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Abstract  

Workforce diversity has become a critical organisational issue in the era of globalisation, 
presenting both opportunities for innovation and challenges for management (Nyako, 2017; 
Sanyang & Othman, 2019). Effective management of a diverse workforce is essential for enhancing 
organisational effectiveness; however, its impact remains inconsistent and context-dependent, 
particularly in emerging economies such as Ghana. This study assessed the impact of workforce 
diversity on organisational effectiveness at the Volta River Authority (VRA) in Accra, Ghana. A 
descriptive, cross-sectional survey design was employed, using a structured questionnaire 
administered to 150 VRA employees in Accra, selected via purposive and convenience sampling. 
Data were analysed using descriptive statistics and regression analysis via SPSS version 20. The 

study found a significant positive relationship between workforce diversity and organisational 
effectiveness (R = .465, p < .05), with workforce diversity explaining 21.6% of the variance in 
organisational effectiveness. VRA demonstrated a commitment to diversity management, though 
challenges included difficulties in blending diverse cultures, an outmoded diversity policy, and 
ensuring equal treatment. Respondents agreed that management addresses diversity challenges 
and that people from different ethnic groups are treated with respect. Workforce diversity, when 
effectively managed, has a positive and significant impact on organisational effectiveness. 
Organisations should prioritise updating diversity policies, providing relevant training, and 
fostering an inclusive culture to harness the benefits of a diverse workforce and mitigate associated 
challenges. 
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1.0 INTRODUCTION 
1.1 Research Problem 

Workforce diversity has become a prominent organisational issue, attracting significant 

interest from scholars and practitioners (Sanyang & Othman, 2019). Despite numerous studies, 

findings on its impact on organisational performance remain mixed. While some evidence 

suggests diversity can enhance innovation and decision-making, other perspectives indicate it 
can lead to dissatisfaction and conflict if poorly managed (Durga, 2017; Suleman, 2017). In 

Ghana, the increasing diversity within the corporate workforce, influenced by globalisation and 
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local dynamics, presents unique managerial challenges. There is a paucity of in-depth, context-

specific studies examining this phenomenon in strategic Ghanaian institutions like the Volta 

River Authority (VRA). 

 

1.2 Background 
Globalisation has intensified interactions among people and organisations from diverse 

backgrounds, necessitating effective workforce diversity strategies (Nyako, 2017). A diverse 

workforce, encompassing differences in gender, age, ethnicity, culture, and education, can foster 

creativity, drive innovation, and create a competitive advantage. However, realising these benefits 

requires deliberate and effective diversity management policies and practices to prevent potential 

downsides such as communication barriers, discrimination, and conflict (Eboh et al., 2018; 
Gunjan, 2022). In Ghanaian organisations, including VRA, managing an increasingly 

heterogeneous workforce is crucial for sustaining organisational effectiveness. 

 

1.3 Objectives 
The main objective of this study was to assess the impact of workforce diversity on 

organisational effectiveness at the VRA in Accra. The specific objectives were to: 

o Assess the extent to which VRA is committed to workforce diversity management. 

o Identify the challenges confronting workforce diversity management at VRA. 

o Examine the relationship between workforce diversity and organisational effectiveness at 

VRA. 

 
1.4 Conceptual Framework 

This conceptual framework provides a model for understanding how workforce diversity 

influences organisational effectiveness at VRA. It moves beyond simple cause-and-effect 

relationships to specify the mediating processes (diversity management) and moderating 

conditions (implementation challenges) that determine whether diversity becomes a strategic 
asset or an operational liability. The framework is grounded in both theoretical foundations and 

empirical observations from the Ghanaian context, making it both academically robust and 

practically relevant for VRA and similar organisations in developing economies.  

The framework illustrates that Workforce Diversity presents both opportunities and 

challenges for VRA. The mere presence of diversity does not determine the effectiveness of the 

organisation; rather, it depends on the quality of its Diversity Management practices. Successful 
management mitigates challenges, enhances Organisational Commitment, and ultimately 

translates diversity into a competitive advantage, thereby enhancing Organisational 

Effectiveness in terms of performance, efficiency, and adaptability. 

 
Figure 1 – Conceptual Framework 

 
Source: Researcher’s construct (2014) 
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1.5 Significance of the Study 
This study provides empirical evidence on the impact of workforce diversity within a major 

Ghanaian state institution. The findings offer insights for VRA and similar organisations on how 

to optimise diversity management strategies to enhance performance. It also contributes to the 

limited body of literature on workforce diversity and organisational effectiveness in the Ghanaian 
context. 

 

1.6 Research Gap 
While existing literature has established general correlations between workforce diversity 

and organisational performance across contexts, there remains a significant research void 

regarding the comprehensive impact of workforce diversity in Ghanaian state-owned enterprises, 
particularly in the strategic energy sector. Previous studies in Ghana have predominantly 

focused on private-sector organisations, especially in banking and telecommunications, and have 

often conceptualised workforce diversity narrowly as ethnic or demographic variation. 

 

Specifically, the current body of knowledge lacks: 
▪ In-depth examination of how multidimensional workforce diversity (encompassing 

nationality, ethnicity, age, cultural background, and educational diversity collectively) 

influences organisational effectiveness in Ghana's public sector. 

 

▪ Empirical investigation into the specific challenges and implementation barriers of 

diversity management within bureaucratic, state-owned institutions with long historical 
legacies. 

 

▪ Contextual understanding of how diversity management practices translate into 

measurable organisational effectiveness within organisations like the Volta River 

Authority that operate at the intersection of technical operations, public service, and 
national development objectives. 

 

▪ Research that moves beyond general correlations to examine the mediating mechanisms 

and conditional factors that determine when diversity enhances versus hinders 

organisational performance in Ghanaian institutional contexts. 

 
This study addresses these gaps by conducting a comprehensive case study analysis of 

the Volta River Authority, examining not only whether workforce diversity affects organisational 

effectiveness, but how, under what conditions, and through what management practices this 

relationship operates within a strategically important Ghanaian state-owned enterprise. 

 
2.0 MATERIALS AND METHODS 

2.1 Conceptual Overview of Workforce Diversity 
Workforce diversity refers to the heterogeneity of an organisation's workforce, 

encompassing primary dimensions (e.g., age, gender, race, physical ability) and secondary 

dimensions (e.g., education, religion, marital status) (Gunjan, 2022; Nyako, 2017). Modern 

organisations are increasingly interested in diversity due to globalisation, the growth of the 
service economy, changing workforce composition, and the rising importance of work teams 

(Gunjan, 2022). 

 

2.2 Workforce Diversity and Organisational Effectiveness 
Organisational effectiveness refers to an organisation's ability to achieve its goals with 

minimal resources, deliver high-quality services, and adapt to its environment. Theoretical 
perspectives such as Social Identity Theory (Tajfel & Turner, 1979) and Sociocultural Theory 

(Vygotsky) provide frameworks for understanding intergroup dynamics and learning in diverse 

settings. Empirical studies present mixed but generally positive linkages; effective diversity 

management has been associated with improved innovation, problem-solving, employee 

commitment, and financial performance, while poor management can lead to conflict and 
turnover (Bano et al., 2013; Kundu et al., 2017; Li et al., 2020; Suleman, 2017). 

2.3 Diversity Management Challenges 
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Challenges in managing workforce diversity include communication barriers, cultural 

clashes, discrimination, biases, difficulties in policy implementation, and the costs associated 

with training and development programs (Eboh et al., 2018; Sanyang & Othman, 2019). Success 

requires committed leadership, inclusive policies, continuous education, and a culture that 

values differences. 
The literature on workforce diversity has evolved significantly since its origins in the 

1960s civil rights movement in the United States, shifting from a moral and legal compliance 

issue to a strategic organisational imperative (Nyako, 2017). In today's globalised economy, 

characterised by increasing cross-border interactions and competitive pressures, organisations 

worldwide recognise diversity management as crucial for sustainable performance. This review 

synthesises theoretical perspectives, empirical findings, and contextual considerations relevant 
to understanding the relationship between workforce diversity and organisational effectiveness, 

with particular attention to the Ghanaian context and the energy sector. 

 

2.4 Social Identity Theory 
Social Identity Theory, developed by Tajfel and Turner (1979), provides a fundamental 

framework for understanding intergroup dynamics in diverse workplaces. The theory posits that 

individuals derive their self-concept from group membership, leading to categorisation into "in-

groups" and "out-groups." This cognitive process can lead to favouritism toward one's own group 

and bias against others (Hogg & Vaughan, 2002). In organisational contexts, this manifests as 

preferential treatment, communication barriers, and collaboration challenges that can 

undermine the potential benefits of diversity unless actively managed. 
 

2.5 Sociocultural Theory 
Drawing on Vygotskian perspectives, Sociocultural Theory emphasises how learning and 

development are embedded in social and cultural contexts (Alfred, 2002). This theory highlights 

that workplace interactions are not neutral exchanges but are shaped by participants' cultural 
backgrounds, historical experiences, and symbolic systems. When applied to diverse 

organisations, this perspective suggests that effective diversity management requires creating 

learning environments in which multiple cultural perspectives can interact productively, 

fostering knowledge creation rather than conflict. 

 

2.6 Transformative Learning Theory 
Transformative Learning Theory (Mezirow, 2012; Cranton, 2005) explains how adults can 

fundamentally reshape their worldviews through critical reflection on experiences. In diverse 

workplaces, exposure to diverse perspectives can foster transformative learning, potentially 

leading to more inclusive mindsets and innovative problem-solving approaches. This theory 

suggests that the value of diversity extends beyond demographic representation to encompass 
cognitive and behavioural change at both the individual and organisational levels. 

Workforce diversity encompasses both primary and secondary dimensions (Gunjan, 

2022; Nyako, 2017). Primary dimensions include inherent characteristics such as age, gender, 

race, ethnicity, and physical abilities, which are largely immutable and immediately apparent. 

Secondary dimensions comprise acquired characteristics, including education, work experience, 

cultural background, religious beliefs, communication styles, and socioeconomic status. 
Contemporary scholarship emphasises the intersectionality of these dimensions, recognising 

that individuals experience organisational life through multiple, overlapping identities. 

Organisational effectiveness is a multidimensional construct encompassing financial 

performance, operational efficiency, stakeholder satisfaction, adaptability, and long-term 

sustainability (Durga, 2017; Cascio, 2006). In the context of public-sector organisations such as 

VRA, effectiveness extends beyond profitability to encompass service reliability, social 
responsibility, and contributions to national development objectives. 

Empirical evidence presents a complex picture of the diversity-effectiveness relationship. 

While some studies report positive correlations (Kumar & Singh, 2017; Akey et al., 2016), others 

identify negative or contingent relationships (Nyako, 2017; Wafula, 2018). These mixed findings 

suggest that diversity's impact is not automatic but depends on mediating factors, including: 
Research identifies several pathways through which diversity influences organisational 

outcomes: 
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▪ Innovation and Creativity: Diverse perspectives stimulate cognitive diversity, leading to 

more innovative solutions (Nyako, 2017; Akey et al., 2016) 

▪ Decision-Making Quality: Heterogeneous groups consider broader information and 

alternatives, potentially improving decision comprehensiveness (Durga, 2017) 

▪ Market Responsiveness: Workforce diversity mirrors customer diversity, enhancing 
understanding of varied market segments (Durga, 2017; Mohammed, 2019) 

▪ Talent Attraction and Retention: Inclusive organisations attract broader talent pools and 

experience lower turnover (Saif, 2020; Kundu et al., 2017) 

▪ Learning and Adaptation: Exposure to diverse viewpoints fosters organisational learning 

and adaptive capacity (Li et al., 2020) 

 
2.7 Empirical Evidence in Varied Contexts 

Global research demonstrates context-dependent diversity outcomes. In multinational 

corporations, effective diversity management correlates with competitive advantage through 

innovation and customer loyalty (Akey et al., 2016). In service industries, diversity enhances 

customer understanding and service quality (Mohammed, 2019). However, studies also 
document challenges, including communication barriers, conflict, and integration difficulties 

that can undermine potential benefits without proper management. 

 

2.8 African and Ghanaian Context 
Research in African contexts reveals both unique opportunities and challenges. Cultural 

diversity, while potentially valuable, can exacerbate tribal or ethnic tensions in workplaces 
without careful management (Otike et al., 2022). Ghanaian studies have primarily focused on 

private-sector organisations, particularly banking and telecommunications (Suleman, 2017), 

with findings suggesting that although diversity management is recognised as important, its 

implementation often lags behind policy statements. Notably, research in Ghana's public sector 

remains limited, creating a significant knowledge gap regarding diversity dynamics in state-
owned enterprises. The unique characteristics of these organisations, including their public 

service mandates, political influences, and historical legacies, likely shape diversity management 

approaches and outcomes in ways distinct from those in the private sector. 

 

3.0 METHODOLOGY  

3.1 Study Design 
This study employs a mixed-methods sequential exploratory design with a single 

embedded case study approach to investigate the impact of workforce diversity on organisational 

effectiveness at the Volta River Authority (VRA) in Accra, Ghana. The research integrates 

quantitative and qualitative methods within a pragmatic philosophical framework to provide both 

generalizable findings and context-specific understanding. This design was appropriate for 
collecting data from a sample of employees at a single point in time to describe variables and 

examine relationships. 

 

3.2 Setting  
The study was conducted at the Volta River Authority (VRA) headquarters in Accra, 

Ghana. VRA is a significant power generation company with a diverse workforce. The target 
population was employees of the VRA in Accra. 

 

3.3 Sampling and Data Collection 
A non-probability sampling approach combining purposive and convenience techniques 

was used to select 150 respondents from various departments. Data were collected using a 

structured questionnaire comprising sections on demographics, diversity commitment, 
management challenges, and organisational effectiveness. 

 

3.4 Data Collection and Quantitative Metrics 
Data were analysed using IBM SPSS Statistics (Version 20). Descriptive statistics 

(frequencies, means, standard deviations) summarised the data. Inferential statistics (regression 
analysis) were used to examine the relationship between workforce diversity and organisational 

effectiveness. 
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https://damaacademia.com/index.php/sjsi/


 

 

20 

 

SJSI 2026, Volume 6, Issue 8, Page 15-23 

Open Access Articles Distributed in terms of the  
Creative Commons Attribution License [CC BY 4.0] 
Journal Impact Factor (JIF): 8.871  

Copyright © 2025 DASSR Licensed under CC BY 4.0 

Internal Standard Serial Number (ISSN): 2676-2714 
DOI: https://dx.doi.org/10.64839/sis.v6i1.3    

web: https://damaacademia.com/index.php/sjsi/  

3.5 Ethical Considerations 
Permission was sought from respondents, participation was voluntary, and 

confidentiality was assured. All ethical standards for research were adhered to. 

 

4.0 RESULTS AND DISCUSSIONS 
4.1 Demographic Characteristics of Respondents 

Of the 150 respondents, 60% were male and 38% female. The majority (34.7%) were aged 

21-30 years, 42.7% held a first degree, and 41.3% occupied middle-level management positions. 

 

Figure 4.1 Demonstrating the Gender of Respondents 

 
Source: Field Survey, May 2014 

 

4.2 Extent of VRA's Commitment to Workforce Diversity 
Respondents generally held a neutral perspective on specific diversity commitment 

indicators (mean scores ~3.2-3.4). However, they agreed that "people from different ethnic groups 

are treated with respect" (Mean=3.56) and that "management pays particular attention to 

diversity challenges" (Mean=3.58). They disagreed with the statement that "VRA has zero 

tolerance for employee discrimination" (Mean = 2.15). 

 
Table 4.2:     Extent to which VRA subscribes to Workforce Diversity. 

                  Items N Mean Std. Deviation 

Interpretation 

VRA has zero tolerance for employee discrimination. 149 2.15 1.34              Disagree 

VRA is committed to ensuring that performance 

criteria for success are equal. 
149 3.26 1.17               Neutral 

There is gender balance in accordance with VRA's 

employment policy. 
149 3.31 1.18               Neutral 

Growth opportunities exist for women in our 

organisation. 
149 3.30 1.09               Neutral 

Women are involved in the organisation's decision-

making to the same extent. 
149 3.24 1.17               Neutral 

Currently, there are no racial or ethnic minorities in 
VRA. 

149 3.42 1.24              Neutral 

People from different ethnic groups are treated with 

respect. 
149 3.56 1.22               Agree 

In VRA, management pays particular attention to 

diversity challenges. 
149 3.58 1.16               Agree 

Mean Scale: 1= Strongly Disagree 2= Disagree   3=Neutral         4= Agree       5= Strongly Agree 
Source: Field Survey, May 2014 
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4.3 Challenges in Managing Workforce Diversity 
Key challenges identified included difficulty in integrating diverse cultures (Mean=4.0), 

providing equal treatment (Mean=4.3), and maintaining an outdated diversity policy 

(Mean=3.91). Respondents were neutral regarding whether greater financial resources were 

allocated to diversity management. 
 

Table 4.3:    Challenges that confront management in managing Workforce Diversity. 

                    Items N Mean Std. Deviation   Interpretation 

Higher health care costs are associated with 

managing employee diversity. 
149 2.44 1.35                     Disagree 

There are higher contributions made toward 
pension schemes. 

149 3.01 1.23                     Neutral 

Difficulty in blending diverse cultures of 

employees 
149 4.0 1.32                     Agree 

It is challenging to design work schemes for 

employees. 
149 2.70 1.09                     Neutral 

It is difficult to provide equal treatment in 

matters of diversity. 
149 4.3 1.36                     Agree 

Outmoded workforce diversity policy. 149 3.91 1.27                     Agree 

There are substantial financial resources and a 

commitment to diversity management. 
149 2.85 1.22                    Neutral 

Mean Scale: 1= Strongly Disagree 2= Disagree   3=Neutral      4= Agree     5= Strongly Agree 
Source: Field Survey, May 2014 

 

4.4 Relationship between Workforce Diversity and Organisational Effectiveness 
Regression analysis revealed a positive and significant relationship between workforce 

diversity and organisational effectiveness (R = .465, p < .001). Workforce diversity accounted for 
21.6% (R² = .216) of the variation in organisational effectiveness. The ANOVA result (F = 40.482, 

p < .001) confirmed the model's significance. 

 

Table 4.4                                            Model Summary 

   R R Square Adjusted R-Square 

Std. Error of the 

Estimate 

 .465a .216 .211 4.11174 

a. Predictors: (Constant), Workforce Diversity. 
 

4.5 Discussion 
The findings of this study reveal that employees at the Volta River Authority (VRA) hold 

generally neutral to moderately positive perceptions of the organisation's commitment to 

workforce diversity management. While respondents agreed that people from different ethnic 
groups are treated with respect and that management pays attention to diversity challenges, a 

significant policy-practice gap was evident in the low score regarding zero tolerance for 

discrimination, suggesting symbolic rather than substantive commitment. This ambivalence 

reflects the theoretical tension between formal inclusion policies and informal social identity 

dynamics in practice. 

Several significant challenges were identified in managing diversity at VRA, most notably 
the difficulty of integrating diverse cultures, ensuring equal treatment across differences, and 

the reliance on outdated diversity policies. These challenges indicate that structural and systemic 

barriers, particularly bureaucratic inertia in policy adaptation, constrain effective diversity 

management more than interpersonal conflicts alone. This finding contrasts with prior private-

sector studies in Ghana and underscores the distinct challenges faced by state-owned 
enterprises in adapting diversity frameworks to contemporary workforce realities. 

Statistical analysis confirmed a positive and significant relationship between workforce 

diversity and organisational effectiveness at VRA, with diversity accounting for 21.6% of the 

variance in effectiveness measures. This supports the resource-based view of diversity as a 

strategic asset, particularly in technical, knowledge-intensive organisations like VRA. However, 
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this relationship operates within a contingency framework where management practices mediate 

outcomes and contextual factors moderate implementation success. The net positive impact 

occurs despite significant challenges, suggesting VRA's current approaches are functional 

though suboptimal. 

Theoretically, these findings illustrate how Social Identity Theory, Sociocultural Theory, 
and Transformative Learning Theory collectively explain diversity dynamics in Ghanaian public 

sector contexts. The collectivist cultural setting moderates intergroup dynamics, while deficient 

transformative learning processes hinder policy adaptation. In practice, the study identifies 

urgent needs for policy modernisation, the development of structured mechanisms for cultural 

integration, strengthened accountability systems, and data-driven diversity management at VRA. 

These findings contribute to understanding how workforce diversity functions as a conditional 
organisational asset in Ghana's public sector, requiring context-sensitive approaches that move 

beyond symbolic compliance toward substantive inclusion. 

This suggests that VRA's diverse workforce, if effectively managed, can be a source of 

strength. The identified commitment by management to address diversity challenges is a positive 

enabler. However, the significant challenges related to cultural integration, policy relevance, and 
equitable treatment highlight critical areas for intervention. These findings underscore the 

complexity of diversity management, where structural policies and daily interpersonal dynamics 

must align to foster inclusivity. The finding of a positive relationship between workforce diversity 

and organisational effectiveness aligns with studies by Nyako (2017) and Suleman (2017). 

 

5.0 CONCLUSIONS  
The study concludes that workforce diversity has a significant positive impact on the 

organisational effectiveness of VRA, Accra. However, this potential is mediated by the 

effectiveness of diversity management practices, which currently face notable challenges. 

 

5.1 Recommendations 
o VRA should revise and update its workforce diversity policy to reflect current trends and 

challenges. 

o Implement regular diversity and inclusion training programs for all employees and 

managers. 

o Strengthen mechanisms to ensure equitable treatment and zero tolerance for 

discrimination. 
o Foster initiatives that promote cultural exchange and team cohesion among diverse 

employee groups. 

o Leadership should consistently champion diversity and inclusion as core organisational 

values. 
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