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IMPACT OF EMPLOYEES DIVERSITY ON ORGANIZATIONAL
PERFORMANCE OF SELECTED MULTINATIONAL FOOD PRODUCING
INDUSTRY IN SOUTH-WEST NIGERIA

Subject matter: Diversity has, nonetheless, been a powerful influence on terminology and practice worldwide. Employee diversity
encompasses a wide variety of differences, including age, gender, culture, work experience, parental status, educational background,
geographic location, and much more. Goal: Examine the effect of gender diversity on sales Patronage of multinationals Food Industry
and also to determine the effect of age diversity on multinationals operational cost. Tasks: The optimum outcome of this study is to
benefit the Multinational Food industry in Nigeria by getting along with the top management and workers from different backgrounds
that would find the information in this research study useful in accessing the value of workforce diversity in their organization.
Methods: Two research questions were posed for the study and two hypotheses formulated in line with the objectives. The paper
adopted descriptive research design. Simple random sampling was employed. The total population of the study consists of 9,376
employees of Multinational Food Companies in South-West Nigeria. The study made used of macorr sample size determination. The
research questionnaire was administered to three hundred and seventy-five (375) employees which was the sample size representing
the chosen study population of the 5 selected multinational food industry in South-West Nigeria. The study made use of statistical
tools such as Hierarchical regression analysis in testing hypotheses, Cross tabulations, Inter-item correlation test and ANOVA which
helped in the interpretation of results. Results: The study found out that there is a positive relationship between gender diversity and
sales patronage such that sales patronage is affected by gender diversity. The findings of the study further revealed a positive
relationship between age diversity and operation cost such that operation cost is affected by age diversity in the organization.
Conclusions: The research concludes that there exists a relationship between employee diversity and organizational performance and
organizations should ensure that diversity existent in their employees is aimed at improving organizational performance. The research
recommends that multinational food industry should not only ensure employee diversity in their businesses but they should also make
sure that diversity is used to improve organizational performance. Further studies should focus on other sector and not limited to food

and beverage and conglomerate sectors of the Nigeria economy.
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Introduction

Today, workforce diversity is a global phenomenon.
Any business that intends to be successful must have a
borderless view and an underlying commitment to
ensuring that workforce diversity is part of its day to day
business operation.  Understanding the impacts of
diversity on organizational outcomes, such as
organizational performance, employee satisfaction, and
turnover, is very essential (Sungjoo and Rainey, 2014;
Afolabi & Omole, 2012). Employee diversity
encompasses a wide variety of differences, including age,
gender, culture, work experience, parental status,
educational background, geographic location, and much
more. Diversity management and workforce diversity is a
forced integration that creates conflict and uncertainty in
the workforce as leadership is not skilled in the discipline
of diversity management and its principles. Managers do
not know how to effectively practice diversity
management, and what factors contribute to effective
diversity management and task that can deal with diversity
related issues in the work place. Companies train
employees upon hire, conduct ethics test, online training
and targeted anti-harassment training, employees still
make decisions to break the rules with their behavior
when it comes to diversity. Nigeria provides an interesting
setting to investigate diversity, given the multiple
diversities that characterize the country. Africa’s most
populous state with a population of over 180 million, the
country has over 300 ethnic groups, with three major
groups making up about 70 per cent of the population:
Hausa-Fulani in the northern regions, Yoruba’s in the

southwest region and Igbos in the southeast. Several other
minority ethnic groups are scattered along the 36 states of
the federation, some with populations of up to 10 million.
There is also religious diversity, with a largely Muslim in
the north and a predominantly Christian in the south,
although dense populations of religious minorities can be
found in most states and regions. Diversity discussion in
Nigeria has traditionally been dominated by cultural and
religious issues. Nigeria places unusually high focus for
the national diversity issues based on cultural and
religious issues and has one of the five most diverse
populations with poor workplace inclusion, a weak legal
framework, government and social exclusivity in the
world. Nevertheless the extent to which employee’s
diversity has enhanced organizational performance in
Nigeria states has not been ascertained by many
researchers.

Statement of the Problem

Gender differences of workforce in organization
have been of contention in relation to nature of jobs.
Today employees are more aware of gender differences
and their importance to enhance their performance for
organization growth. But various previous researches
shown that though opportunity is given to female
employees but still female employees are not considered
as competent as male employees. Men’s and Women’s
differences may provide insights into the different needs
of male and female customers. Researchers have further
argued that men and women may also have different
cognitive abilities. Tajfel (1986) in their research on social
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identity theory suggested a negative relationship between
gender diversity and performance. Hassan (2013);
Greenberg (2014) also found the negative relationship
between performance and the gender differences. From
the foregoing it is clear that the research on the
relationship  between gender and organizational
performance is not conclusive. Several researchers have
opined that how organizations approach age diversity can
have significant implications for whether the organization
is helped or harmed by its diversity. Organizational age
diversity sometimes increase conflict, reduces social
cohesion, and increase employee turnover. Some
researchers, on the other hand, believe that workforce age
diversity possesses potentials for enhancing performance.
Successful age diversity management and a resulting
improvement in organizational performance are positively
correlated and that age diversity has enhanced
performance by broadening the group’s perspectives.
Some studies have found that various forms of diversity
are associated with greater innovation, improved strategic
decision making, and organizational performance.
However, the challenges that organizations face in
promoting teamwork with employees from diverse
cultural background, age, gender, race, education religion
and harmoniously directing their efforts towards the
achievement of organizational goals and objectives, still
shows that there is much to be done in terms of the
improvement of workforce diversity management
strategies. A number of questions have therefore emanated
from the research problem as the study intends to answer
the following research questions to solve the research
problem. (i)How does gender diversity affect the sales
Patronage? (ii) What is the effect of age diversity on
operational cost?

Objectives of the Study

1. Examine the effect of gender diversity on sales
turnover of multinationals Food Industry.

2. Determine the effect of age diversity on
multinationals operational cost.

Research Hypotheses

Hypotheses One

Hol: Gender diversity does not significantly affect
sales Patronage of multinationals Food Industry

Hypotheses Two

Ho2: Age diversity does not significantly affect
operational cost of multinationals Food Industry

Literature Review

skills and abilities), internal (e.g., gender, race, ethnicity,
1.Q., sexual orientation), external (e.g., culture,
nationality, religion, marital or parental status), and
organizational (e.g., position, department, union/non-
union) (Friday & Friday 2013). The trend in defining
diversity "seems to favour a broad definition, one that
goes beyond the visible differences" that, for many
people, are too closely linked to affirmative action
(Erasmus, 2016). Diversity is generally defined as
acknowledging, understanding, accepting, valuing &
celebrating differences among people with respect to age,
class, and ethnicity, and gender, physical &mental ability.
Over the past decade the work force in industrialized
countries has become increasingly heterogeneous. These
countries are spending huge amount for diversifying the
workforce. Thus, diversity is increasingly recognized &
utilized as an important organizational resource in regards
to whether the goal is to be an employer of choice to
provide an excellent customer service or to maintain a
competitive edge. (Weiliang et al, 2011). Even though
many researchers agree that the results of diversity
conscious organizations add value to their performance.
Researches on the effects of within teams & small groups
indicate that diversity can have both positive and negative
effects.

Age diversity

Conceptual Overview

Meaning and Concept of Diversity

Diversity has been an evolving concept. The term is
both specific, focused on an individual, and Contextual,
defined through societal constructs (Ndubisi, 2006). Many
current writers define diversity as any significant
difference that distinguishes one individual from another,
a description that encompasses a broad range of overt and
hidden qualities. Generally, researchers organize diversity
characteristics into four areas: personality (e.g., traits,

Unlike other forms of equality such as race and
gender, age discrimination as a policy issue has only
began to emerge over the past twenty years (Erasmus,
2016). Duncan, (2013) has argued that the business case
for age diversity may also be used to stake claim against
recruiting older workers, on account of higher
employment costs. Diversity scholars have argued that
age-diverse workforces display a host of different
knowledge, values, and preferences. Their perspectives,
including their mental models are different (Childs, 2016).
Thus as a team, they have a larger pool of knowledge and
a larger problem solving toolbox leading to improved firm
performance (Gelner & Veen , 2013). (Dimatosa, 2015)
have observed that younger managers are more
likely to have attended school in a more diverse
environment, or worked with minority groups
at some point during their careers. Medical, psychological
and economic research has also shown that employees of
different age groups differ in skills, attitudes and
abilities and that these differing characteristics
have different effects on productivity (Gelner & Veen,
2013). Young employees are considered to be more
flexible and can portray an attitude of more
change readiness as opposed to older employees. Old
employees can also be considered as reservoirs of
knowledge carrying the institutional memory of an
organization  thus  enabling  effective  transfer
of skill. Moreover, succession planning becomes more
effective in age diverse organizations. Innovation has
become one of the key strategies of the firm for gaining
competitive advantage, expanding market share, and
increasing overall firm performance (Franko, 1989;
Richard, 2014).
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Gender Diversity.

The increase in gender diversity at the workplace has
attracted the attention of both researchers and practitioners
and a particular question that arise is whether gender
composition in an organizations’ workforce will affect
individual, group or organizational level performance
(Gupta, 2013). Due to rapid environmental changes, many
countries are changing to accommodate the increasing
diverse workforce in their organizations, (Ojo, 2012).
Several researchers investigating workforce diversity have
found that gender diversity in the boardroom can
positively affect firm performance (Opanachi, 2012).
However, other studies have reported contrary findings of
a negative relationship between women in boards and firm
performance (Ojo, 2012; Afolabi & Omole, 2012). Zheng
and Hyland (2013) reported no direct relationship between
gender diversity and firm performance. Several
researchers have argued that high levels of gender
diversity are a source of competitive advantage. Based on
literature, we argue that a well-balanced gender
composition of employees may help create synergy
leading to positive organization outcomes. Gender
diversity is associated with resources that can provide a
firm with a sustained competitive advantage. These
resources include market insight, creativity, innovation
and improved problem solving capabilities (Richard,
2014). Men’s and Women’s differences may provide
insights into the different needs of male and female
customers. Researchers have further argued that men and
women may also have different cognitive abilities. A
combination of different cognitive abilities in a gender
diverse team may enhance overall team cohesion,
creativity, and innovation leading to improved
organizational performance. The increase in workforce
gender diversity on work place has attracted the attention
of both researchers and practitioners. In the early 1990s,
both scholars and practitioners were generally optimistic
about the effects of workforce diversity on performance
(Akinusi, Sonubi & Oyewunmi 2017) Welliang et.al.
(2012) argued that gender diversity can result competitive
advantage for organizations. However, theories and
empirical research suggest that gender diversity can lead
to either positive or negative outcomes. lliang et.al. (2012)
argued that gender diversity can result competitive
advantage for organizations.

Challenges of workforce diversity.

According to Greenberg (2014) the major challenges
are communication, resistance to change, and
implementation of diversity in the workplace. Ozbilgin
and Tatli (2016) cite challenges from workforce diversity
as meeting diversity challenges requires a strategic human
resource plan that includes a number of different strategies
to enhance diversity and promote the productivity and
effectiveness. It also compels Human resource managers
to solicit a trainable population, check required skills and
competencies against the job, market jobs sufficiently
ahead of needs, and extend the workforce boundaries to
include the nationals of other countries. It brings with it
the need for re-examining Human resource practices from
top to bottom need to be re-examined to cope with the

new strengths and challenges of diversity, so better
approaches can be created by management to recruit new
talent, retain them, and manage them more effectively
(Denton, 1992). Robinson et al., (1994) also cite that
Human resource managers are faced with the challenge of
convincing their senior management that diversity
programs are beneficial to the organization. Following
social identity theory, it is possible to explain the lack of
positive association between gender and ethnic diversity
and performance reported in the major investigation by
Kochan et al. (2003). For example, it has been argued that
members of diverse groups (particularly minority groups
or out groups) frequently provoke distrust and competition
(from the dominant groups or in groups) and that such
groups tend to show less affiliation and commitment to
each other, all of which may have negative consequences
for performance (Opanachi, 2012).

Workforce Diversity Management.

Contemporary trends in the legal framework have
necessitated the putting in place specific statutes making it
unlawful to discriminate on grounds such as sex, marital
status, race, national origin, ethnicity, disability, sexual
orientation, religion or belief, union membership or non-
membership, part-time or full time workers, or ex-
offenders whose convictions are spent (Torrington et al.,
2015). Torrington (2005) continues to argue that equal pay
law requires men and women to be paid the same wage for
doing work which is the same or which can be shown to
be of equal value unless the employer can justify a
difference on grounds other than sex. There are different
approaches to equality such as legislative action/the equal
opportunities or liberal approach and the managing
diversity (Childs, 2016). According Daladi (2013) positive
work climate includes an identifiable, open and nurturing
school ethos that foster a sense of responsibility,
achievement, commitment and efficacy among staff and
students. It is also characterized by a commitment to
organizational achievement and development of students,
mutual respect and collaboration among the head and
staff. Sungjoo and Rainey (2014) posits that positive work
climate has been identified as a driver of performance and
contributes a third of an organizational results. The
responsibility of creating work climate lies solely on the
head of the institution whose behavior determines the
work climate. The positive behavior drives the work
climate which arouses motivation and the aroused
motivation is a major driver of bottom-line performance.
To create a positive work climate, the leaders of the
organization must work with staff in order to manage
diversity as to foster and sustain staff motivation. The
desired outcomes include attracting and developing the
best employees which should give the organization a
competitive edge to generate greater profits that support
job security. Due to the fact that employees can
understand how these outcomes are desirable, they will
support the organization’s efforts at managing diversity
and embrace a culture that supports diversity (Ogunyinka,
2013). The increased diversity in the workplace converges
with the increased use of teams in the workplace through
clusters of attributes like personal demographics;
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knowledge, skills, and abilities; values, beliefs, and
attitudes; personality and cognitive and behavioral style;
and organizational demographics. Diversity recognizes the
unique barriers of race and gender among others while at
the same time creating a work environment that values the
diversity that all employees bring to the organization.
Employees may have low self-esteem or isolated due to
their race and national origin. Hence, top management
must pay high attention into employee perceptions
regarding to the cultural diversity either through the
organization  structure or formal or informal
communications. It is important for management to
recognize employee perceptions that foreign workers are
supported and integrated into informal networks. Once
they recognize management support, they will feel
integrated into their informal network and work in a
positive working environment.

The Concept of Organizational Performance.

The concept of "scientific management’ by Fredric
Taylor in the early twentieth century laid the foundation
for the modern concept of organizational performance.
Organizational performance comprises the actual output
or results of an organization as measured against its
intended outputs (or goals and objectives). It is one of the
most important variables in the field of management
research today. Although the concept of organizational
performance is very common in academic literature, its
definition is not yet a universally accepted concept.
(Gavrea, llies & Stegerean, 2011). Richard et al, (2006)
view organizational performance as encompassing three
specific areas of firm outcomes: (a) financial performance
(profits, return on assets, return on investment, etc.), (b)
product market performance (sales, market share, etc.);
and (c) shareholder return (total shareholder return,
economic value added, etc.). Specialists in many fields are
concerned with organizational performance including
strategic planners, operations, finance, legal, and
organizational development. In recent years, many
organizations have attempted to manage organizational
performance using the balanced scorecard methodology
where performance is tracked and measured in multiple
dimensions such as financial performance (e.g.
shareholder  return),  customer  service,  social
responsibility, internal business processes & employee
stewardship. (Richard et al, 2009). Daft (2000) defines
organizational performance as the organization’s ability to
attain its goals by using resources in an efficient and
effective manner; effectiveness being the degree to which
the organization achieves a stated goal, and efficiency
being the amount of resources used to achieve an
organizational goal.

Sales Patronage.

Sales Patronage is a challenge every organization
faces especially as the business landscape continues to
grow more competitive at unprecedented speeds (Atta,
2012; Ajala & Alonge, 2013). With goals becoming more
aggressive, and the average quota attainment being at a
disappointing 54%, reducing sales patronage is at the top
of every sales leader's priority list (Hassan, 2013; Afolabi

& Aina, 2014). Ogunyinka (2013) posit that sales
patronage impacts more than just sales leaders, when a
sales rep leaves, it affects the entire company. Human
resources and recruiting teams must quickly try to attract
top talent in highly-saturated markets and develop career
paths and opportunities to ensure high performers stay
(Noon, 2007; Daladi, 2013). Sales operations teams must
adjust sales  capacity planning for  potential  sales
patronage. Otherwise, there will be shortage amount of
resources on the sales floor to cover territories and reach
goals. Finance leaders need to adjust forecasting based on
expected revenue changes resulting from sales patronage
(Dandi & Nguyen, 2010). Scholars discovered that there
is need for high volume of sales to increase the market
share (Price, 1977; Ojo, 2012 ; Damatosa, 2015). In every
industrialized society, the degree of competition among
producer is rampant. It is certain that only most
economically viable method of production will increase
output and profitability. This constant demand for sales
can only be actualized if the marketing department of an
organization is able to put in place proper the setting
strategies such as sales promotion which can be used to
promote awareness on the existence of the products.

Operational Costs.

Operating costs are expenses associated with the
maintenance and administration of a business on a day-to-
day basis (CIPD, 2014). The total operating cost for a
company includes the cost of goods sold, operating
expenses as well as overhead expenses. The operating cost
is deducted fromrevenueto arrive atoperating
income and is reflected on a company’s income statement
(Meyer & Sternthal, 1991; Taylor, 2002; Griffeth & Hom,
2001). Long, Perumal & Ajagbe, (2012) pointed that
operation cost, often referred to as operating cost, is the
money that it takes to run a business. Operating costs are
often reflected on the income statement, which is recorded
for a company each year; the income statement reviews
broad financial indicators such as overall revenues, the
costs of goods sold, the operating costs and net profits
(Amstrong, 2012). Operating costs also include the costs
of buying or making your products and services. These are
often called the cost of goods sold (COGS). These are the
costs that are subtracted from total revenues to generate
the gross revenue numbers. Operating expenses are then
subtracted from this, with taxes and interest on loans to
determine the net profit of the company (Tracey &
Hinkin, 2008). Allen, Bryant and Vardaman (2010)
emphasized that operating costs and operating expenses
are different variable. The operating expenses refer to the
specific costs after gross revenue is defined in the income
statement. These include the rent, sales and marketing
costs, administrative costs, payroll and office expenses,
expenses are part of overall costs. Costs include expenses,
plus COGS. Failing to understand this distinction could
lead to misreading reports and not having a true picture of
your company's financial health. The operating costs
consist of a mixture of fixed and variable costs. Fixed
costs are costs that don't change regularly, whereas
variable costs do. Fixed costs include lease payments,
while variable costs include payroll, utilities and even raw
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materials (Tracey & Hinkin, 2008; Long, Perumal &
Ajagbe, 2012).

Theoretical Framework

Blau’s Theory of Heterogeneity.

Blau, (1977) argued in his theory of heterogeneity
that firms with different levels of cultural diversity
experience dissimilar dynamics and organizational
outcomes. Within culturally homogeneous groups,
members will tend to communicate with one another more
often and in a greater variety of ways resulting in in-group
attachments and shared perceptions. This enhances group
cohesion and subsequent organizational outcomes. An
important but ignored topic of study in the research on
group diversity is the basis for work group formation.
According to (Blau, 1977), many organizational groups,
such as functional departments, may be experiencing
greater gender and culture diversity as the increasing
diversity of the workforce brings a more diverse set of
workers to organizations. However, the inflow of diverse
workers does not necessarily mean that all organizational
groups will assemble in a diverse way Blau's, (1977)
discussion of group heterogeneity and social structure may
be instructive. On the one hand, Blau asserts that
similarities on one nominal parameter (e.g., race) will
promote social associations. On the other hand, he
maintains that people will associate not only with
members of their own groups but also with members of
other groups. This theory is applicable to the research
because organizations consist of different group and
classes of people coming together to achieve an objective
and also the importance of communication amongst team
members who are employees cannot be overemphasized
as individual interest differs.

Empirical Review of Studies on Age and Gender
Workforce Diversity.

According to the findings of the research study by
Adler (2015) on the effects of diverse recruitment policies
on employee performance, discovered that diversity can
improve performance and recruiting from a wider range of
age and ethnicity gives the firm a larger talent pool. Adler
(2015) also found out that increasing diversity expands the
breadth of perspectives and ideas available to
organizations in making decisions and that cultural
diversity, educational, individual personalities and
professional background can influence the range and
depth of information use. In another empirical study by
the Runnymede Trust (2000) titled ‘Survey on racial
equality’, it was discovered that managers explained their
equal opportunities policy differently from employee
views about what happened in practice. Creegan et al.
(2003) investigated the implementation of a race equality
action plan and found a stark difference between paper
and practice. Gupta (2013) in his study found out that high
levels of gender diversity are a source of competitive
advantage. He further pointed that a well-balanced gender
composition of employees may help create synergy
leading to positive organization outcomes. Gupta (2013)
in his findings reported that gender diversity is associated

with resources that can provide a firm with a sustained
competitive advantage. These resources include market
insight, creativity, innovation and improved problem
solving capabilities. Maxwell et al, (2015) Men’s and
Women’s differences may provide insights into the
different needs of male and female customers.
Researchers have further argued that men and women may
also have different cognitive abilities. A combination of
different cognitive abilities in a gender diverse team may
enhance overall team cohesion, creativity, and innovation
leading to improved organizational performance. Gellner
and Veen, (2014) found that age heterogeneity on its own
has a negative effect on individual productivity.
Moreover, in the case of routine tasks, there are no
substantial gains from age heterogeneity that could offset
the increasing costs resulting from greater age
heterogeneity. Thus, in companies with routine types of
work, increasing age heterogeneity overall leads to a
decline in productivity. The researchers also stated the
western findings suggested that the older and younger
employees must come together to form coherent and
viable corporate culture. Winnie (2008) in her study result
showed that different age groups provide different values
for companies and these values can complement each
other which improve companies™ performance negative
predictions. (Konrad, 2003; Maurer & Rafuse, 2001).

Gaps in Literature.

The resource-based view of the firm (Barney &
Clark 2007; Yang & Konrad 2013) suggests that there is a
positive relation between diversity & performance,
whereas social identity theory (Tajfel and Turner, (1986)
suggests a negative diversity-performance relationship.
Gender-based inequities in organizations are reinforced
and justified by stereotypes and biases that describe
positive characteristics and therefore a higher status to the
males (Leonard and Levine, 2003; Kossek, Lobel, and
Brown (2015) states only 54% of Working age women are
in the workforce worldwide compared to 80% of men.
Furthermore, women continue to have the upper hand on
the "invisible care" economy, which relates to care giving
and domestic work. From the web search on workforce
diversity, it was discovered that only very few researches
on workforce diversity and its relative effect have been
conducted in Africa precisely Nigeria. Some that exist,
focused more on diversity effect on employee
performance or productivity, not so much have been done
to inspect the relationship and effect of workforce
diversity and organizational performance. Few of such
studies that exist, have failed to deliver detailed
examination of on workforce diversity. Therefore, this
study seeks to add to already existing literature on
workforce diversity by examining empirically and
theoretically concept of workforce diversity in terms of
age and gender as its relationship with organizational
performance (effectiveness and efficiency).

Research method.

This research study adopted the Survey Research
Method to explore Employee diversity and its influence
on employment coefficient of Nigeria’s multinational
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Food companies. The survey method involved the use of
structured questionnaire (Appendix A), which was
designed to obtain data from respondents on their
perception of Employee diversity and its influence on
employment coefficient of Nigeria’s multinational
corporations. This research study adopted the descriptive
research design. The instrument used for gathering data
was designed and is subjected to a validity and reliability
test (Cresswell, 2009). The target population for this study
is the employees of multinational corporations in Nigeria,
which helped to determine the sample frame and sample
size. The procedure for data collection was done with the
aid of a research instrument, which was designed from
existing instruments. When the data is collected and

collated, it was analyzed using frequencies, inter-item
correlation, correlation and regression tools with the aid of
Statistical Package for Social Sciences (SPSS). The study
population cuts across all levels of employees in the
multinational Food companies. The study selected five
multinational corporations in the South west that are
homogenous in nature and are listed on the Nigerian Stock
Exchange. The hierarchical structure of the study
population is made up of three tiers, which include Top,
Middle and Low level employees. The characteristic of
the study population was mixed at every level of the
multinationals irrespective of gender, age, marital status,
number of dependents, highest educational qualification,
job status and years worked in the corporation.

Table 1. List of the selected multinational firms in the South West, Nigeria

EXECUTIVE NO. OF SAMPLES FOR

S/IN COMPANY LOCATION CEO DIRECTORS OFFICERS EACH COMPANY
1 PZ Cussons Plc South West 1 12 4,961 75
2 Unilever Plc. South West 1 8 944 75
3 Cadbury Plc South West 1 6 727 75
4 Nestle Plc South West 1 9 2,325 75
5 GlaxoSmithKline Plc South West 1 7 419 75

TOTAL 5 45 9,376 375

Source: Researchers Compilation, (2019).

Table 1 shows the five (5) selected multinational
Food firms in south west Nigeria, with their number of
employees, As shown in their annual reports as at 2016,
the total number of the employees were 9,367, which was
used as the total population for the study. The companies
include. PZ Cussons, Unilever Plc, Cadbury, Nestle and
GlaxoSmithKline Plc. The basis for considering the
multinational Food firms in the South West is based on
the fact that most multinational Food firms have their
headquarters and Plants located in Lagos and Ogun State.

1. They are quoted on the floor of the Nigerian stock
exchange.

2. Have existed for a minimum of 10 years.

3. Posted annual balance sheet of two billion and
above.

4. Involved in nationwide physical distribution of
products.

Determine Sample Size

Confidence Level:
Confidence Interval:
Population:

Calculate

Sample Size:

s ()

Fig. 1. Maccor Sample Size Calculator (Step 1)

Source: www.macorr.com

5. They have presence in all the six geographical
zones of Nigeria.

6. The organizations are similar in technology they
employ

7. The organizations are autonomous;
contained entity.

The sample size for this study was determined using
a software called MaCorr Sample Size Calculator. The
calculator consisted of fields that allowed input of
population size and level of significance. The sample size
was determined with 9,367 employees using 95% as the
confidence level, which meant we were 95% certain that
the sample is real and repeatable. Below is a pictorial
representation of MaCorr Sample Size Calculator in
operation.

self —

Find Confidence Interval

5o [

EXE )

Fig. 2. Maccor Sample Size Calculator (Step 2)

Confidence Level:
Sample Size:

Population:

Percentage:

Calculate

Confidence Interval:
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From fig. 1 and fig. 2, 5% or 0.05 confidence level
was selected with 5 entered at the confidence interval
space, while the population size (9,367) was entered in the
population cell. When the "calculate” button was clicked,
the sample size figure was generated at as shown in fig. 2.
The sample size for this is 369 and represents the number
of respondents across the multinational corporations to
which copies of questionnaire will be administered. The
use of the software was justified by professionals in
various  industries as stated in the website
(http://lwww.macorr.com) from where the software was
downloaded. The 60 professionals had made use of the
software and it yielded their results. A comparison of
results from the MaCorr Sample Size Calculator with
those from conventional formulas, such as Yard and
Yamane’s formulas, showed no marked difference. The
sample size of 369 employees will be spread among the 5
selected multinationals companies in Nigeria and
respondents were selected randomly to give all the
companies equal opportunities of being studied. The
sample size for this study was determined using the
Yamane’s sample size formula. Giving the population of
9,367, a 95% confidence level and P = 5% the equation is
thus presented as:

n=

N

1+ N(e)2

Where n is the sample size, N is the population size,
and "e" is the level of precision. The computed sample
size therefore, using Yamane’s formula was:

If n = Sample Size

N =9, 367 Employees

e =5% or 0.05

CL =95%

Therefore, n =9, 367

1+9,367(0.05)

2

n=374.70

n =~ 380 Employees

Approximately 380 employees were calculated as the
sample size using the Yamane’s sample size formula. This

Table 2. Analysis of Response Rate

meant that averagely 70 copies of the questionnaire were
administered in each of the multinational corporations.
Simple random sampling method was used in the selection
of 369 multinational corporations’ employees in Nigeria.
Simple random sampling was adopted because of the
homogeneous characteristics of the study population, that
is, non-managerial employees (Top, middle and lower
level employees) of 5 multinational firms in Nigeria. Also,
each element of the population had an equal chance of
being selected and represented. The selection of
employees from the multinational firm was based on the
adoption of stratified random sampling technique, which
is attributed to (Maguire, 2005). For the purpose of this
research project, the face validity approach was adopted
where by three Faculty Professors examined the
questionnaire, make relevant corrections which was
implemented based on the belief that the instrument is
appropriate. Towards this end, the test re-test reliability
approach was adopted for the research. Reliability was
ensured by test re-test. Content analysis was used to
identify similar patterns in respondents’ responses to the
open-ended questions. Statistical analysis, on the other
hand enabled the researcher to calculate correlation,
partial correlation, multiple regression, hierarchical
multiple regression and one-way analysis of Variance
(ANOVA), which was used in testing the two stated
hypotheses.

Data presentation, analysis, interpretation and
discussion of findings

Data presentation.

The research questionnaire was administered to three
hundred and seventy-five (375) employees which is the
sample size representing the chosen study population of
the 5 selected multinational food industry in Southwest
Nigeria. Of this lot, three hundred (300) questionnaires
representing 80% were returned, and seventy-five (75)
questionnaires representing 20% were not returned. The
table below shows the details at a glance.

Questionnaire Respondents Percentage (%)
Returned 300 80
Not Returned 75 20
Total Distributed 375 100

Source: Author’s Fieldwork Computation, 2019

Table 3. Frequency Distribution of the Respondents’ Demographic Characteristics

Characteristics Category Frequency Percentage Cumulative percent
Sex Male 189 63 63
Female 111 37 100
Marital Status Single 84 28 28
Married 146 48.7 76.7
Others 70 23.3 100
1-5yrs 136 45.3 45.3
. 6-10 yrs 99 33 78.3
Work Experience 11-15 yrs 5 15 933
Over 15 yrs 20 6.7 100
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The end Table 3
Management Lo_wer level 71 23.7 23.7
category Middle level 180 60 83.7
Top level 49 16.3 100
Educational SSCE 57 19 19
Qualification HND/BSc 196 65.3 84.3
MSc/MBA 36 12 96.3
Others 11 3.6 100
21-30 146 48.7 48.7
Age 31-40 95 317 80.3
41-50 26 8.6 89
Above 50 33 11 100
Multinational Nestle PLC 50 16.7 16.7
Organization Stallion group 42 14 30.7
Cadbury PLC 37 123 43
Unilever PLC 75 25 68
PZ Cussons PLC 57 19 87
Others 39 13 100
Source: Author’s Fieldwork Computation, 2019
Table 4. Descriptive Statistics
Variables N Minimum Maximum Mean Std. Deviation
Age diversity 300 2.80 5.00 4.3147 .46860
Gender diversity 300 2.00 5.00 4.3680 .39972
Cost of operation 300 3.00 5.00 4.3420 45651
Sales patronage 300 2.40 5.00 4.1600 43861
Source: Author’s Fieldwork Computation, 2019
Data Analysis Based on Hypotheses.
The hypotheses of the study are: (1) Gender diversity 1007 Wean=434
. . . . Stdl. Dev. = 457
and Age diversity does not significantly affect Sales N =300
patronage; (2) there is no significant effect of Gender ]
diversity and Age diversity, on cost of operation. To test
these hypotheses and achieve the objectives of the study, 87
multiple regression analysis was used.
N ] e e 3 60
=300 5
A 3 N
501 e
I8
407
40
Y
c —
3 20
o A
w
20
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250 300 350 400 450 5.00 550
Cost of operation

Sales turnover

Fig. 3. Histogram of Perceived Sales patronage Scores

Source: Author’s Fieldwork Computation, 2019

Fig. 4. Histogram of Perceived Cost of Operation scores
Source: Author’s Fieldwork Computation, 2019

Test of Multicollinearity.

In the table 5, the highest correlation was 0.484. It
shows low multicollinearity problem among Employee
Diversity variables (Gender diversity and Age diversity).
Therefore, all the variables are retained.
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Table 5. Correlation among Employee Diversity Variables

Variable Gender diversity Age diversity Cultural Diversity | Work experience
Gender diversity | Pearson Correlation 1 429** 337** .366**
Sig. (2-tailed) .000 .000 .000
N 300 300 300 300
Age diversity Pearson Correlation 429** 1 408** 478%*
Sig. (2-tailed) .000 .000 .000
N 300 300 300 300
Sig. (2-tailed) .000 .000 .000
N 300 300 300 300
**_Correlation is significant at the 0.01 level (2-tailed).
Source: Author’s Fieldwork Computation, 2019
Test of Homoscedasticity and Linearity for Hypothesis One
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Fig. 5. Scatter Plot of Perceived Gender diversity and Sales Patronage Scores

Source: Author’s Fieldwork Computation, 2019
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Fig. 6. Scatter Plot of Perceived Age diversity and Sales Patronage Scores
Source: Author’s Fieldwork Computation, 2019
Test of Hypothesis One. Cultural diversity and Work experience on Sales

Hol: Gender diversity, Age diversity, Cultural
diversity and Work experience do not significantly affect
Sales turnover. Standard multiple regression was used to
explore the effects of Gender diversity, Age diversity,

Patronage. Preliminary analyses were performed to ensure
no violation of the assumptions of normality,
Multicollinearity, homoscedasticity and linearity. The
result of regression as contained in table 6 ANOVA,
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shows that the F-test was 11.065, significant at 5 percent
Table 6. ANOVA?

[p<.000]. This showed that the model was well specified.

Model Sum of Squares Df Mean Square F Sig.
1 Regression 7.504 4 1.876 11.065 .000b
Residual 50.016 295 170
Total 57.520 299

a. Dependent Variable: Sales Patronage

b. Predictors: (Constant), Gender diversity, Age diversity

Source: Author’s Fieldwork Computation, 2019

Also, the result of regression as contained in table 7:
Model Summary, shows that the R Square gave a large
value of 13 per cent. This means that the model (which

Table 7. Model Summary

includes Gender diversity, Age diversity, Cultural
diversity and Work experience) explained about 13 per
cent of the variance in perceived Sales Patronage.

Model R R Square

Adjusted R Square Std. Error of the Estimate

1 .361a 130

119 41176

a. Predictors: (Constant), Gender diversity, Age diversity

Source: Author’s Fieldwork Computation, 2019

Specifically, the result of regression as contained in
table 8 Regression Coefficients, tests the first hypothesis
of this study. From the output below, there was positive
relationship between perceived Gender diversity and
perceived Sales patronage such that a unit increase in
Gender diversity scores caused about .198 unit increases
in perceived Sales patronage scores which was statistically
significant at 5 per cent with the aid of the p value (0.004).
Based on the result, the null hypothesis is rejected; thus,

Table 8. Coefficients?

there was positive relationship between Sales patronage
and Gender diversity. Also, there was positive relationship
between perceived Age diversity and perceived Sales
patronage such that a unit rise in perceived Age diversity
scores induced about .120-unit increase in perceived sales
patronage scores which was statistically not significant at
5 per cent going by the p value (0.54). Based on the result,
the null hypothesis is accepted; thus, Sales patronage is
not affected by Age diversity.

Model Unstandardized Coefficients Standardized Coefficients t Sig.
B Std. Error Beta
1 (Constant) 2.058 .319 6.445 .000
Gender diversity .198 .068 .180 2.907 .004
Age diversity .120 .062 128 1.932 .054
a. Dependent Variable: Sales patronage
Source: Author’s Fieldwork Computation, 2019
Test of Homoscedasticity and Linearity for
HypOthESiS Two. 500 e o o o o
From the output below, there appears to be a moderate, o o o 6 o a a
positive correlation among the variables. Respondents that
o [s} o o o [+] Q ] =]

are highly affected by Gender diversity and Age diversity, sl
On the other hand, firms that are less affected by Gender e o o © o 6 0o 0o 0 0 o

diversity and Age diversity have high levels of operation H . o o o o
cost. There is no indication of a curvilinear relationship g
(test of linearity) and the scatter plot shows a fairly even & a0 © 0o 0o o o0 o
cigar shape along its length (test of Homoscedasticity). % o o o o o o
Q
Test of Hypothesis Two. sl ° °
Ho2: Gender diversity, Age diversity, Cultural ' o o
diversity and Work experience do not significantly affect . s o o o
Operation cost. Standard multiple regression was used to
explore the effects of Gender diversity, Age diversity, 200 ° °

T T T
400

Cultural diversity and Work experience on Operation cost. 200 2% 300
Preliminary analyses were performed to ensure no
violation  of the assumptions of normality,
Multicollinearity, homoscedasticity and linearity. The
result of regression as contained in table 9: ANOVA,
shows that the F-test was 31.541, significant at 5 percent
[p<.000]. This showed that the model was well specified.

T
350

Gender diversity

Fig. 7. Scatter Plot of Perceived Gender diversity and Cost of
operation Scores
Source: Author’s Fieldwork Computation, 2019
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Source: Author’s Fieldwork Computation, 2019
Table 9. ANOVA

Model Sum of Squares Df Mean Square F Sig.

1 Regression 18.666 4 4.666 31.541 .000
Residual 43.645 295 148
Total 62.311 299

a. Dependent Variable: Cost of operation

b. Predictors: (Constant), Gender diversity, Cultural Diversity, Age diversity, Work experience

Source: Author’s Fieldwork Computation, 2019
Also, the result of regression as contained in table includes Gender diversity, Age diversity, Cultural

10: Model Summary, shows that the R Square gave a
value of 30 per cent. This means that the model (which

Table 10. Model Summary

diversity and Work experience) explained about 30 per
cent of the variance in perceived Cost of Operation.

Model R R Square Adjusted R Square Std. Error of the Estimate
1 .547a .300 .290 .38464
a. Predictors: (Constant), Gender diversity, Age diversity,
Source: Author’s Fieldwork Computation, 2019
Specifically, the result of regression as contained in  cultural diversity. In addition, there was positive

table 11 Regression Coefficients, tests the second
hypothesis of this study. From the output below, there was
positive relationship between perceived Age diversity and
perceived operation cost such that a unit increase in Age
diversity scores caused about .190 unit increases in
perceived operation cost scores which was statistically
significant at 5 per cent with the aid of the p value (0.001).
Based on the result, the null hypothesis is rejected; thus,
operation cost is affected by Age diversity. More
importantly, there was positive relationship between
perceived cultural diversity and perceived operation cost
such that a unit rise in perceived cultural diversity scores
induced about .215-unit increase in perceived operation
cost scores which was statistically significant at 5 per cent
going by the p value (0.000). Based on the result, the null
hypothesis is rejected; thus, operation cost is affected by

relationship between perceived work experience and
perceived operation cost such that a unit rise in perceived
work experience scores induced about .161-unit increase
in perceived operation cost scores which is statistically not
significant at 5 per cent going by the p value (0.006).
Based on the result, the null hypothesis is accepted; thus,
operation cost is affected by work experience. Lastly,
there was positive relationship between perceived gender
diversity and perceived operation cost such that a unit rise
in perceived gender diversity scores induced about .184-
unit increase in perceived operation cost scores which was
statistically significant at 5 per cent going by the p value
(0.004). Based on the result, the null hypothesis is
rejected; thus, operation cost is affected by gender
diversity.
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Table 11. Coefficients?

Model Unstandardized Coefficients Standardized Coefficients i Sig

B Std. Error Beta )

1 (Constant) 1.091 .298 3.657 .000
Age diversity .190 .058 .195 3.290 .001

Gender diversity .184 .063 161 2.894 .004

a. Dependent Variable: Cost of operation

Source: Author’s Fieldwork Computation, 2019

Discussion of Findings

Conclusion

The findings of this study have shown a positive
relationship between gender diversity and sales patronage
such that sales patronage is affected by gender diversity.
Gender diversity can be defined as the equitable or fair
representation between genders. In conclusion, the
findings have shown that gender diversity affected the
degree at which sales patronage is achieved and the
effectiveness of sales performance in the organization. In
other words, this research finding is tangential to past
findings of scholars that have discovered that gender
diversity has the tendencies to affect sales patronage.
The findings of the study further revealed a positive
relationship between age diversity and operation cost such
that operation cost is affected by age diversity
in the organization. From the findings, age diversity
affects operation cost of MNCs in Nigeria. In conclusion,
the findings are in consonance with previous
findings that age diversity has the likelihood to affect
operation cost.

Empirically, the impact of employees’ diversity on
organizational performance has been authenticated. The
implication is that organizations should ensure employees
diversity such as gender diversity and age diversity
improves the performance of the organization in terms of
sales patronage and reduces cost of operation in the
organization. Also, the question of how employee
diversity affects organizational performance is still being
debated till date. Organizations therefore have the final
decision on which action to take as regards diversity. For
example, some multinational organizations in Nigeria
believe in all form of diversity and all the forms can be
instrumental to achieving organizational performance. The
research concludes that there exists a relationship between
employee diversity and organizational performance. The
findings conclude that there is a positive relationship
between the variables of employee diversity which include
gender diversity and age diversity. All the findings of this
research are tangential to previous findings of scholars. In

conclusion, organizations should ensure that diversity
existent in their employees is aimed at improving
organizational performance.
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BILIUB JJUBEPCU®IKAIII CIIIBPOBITHUKIB HA OPT AHI3AIIIMHI
INOKA3HHUKHM OKPEMHUX BA'ATOHAHIOHAJIBHUX HNIAITPUEMCTB
XAPYOBOI ITPOMHUCJIOBOCTI B IIIBAEHHO-3AXIJIHIN HIT'EPII

Ipenver nmocaimkennsi: J(uBepcudikamiss MOTY)KHO BIUIMBAE Ha TEPMIHOJIOTIIO i MPAKTUKY B ychoMy cBiTi. JuBepcudikamis
criBpoOITHHUKIB BKIIFOUAE B ceOe IUPOKHMHA CIEKTP BiAMIHHOCTEH, BKIIOYAIOUYH BiK, CTaTh, KYJIbTYpY, AOCBII poOOTH, OAaTbKiBCHKUI
cTaryc, OCBITY, reorpadiuHe mojoxeHHs 1 Oarato iHmoro. MeTa: BHBYMTH BIUIMB TEHICPHOI AuBepcUdikamii Ha 3aCTyIHUITBO
mpoAaxy OaraTOHAiOHANBHUX MiJIPHEMCTB XapyoBOI NMPOMHCIOBOCTI, a TaKOXX BH3HAUWTH BIUIMB BiKOBOI IuBepcHikamii Ha
omepaliiiHi BUTpaTH OaraTOHAI[iOHATBHHUX HiANpUEMCTB. 3aBAaHHsA: ONTHMAalbHUA pPe3yabTaT IBOTO AOCIIHKCHHS — MPUHECTH
KOpHCTh OaraToHalioHAIBHIN Xap4oBii npomucinoBocti B Hirepii, miaTpuMyroun BHIe KEpiBHUITBO 1 NPaNiBHUKIB 3 Pi3HHX BEpCTB
CYCHIJIBCTBA, SIKi MOXYTb 3HAWTH iH(OpPMAILIO B ILOMY JOCIIKEHHI KOPHCHOIO JUIS IOCTYILy 10 3HAYECHHS Pi3HOMaHITHOCTI po6oyoi
cwM B iX opraizamii. MeToam: ais pocnipkeHHS OyJiM IMOCTaBIEHI ABa JOCIITHHMX IHTAaHHA 1 cGOpMyJIbOBaHI J(Bi TillOTE3H
BIZIMOBIZTHO IO TIOCTAaBJICHUX 3aBIaHb. Y CTAaTTi MPUIHATHI ONMHUCOBHH AW3aifH TOCHiIKeHHs. BiUKkopucToByBanacs npocTa BUIaIKOBa
BubOipka. Bcroro B mocmimpkeHHI B3 ydactb 9376 cmiBpoOiTHHKIB OaraTOHamiOHATBHUX IMPOAOBONBUMX KommaHid [liBgeHHO-
3aximHoi Hirepii. ¥ mocmimkeHHI BUKOPHCTOBYBAJOCS BH3HA4YCHHS po3Mipy BHOipkM Makoppa. AHKeTa AJsl JOCTiDKEeHHs Oyia
posicnaHa TproMcTaM cimaecsaTr m'aTa (375) crniBpoOiTHHKAM, MO OYyII0 po3MipoM BHOIPKH, IO TMPEACTABIsIE 00paHy MOCTiKyBaHy
MOy JIAMif0 13 5 BimiOpaHux 3 OaraToHaIiOHANBHOI Xap4oBoi mpomucioBocti B [liBgenHo-3aximuiii Hirepii. Y mocmimkeHH1
BUKOPHUCTOBYBAINCS TaKi CTaTUCTHYHI IHCTPYMEHTH, SIK i€papXi4yHWil perpeciiiHMil aHami3 NpU MepeBipIi rimore3, mepexpecHi
Tabnuii, MexeIeMEeHTHUH Kopersiuiiianii Tect i ANOVA, ski jonomaranu B iHTeprperanii pe3ysbTatiB. PesyabraTu: gocmimkeHHs
M0Ka3aJ1o, 0 iCHY€ MO3UTUBHMH 3B'I30K MiXK T'€H/IEpPHOIO PI3HOMAHITHICTIO i MAaTPOHAXEM MPOJIaXKiB, TaK 10 Ha MATPOHAXK MPOJAXKIB
BIUTMBAE TeHAEPHA PI3HOMaHITHICTh. Pe3ynpTaT NOCIIKEHHS TaKOXK BUSIBHIIN TIO3UTUBHUI 3B'130K MK BIKOBOIO Pi3HOMAHITHICTIO i
OTepalifHUMH BUTpPAaTaMH, TaK IO OIEpaIliiiHi BUTpATH 3ajeXaTh BiJ BIKOBOi PI3HOMAHITHOCTI B opraHizamii. BucHoBku: B
JOCIHI/PKEHHI POOUTHCS BHCHOBOK IIPO ICHYBaHHS B3a€MO3B'S3KY MK Pi3HOMAaHITHICTIO CITIBPOOITHUKIB 1 €(EKTHBHICTIO poOOTH
opraHizanii, i opranizanii TOBWHHI 3a0e3meunTH, 00 AuBepcudikamis Oyna cnpsAMoBaHa Ha MiABUIICHHS e€(EeKTHBHOCTI poOOTH
opraHizamii. Y JOCHKEHHI PEKOMEHIYETbCs, MO0 OaraToHamiOHATbHA XapuoBa IPOMHUCIIOBICTH HE TINBKHM 3a0e3medyBaia
PI3HOMAHITHICTD CIIBpOOITHHKIB B CBOeMy Oi3Heci, a U 3a0e3medyBana BHKOPHUCTAHHA IuBepcHikamii Uil ITiIBHIICHHS
eexTuBHOCTI poboTH opraHizauii. [Tomambin JOCTIIPKEHHsT TOBHHHI OyTH 30Cepe/DKeHi Ha IHIIUX CeKTopax i He oOMeXyBaTHCs
CeKTOpaMH MPOIYKTIB Xap4dyBaHHs, HAMOIB i KOHIIIoMepartiB ekoHoMikK Hirepii.

KmrouoBi cioBa: juBepcudikariss CHiBpoOITHHKIB; OpraHizaliiiHi ITIOKa3HUKH; TeHJepHa pi3HOMAaHITHICTh, BiKOBa
pizHomaHiTHIcTH; MHK.

BJIUAHUE JTUBEPCUDPUKALIUU COTPYIHUKOB HA OPI'AHU3AIIMOHHBIE
ITOKA3ATEJIM OTAEJIBbHBIX MHOI'OHAIITMOHAJIBHBIX l;[PEI[HPI/IHTI/Iﬁ
INNUIIEBOU ITPOMBIIIVIEHHOCTH B IOT'O-3AITATHOU HUT'EPUN

IIpeamer mcciaenoBanus: [luBepcudukaiys OKa3blBaeT MOIIHOE BIHMSHHE Ha TEPMHUHOJNOTHIO U TNPAKTHKY BO BCEM MHpE.
JuBepcubukanys COTpyHUKOB BKIIOYAaeT B ceOsi HIMPOKHH CHEKTP pasfiMyuid, BKIIOYAsh BO3PACT, IOJ, KYJIbTYpY, ONBIT PabOTEI,
pOAMTENbCKUI CTaTyc, oOpa3oBaHue, reorpapuyeckoe MoNoXKeHHe U MHoroe apyroe. ILleqb: U3y4nTh BIMSHHE TEHICPHOM
JuBepcH(UKALKY Ha MOKPOBUTENBCTBO MPOAAXaM MHOTOHAIMOHAJBHBIX MPEANPUATHI MHIIEBOH MPOMBIIUICHHOCTH, a TaKxke
OTIPENENUTh BIVSIHUAE BO3PACTHOM NUBEpCH(UKAINM Ha OIEPAlMOHHBIE M3/AEPKKH MHOTOHAIMOHANBHBIX NpeanpuaTuil. 3agaum:
OnTUMansHBIH pe3yIbTaT 3TOTO MCCIEJOBAHUS - IPHHECTH MOJb3y MHOTOHAIMOHAIBHON NHINEBOH MPOMBIIIIEHHOCTH B Hurepum,
TIOJI/IepKUBasi BBICIIEE PYKOBOJCTBO M PAOOTHHKOB M3 Pa3HBIX CIOEB OOMIECTBA, KOTOPHIE MOTYT HAWTH HH(POPMALUIO B 3TOM
HCCIIE0BAaHUN TIOJIE3HON JUIS JOCTyTa K 3HAYCHUIO pa3HooOpas3ms pabodeil CHIIBI B MX OopraHmM3anui. MeToabl: U HCCIETOBAHUS
ObUTH TOCTABJCHBI JBa HCCIIEAOBATEIbCKUX BOMpOca U CHOPMYIHUPOBaHBI [BE THIOTE3bl B COOTBETCTBHH C IIOCTaBJICHHBIMU
3agayaMH. B cTaTbe TPHHAT ONIMCATENbHBIM AM3aifH HMccrienoBaHus. Vcrmonb3oBanmack mpocTast ciydaiiHas BbiOopka. Bcero B
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WCCIIeIOBaHNM MpPUHSUIM ydacTHe 9376 cOTpyAHHKOB MHOTOHALIMOHAJIBHBIX IPOJOBOJILCTBEHHbIX KoMmmaHui IFOro-3amagnoit
Hurepuu. B uccienoBannu UCIoiib30BajIoCh OMpeeICHUE pa3Mepa BEIOOpkH Makoppa. AHKeTa JJIsl UCCIIEIOBaHUs ObUIa pa3ociiaHa
TpeMcTaM ceMujecsITd matd (375) coTpymHHKaM, 4TO OBUIO pa3MEpOM BBIOOPKH, MPEICTABIIONICH BBEIOPAHHYIO HCCICIYyEMYHO
MOMYJISIMI0O U3 5 OTOOpaHHBIX MHOTOHAI[MOHATBHOM MHINEeBOW mpombiiuieHHOCTH B IOro-3amamHoit Hurepuu. B mccnemoBanum
WCTIOJIb30BAIINCH TAaKWE CTAaTHCTHYCCKHE HHCTPYMEHTHI, KaK HEPAPXUYCCKHA PETPECCHOHHBIN aHadW3 IMpH MPOBEPKE THIOTES,
MepeKPECTHBIE TaONUIBI, MEXKIIEMEHTHBIH KOppersauoHHbI TecT 1 ANOVA, KOTOpble TOMOTaIX B HHTEPIPETALUH PE3YIbTaToB.
Pe3yabTaThl: HCClieIoOBaHUE MOKA3aJI0, YTO CYLIECTBYET IOJIOKUTENbHAS CBA3b MEXIY TeHICPHBIM PasHOOOpasHeM M MaTPOHaKeM
MpojaX, TaK YTO Ha MAaTPOHAX MPOAAX BIMAET TEHAEpHOe pa3sHooOpasue. Pe3ynpTaThl HCclIeOBaHHMA TaKXKe BBIIBUIN
MOJIOXKUTENBHYIO CBA3b MEXKAY BO3PACTHBIM Pa3HOOOPAa3WeM U ONEPALMOHHBIMH H3AEPKKaMH, TaK YTO ONEPAIIOHHbBIC H3ACPKKU
3aBHCST OT BO3PACTHOTO pa3HOOOpa3usi B OpraHU3alui. BBIBOABI: B HCCIICIOBAHUY JICIACTCS BBIBOJ O CYIIECTBOBAHUU B3aUMOCBSI3H
MEXIYy pa3HOOOpa3HeM COTPYIHHUKOB W 3(P(PEKTUBHOCTHIO PabOTHl OpraHW3allid, W OPTaHH3alUH JOJDKHBI 00ECHECYHTh, YTOOB
nuBepcuduKanys ObUIa HalTpaBJIcHA Ha TOBBIIICHUE 3 ()EKTHBHOCTH pabOThI OpraHu3anuu. B uccnenoBaHiy peKOMEHIYETCs, YTOOBI
MHOTOHAIIMOHANTbHAS THINEBas MPOMBIIUICHHOCTh HE TOJBKO oOecreunBaia pa3HooOpa3ue COTPYJHHKOB B CBOEM OH3HECE, HO U
obecrieyrBaia HCIOJB30BaHUE [IUBEPCH(UKANMK Ul  TOBBILCHUS SGQEeKTHBHOCTH paboThl opranm3auuu. JlanpHeiimme
HCCIIeIOBAHUS TOJDKHBI OBITh COCPEIOTOYECHBI HA APYTHX CEKTOpaxX U HE OTPaHUYUBATHCS CEKTOPAMHM IIPOAYKTOB MUTAHUS, HAITUTKOB
1 KOHTJIOMEPAaTOB 3KOHOMHKH Hurepum.

KnioueBble cioBa: nuBepcuduKanus COTPYIHHKOB; OpraHHW3al[OHHbBIE MOKA3aTelH; TeHAEPHOE pasHooOpasue; BO3PACTHOE
pasHooOpasue; MHK.
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