please comment on the extent to which this proposal meets the requirements of NBS Research Ethics Procedure and the Guidance on Ethics for Researchers.

Should this proposal be considered by the Ethics Committee? Yes [  ]     No [   ]

For students, referral to the Ethics Committee is at the supervisor’s discretion.

For staff, all proposals should be considered by the Ethics Committee.  

If yes, please copy this form to the Ethics Committee Secretary (Debbie Christopher)

If no, please retain a copy for your records.
Signed (supervisor/mentor):  

Print Name:   

Date:  

Part C:  To be completed by Ethics Committee Secretary 

Date considered by Ethics Committee:

Ethics Committee comments:

Action Required:

Date action required by: 

Signed on behalf of Ethics Committee:

Print Name: 

Date Copied to Research Supervisor
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