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ABSTRACT
Most of the Cultural diversity  across the  workplace has become   a important over a a period  of time with the raise of increase of globalization in accross of the globe. This study aimed to explore this impact of cultural diversity in public and private workplaces in Nigeria. A descriptive cross-sectional type of the research was conducted out, most of the  data was collect by an  online self-administered  which I found it difficult to get my data but at the end I got my data and it was analyzed using spss. In this study the mean age of the respondents was 28.01±6.34years and close to seven-tenths (68.0%) of the respondents were male. more than six-tenths (67.0%) of the respondents were married and 76.0% of the respondents were living in urban area.  About 30.2% of the respondents had Diploma/NCE, 19.1% had Bachelor’s degree and 66.0% of the respondents were private job holders and 34.0% of the respondents were government job holders.  Our findings reveal that the cultural diversity is not only involved how employee perceived themselves, it also depicted how the employees perceived other employee. More than half of the respondents of this study believed that the diverse cultural perspective may inspire creativity and derived innovation. Employee should made to appreciate that achieve a unity regardless of cultural disparities be the responsibility of each part of some organization. 
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CHAPTER 1

1.1 INTRODUCTION
The society along with organizations in the region of the world have become more and more dissimilar over the past few decades, employment equity and workforce diversity have featured a lot going on the political and business agenda (Klarsfeld et al., 2012). According to a worldwide study was  conducted through the Society of  Human Resource Management in the USA and the Economist Intelligence Unit (SHRM, 2009), 55 per cent of the  respondents said their organizations comprise policies that encourage diversity and addition either ‘strongly’ or ‘very strongly,’ and another 31 per cent promote diversity and inclusion ‘moderately’. At the multilateral level, much attention has been paid to discrimination in the labour market, and the United Nations Global Compact initiative has incorporated a principle that seeks the elimination of employment and occupational discrimination all include gender, colour, sex, Muslim or Christian , political view, social basis, age, disability, HIV/AIDS condition, trade orgarnization association, (United Nations  worldwide Compact, 2012). Beyond the issue of discrimination in the workplace, there has been an increasing emphasis on the strategic management of diversity in recent years (Lockwood, 2005; Slater et al., 2008; Thomas, 2004). 
Most of the places of a globe, most of the organization across in Nigeria have grow to be income driven. These  derived  is mainly for the reason that organizations don’t create profit regularly get it very hard to continue to exist in a  competitive economy of this  21st century mid to this  income derived in  an organization be the employee  of a person resources whose ability  are required to influence further organizational resources by  the replace them in to the  good and service. These ability of  staff in work organization have an  important the payback of competence as tool of productivity (Bontis 1999, Iheriohanma 2008). Therefore, the persistent theme in present organizational literature has be in the part most of the human resources development, particularly  the   skill development. While the result, fewer consideration has been paid to a number of most of the   employee challenge in the work organization has also have an effect in  their productivity for examples diversity. This diversity encompass race, male or female, tribal, age, behavior,  organizational function, education, background and so on. This study meant to explore the impact of cultural diversity in public and private workplaces in Nigeria.
















1.2 JUSTIFICATION
 Most of the Cultural diversity of  the workplaces   have grown as a fashion in a  way of time with the raise of globalization of  the world. One helpful result is that employee belonging to diverse culture typically has dissimilar way of thoughts and can hence examine a matter at offer from a variety of perspective. Cultural diversity is a  vast phenomenon in the current time for the reason that virtually every people is a sweltering pot of  a culture. In Nigeria, being the seventh most populous country in the across the globe; is a society everyplace citizens coexist. However, the workplaces both public and private in the country are most of the among the entity affected by cultural diversity. 
This study aimed to discover the impact of cultural diversity in public and private workplaces in Nigeria. The work is also expected to focus on both positive and negative impact of cultural diversity in the workplaces in Nigeria. The finding is expected to provide the valuable information that can help in planning appropriate strategy to control, or minimize the negative impact of cultural diversity in the workplaces in Nigeria. 









1.3 RESEARCH QUESTION
· What are impacts of cultural diversity in public and private workplaces in Nigeria?

1.5 OBJECTIVES
1.5.1 GENERAL OBJECTIVE
· To explore the impact of cultural diversity in public and private workplaces in Nigeria


1.5.2 SPECIFIC OBJECTIVES
 
· To determine the socio-demographic characteristics of the respondents 
· To identify the positive impact of cultural diversity in public and private workplaces 
· To get out the negative impact of cultural diversity in the  public and private workplaces
· To assess 
·    the role of Nigerian government in promoting the positive impact of cultural diversity in the workplaces
·  To appraise the role of Nigerian government in controlling or managing the negative impact of cultural diversity in the workplaces  






CHAPTER TWO

2.0 LITERATURE REVIEW
        Workforce diversity management such as within broad term has, turn into an  important component of organizational competitiveness and value not only in Nigeria working places that is whether government or private but also oin some further outsized corporations internationally. There are no uncertainty to diversity administration is gradually more suitable to a regular of HRM  in current time. Socio-economic forces akin to or such as globalization as well as the internationalizaon of public issue add to enlarge the current of  a labour athwart tribal and nationwide borders and have facilitate the stable swap of material, such as symbolic and HR. In such that To continue competitive and significant, most of the Nigerian public services must adapt and to manage these environmental socio-economic forces. Most of the new intricacy of work operation want  more and more diverse function with also the make use of  additional diverse talent. As the want for employees diversity increase, so as act be demand, in such as the want for useful communication along with different member of staff, this affinity be believed to have the ability for conflict and partition among employees. by means of a workforce management form the study are attempt to emphasize the outstanding aspect of this method with a particular highlighting on the problems and scenario connected with workforce diversity management in Nigeria public service (Abugu and Jerry, 2018).
            Obviously, in such a way the practicing   (HRM) may not be separated from the cultural, economic, social ,political and authorized environment of the country. Nigerian being  the biggest in   Africa,  Nigeria has  the population of about 206  millions people , about half of them be of working age, Nigeria is among popular market used for most of the   multinational  from corner to corner of  the world, and concurrently speedy attractive a melting pot of cultures also a state where business be supposed to be successful but for the gross negligence, corruption and pure leadership. Is one of the Nigeria’s serious challenge thus, is the valuable managing of its workforce diversity, a litmus analysis for the development of HRM. The task and the capacity of function or duties of  HRM in managing workplace diversity in Nigeria is hard or critically assess and base on an incorporated conceptual framework, most of the challenge of running or looking  place of work diversity in Nigeria are  discuss and upcoming research directions are indicate (Akinnusi et al. 2017).
             Improvement in  science and the technology has make it possible meant for a up to date work organization to have most the peoples  of multicolored cultural background work together as an  employees. This mixture of cultural background or cultural diversity can create challenge of  the place of work which  or can guide to disagreement  opr crises and  which can involve the  team work when not done  properly or suitable manage. This lessons teaches us  on how difference in our culture or  cultural orientations may involve or influence  the productivity of people working in the organization and organizations itself. it arise for the reason that organizations canal most of the  effort is  to improving or harmonizing workers' skills and knowledge to the harm of employees’ daily organizational experience, when it comes to cultural difference. The quantitative research system is  adopt by data collection. In some investigation is  used to test the hypothesis formulate and a result presented and discuss The result it prove that cultural diversity is  considerably and it affect the capacity or potential of  an workers in other to put together or work as group. This accordingly or according affect their efficiency. while disagreement    arise from tribal difference waste time and it  reduce employee confidence, this study recommend an  organizations must struggle to make  an organizational culture which is not only incorporate and enhance of a cultural diversity of its workforce concerto, it also allow employees to make contact and accept each other despite of their difference of  a origin or starting point  and  background (Ukachukwu and Iheriohanma , 2013).     
            Probable of HR has at all times be careful as at the kindness of a business organization. An successful HR can not only light the organizational brilliance but is foundation for a reliability of best level of a business presentation. The aspire of research paper is among  the important to discuss area in  literature correlated to HRM named “Workforce diversity”. Just to the start of up to date business practice public and private busines unions come in reality and so the dissimilarity in HR center of both these type of business groups. Focusing  of  this studied  is  investigate the disparity along with employees of  both types of above mentioned business organizations, maintenance in observation the arena of labor force diversity of their personal organizations. They said research gap there are no such studied has done earlier than in literature observance in sight Pakistan business places. objective population comprise of banking area, health and other or some medical services part is  studied and bring under glow by getting  a sample of 130 employees.  Such that or organize to investigate the acquire data statistical tools similar to independent t test and frequency test are also apply for a result. Result of this studied states that there are exist enormous disparity amongst employees who  work in both  public and  private places in an  organizations due to commencement and appliance of workforce diversity in both of these business organization types. Then it was also originate at the middle and prepared levels of workforce are more varied in comparison with top levels in an organization  of workforce. Workforce diversity is appropriately intended in all most or some  of the private organizations while public sector organizations are still left behind. Due to drastically highlighted significance of a organizational performance in most of the  public sector organizations; now  a day’s most of the  public sector are now improving application of workforce diversity in its practice (Afzal et al. 2013).    
             A study investigate a correlation in  between mostly in  gender diversity and organizational inclusion and moved forward to examine whether gender diversity, diversity management and organizational inclusion predict workplace happiness by collecting 320 questionnaires from academics in three public universities in Egypt. A t-test was used to identify how gender may affect perceptions of diversity management and organizational inclusion. Hierarchical regressions were applied to test whether gender diversity, diversity management, and organizational inclusion can predict workplace happiness. The findings showed no relationship between gender diversity and organizational inclusion, and the authors confirmed that gender diversity, diversity management, and organizational inclusion can effectively predict workplace happiness. Theoretical and empirical implications are discussed at the end of the paper (Mousa et al. 2020)
          To Manage workplace diversity has become important among organizations in United Arab Emirates in now a days. The united Arab emirate  has  become  is among  the world's biggest net immigration rates,  meanwhile also it has  the figure of  most workers from India, Bangladesh, Indonesia, India,  Pakistan, amongst other countries, it  have improved drastically in current decades (Burns, 2005).  United Arab Emirates cross-border mobility has result in the dealings of citizens by different foreign language, customs and tribal background. while diversity have been publicized to contain or  contain a figure of benefit,  which contain good employees creativeness and competency,  most of this  gratitude is  found or located added in theory than real practice. Diversity can lead to miscommunication, dysfunctional variation behaviors or attitude and which can create a  barrier that  to decrease the important diversity may be it can get to a organization. Due to the character or personality of united Arab emirate working environment which most of the people  dominated by a foreign workforce, these study significantly  analyze the important  and challenges organizations face  day to day in the diverse workplaces or working environment of the UAE.  In other to use  a multi-method ap proach with might containing  information from 500 surveys of overseas employees with qualitative data and the   interviews  was conducted with indigenous officials of organizations. In effort to contrast the view of United Arab emirate place of work familiarity as of two dissimilar group—non-resident employees and indigenous officials. Meanwhile the  research set up a in general positive view near workplaces  diversity starting the viewpoint of survey workers. Nevertheless, when ask more detail questions about company guidelines, a important fragment of respondent expressed reservations about their employer skill  to execute doing well inter  -cultural communication and diversity practice (Al-Jenaibi 2011).
              There has   irreversibly change in the world of work by extensive ingress of women in to the  compensated employment is an  answer of their effort to attain economic fairness, develop new common role, and renegotiate the bond among most of the  rewarded and not paid job.  Mean while most of a large entrance of women addicted to the workplaces around  Nigeria have to  prepared outmoded the male  form, giving  a  latest form of twin profession and only parent household, and a undo of the linear life-course in  a help of a wider variety of life path. regardless of the labor strength contribution rate steadily closing up and various progress in a education and expert achievement of Nigerian women’s, here are obstacle confront  some woman’s  in the workplaces across the nation The  ongoing closing up of a labor strength contribution rate and  significantly upgrading in women’s educational and qualified achievement are so far to transform in an  important progress with admiration to better option-building power for a women’s and a government  create an enable effort sociable in  surroundings for women. hence, at hand is  a constant want to bellow for an increase of women’s economic and societal opportunity and  progression of women  right. The methodology adopt is the qualitative way by gender gap examination and an concern base approach. These  article   analysis the a variety of dimension of a sex base favoritism and sexual dissimilarity in a workplace, with scrupulous reference to the  challenge unfair in way in to appropriate service, support to managerial place and access to a polite work responsive background. It looks around or exermine the educational involvement pace of Nigerian women’s in current time  and a labor force involvement rate with relation to the  impact on women’s in a workplaces. The Nigerian is doing an attempt in promote  the sexual  egalitarianism and non – bias with  due respect to its legal agenda is examine in line with how the laws suppose to be. statute and the  judicial response are to handle linking to the  women in the workplaces. In this here we are   going to  look a  gender gap in the accessible or current  legislations and law, gap suppose to be  execution of these laws, non-enforcement of the existing laws with orientation to and  international and regional standard (Adejugbe and Adejugbe, 2018).















CHAPTER THREE

3.0 METHODOLOGY
3.1 Introduction

This   chapter discuss the methodology use in this study. It describe the research setting, the study design, the study population, the study sample, the research instrument, the procedure, and the data analysis. This  chapter ends with the moral consideration.


3.2 Research setting
This study is carried out in Nigeria;  mean while Nigeria is a nation  that is located  in West Africa  neighboring  Niger in the northern , Cameroon in the east,  and Benin to the west. Chad in the north east. Its southern coast is on the Gulf of Guinea in the Atlantic Ocean. Nigeria is a federal Republic that has 36 state and the capital territory, where the capital, is Abuja, and . Lagos is the most populated city in Nigeria and the whole  African continent,and Lagos is one of the most biggest  metropolitan areas in the world.

3.3 Research design
The study was cross-sectional type of study.

3.4 Study population
	
[bookmark: _Toc466901318]The study populations were all the people working in the selected public or private workplaces in Nigeria 

3.4.1 Selection Criteria 
Inclusion Criteria
· [bookmark: _Toc466901322]People who were working in public or private sector in Nigeria
· Who were available and willing to participate

Exclusion Criteria
· Who were sick
· Who decline to participate 

3.5 Sample size 
[bookmark: _Toc466901321]n=Z2pq/d2
Where n=sample size
z=1.96
P=76.9%=0.769 (As of 2018 the employment rate in Nigeria was 76.9%). Available from: https://tradingeconomics.com/nigeria/employment-rate 
q= (1-p) =1-0.769=0.231
d=0.05
According to the formula the minimum sample size calculated is 273. However due to constraints only 215 participants were recruited.

3.6 Sampling Techniques 
The researcher used purposive sampling technique

3.7 Data Collection Procedure
A set of semi-structured questionnaire was used to collect the data during these  study. As a result of COVID-19 pandemic the online questionnaire was used to collect the data from the respondents from various part of Nigeria. After the questionnaires were completed, the data was transferred from excel to SPSS for analysis. Informed consent of participation from the participants was taken before starting the data collection. 

3.8 Research Instrument 
A set of structured questionnaires developed by the researcher was used in this study.

3.9 Method of data analysis 
Following collection of data, all interviewed questionnaires were checked for completeness and correctness. The missing or inconsistent data were discarded. Mean while Corrected data was analyze using Statistical Package for Social Sciences (SPSS) version 20. 






CHAPTER FOUR

4.0 RESULTS
Table 1: Distribution of the respondents according to age (n=215)
	Age (years)
	Frequency
	Percent

	≤19
	6
	2.8

	20-30
	100
	46.5

	31-41
	80
	37.2

	42-52
	24
	11.2

	≥53
	5
	2.3

	Total
	215
	100.0

	Mean± SD
	28.01±6.34
	



Table 1 showed that more than two-fifths (46.5%) of the respondents were in the age group 20-30 years, followed by 37.2% who were in the age group 31-41 years, 11.2 % were between 42-52 years, 2.8% were 19 years and below and the remaining (2.3%) of the respondents were 53 years and above. The mean age of the respondents was 28.01±6.34years.  






Figure 1: Distribution of the respondents according to Sex (n=215)

Figure 1 shows that close to seven-tenths (68.0%) of  a  respondents are male and the remaining (32.0%) respondents are female.










Figure 2: Distribution of the respondents according to marital status (n=215)

Figure 2 shows that more than six-tenths (67.0%) of the respondents were married and the rest of the respondents (33.0%) were unmarried. 







Figure 3: Distribution of the respondents by religion (n=215)


Figure 3 shows that about 65.8% of the respondents were Muslims in the present study and the rest of the respondents (34.2%) were non-Muslims. 





Figure 4: Distribution of the respondents by Residence (n=215)

Figure 4 shows that more than nine-tenths (76.0%) of the respondents were living in urban area and the remaining respondents (24.0%) were living in rural areas. 










Table 2: Distribution of the respondents by Educational Level (n=215)
	Education 
	Frequency
	Percent

	No formal education 
	18
	8.4

	Primary 
	27
	12.6

	Secondary 
	33
	15.3

	Diploma/NCE
	65
	30.2

	Bachelor 
	41
	19.1

	Masters & above 
	26
	12.1

	Others 
	5
	2.3

	Total
	215
	100.0




Table 2 showed that about 30.2% of the respondents had Diploma/NCE, 19.1% had Bachelor’s degree, 15.3% had secondary level of education, 12.6% had primary level of education, 12.1% had masters and above level of education, 8.4% of the respondents had no formal education and 2.3% had other level of education.






Figure 5: Distribution of the Respondents by Occupation type (n=215)

Figure 5 shows that about 66.0% of the respondents were private job holders and 34.0% of the respondents were government job holders. 










Table 3: Distribution of the respondents according Tribe (n=215)
	Tribe 
	Frequency
	Percent

	Hausa 
	98
	45.6

	Fulani 
	26
	12.1

	Kanuri 
	14
	6.5

	Igbo 
	28
	13.0

	Yoruba 
	40
	18.6

	Others 
	9
	4.2

	Total
	215
	100.0



Table 3 showed that about 45.6% of the respondents were Hausas, followed by 18.6% from Yoruba tribe, 13.0% were Igbos, 12.1% Fulani, 6.5% of the respondents were kanuri and the rest occupied only 4.2% of the total respondents. 











Table 4: The positive impact of cultural diversity in public and private workplaces (n=215)
	Items 
	Agree
	Neutral
	Disagree

	Diverse cultural perspectives can inspire creativity and drive innovation
	120(55.8)
	39(18.1)
	56(26.1)

	 It makes the working place to be more competitive and profitable
	132(61.4)
	37(17.2)
	46(21.4)

	Allows an organization to attract and retain the best talent
	96(44.7)
	59(27.4)
	60(27.9)

	Allows an organization to offer a broader and more adaptable range of products and services
	61(28.4)
	97(45.1)
	57(26.5)

	Diverse teams are more productive and perform better
	60(27.9)
	96(44.7)
	59(27.4)

	Greater opportunity for personal and professional growth
	122(56.7)
	38(17.7)
	55(25.6)



Table 4 show that about 55.8% of the respondents agree that the diverse cultural perspectives can inspire creativity and drive innovation and 61.4% were also agreed that cultural diversity makes the working place to be more competitive and profitable. More than two-fifths (44.7%) of the respondents mentioned that cultural diversity allows an organization to attract and retain the best talent and 45.1% stated that it allows an organization to offer a broader and more adaptable range of products and services. More than half (56.7%) agreed that cultural diversity brings greater opportunity for personal and professional growth.















Table 5: The negative impact of cultural diversity in public and private workplaces (n=215) `
	Items 
	Yes
	No

	Colleagues from some cultures may be less likely to let their voices be heard
	156(72.6)
	59(27.4)

	Conflicting working styles across teams
	167(77.7)
	48(22.3)

	Diversity can create workers who are over-qualified for some jobs
	115(53.5)
	100(46.5)

	Diversity in the workplace can create too many opinions
	169(78.6)
	46(21.4)

	Diversity in the workplace can lessen the amount of trust that exists
	177(82.3)
	38(17.7)

	Diversity in the workplace can create communication problems
	176(81.9)
	39(18.1)

	Diversity initiatives are usually left to a single person to implement
	110(51.2)
	105(48.8)

	Complaint levels often rise with a diversity initiative
	178(82.8)
	37(17.2)



Table 5 shows that 72.6% of the respondents mentioned that colleagues from some cultures may be less likely to let their voices be heard due to cultural diversity and 77.7% of them stated that it causes conflicting working styles across teams. Little above half (53.5%) of the respondents mentioned that diversity can create workers who are over-qualified for some jobs and 78.6% mentioned that diversity in the workplace can create too many opinions. About 82.3% believed that diversity in the workplace can lessen the amount of trust that exists and 81.9% said diversity in the workplace can create communication problems. About 51.2% of the respondents mentioned that diversity initiatives are usually left to a single person to implement and 82.8% mentioned that the complaint levels often rise with a diversity initiative.







 


CHAPTER FIVE

5.0 DISCUSSION 
This study aimed to explore impact of cultural diversity in public and private workplaces in Nigeria. In this study more than two-fifths of the respondents are in between  the age group 20-30 years and the mean age of the respondents was 28.01±6.34years. These are similar to the result of a study which reported that more than two-fifths of the respondents were between 20-35 years (Okachukwu and Iheriohanma, 2013).  Close to seven-tenths of the respondents were male. This is inconsistent with the finding of a similar study conducted in Nigeria which found most of the respondents were females (Okachukwu and Iheriohanma, 2013). More than six-tenths of the respondents were married and more than nine-tenths of the respondents were living in urban area, and 30.2% of the respondents had Diploma/NCE. T  his is inconsistent with that of similar study conducted in Nigeria (Okachukwu and Iheriohanma, 2013).
In the present study about 55.8% of the respondents agreed that the diverse cultural perspectives can inspire creativity and drive innovation and 61.4% were also agreed that cultural diversity makes the working place to be more competitive and profitable. The cohesiveness of a societal grouping has a  to act by whether member of that group make a decision to support or else undermine it  is mutual  wellbeing specially when it comes to situations  that involve greatly visible and attractive matters such as a leadership, transition, crisis significant guidelines shifts, and so on .
About 82.3% believed that diversity across the  workplaces can reduce the sum of trust that  exist and 81.9% said diversity in the workplace can create communication problems. About 51.2% of the respondents mentioned that diversity initiative be typically remain to  single person execute and 82.8% mentioned that the objection levels frequently rise with a diversity initiative . Organizations want differences, want debate want people to dispute, need truthfulness but organization  no want quarrel and dis-cohesion arise in a   cultural diversity. Conflicts arise from cultural factor consume enthusiastic on time, influence employee engagement and confidence, and decrease organizational earnings in such that a result of fall stage in productivity (Okachukwu and Iheriohanma, 2013;  Cartwright 1968).


								
















CHAPTER SIX

6.0 CONCLUSION AND RECOMMENDATIONS
6.1 Conclusion
Our findings reveal to the cultural diversity not just involve how employees identify themselves, it  also depicted how the employees perceive other employees. More than half of the respondents of this study believed that the diverse cultural perspectives can inspire creativity and drive innovation. However; more than seventy percent of them stated that cultural diversity causes conflicting working styles across teams. This can make it hard for the employees to sense valued and appreciated. 

6.2 Recommendation

· The employees should be able to make to understood that achieve a unity regardless of cultural difference is the responsibility of    member of any organization. 
· there is need to bring a way for the   influence of cultural diversity which will /noticeable and most of facilitate members of the organization to compose relationships and acknowledge of each  and more   of the differences between them.
· There is need for adjustment o f programmes for positive interest to  go with the dynamic nature of interactions among people. 
· We also recommended a further research in this area (cultural diversity.
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