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Abstract

This study examines the comparative analysis of diversity and
conflict on the performance of local government staff in Mubi
North and Michika Local Government Areas of Adamawa
State. The study is anchored on Social Identity Theory and
Conflict Theory, which explain how group classification and
unequal access to resources contribute to workplace behaviour
and performance outcomes. The main objective is to assess
how workforce diversity and workplace conflict influence staff
performance in the two selected local governments. A cross-
sectional comparative research design was adopted, and data
were collected using structured questionnaires administered to
294 respondents from both LGAs. The data were analyzed
using descriptive statistics such as frequencies, percentages,
mean, and standard deviation. Findings reveal that workforce
diversity is highly prevalent in both LGAs and is perceived to
positively influence staff performance by enhancing innovation,
teamwork, and service delivery. However, workplace conflict
remains a significant challenge, mainly driven by poor
communication, unfair management practices, resource
competition, cultural differences, and weak leadership, with
poor communication identified as the most dominant factor.
The study concludes that while diversity improves
performance, its benefits are constrained by unresolved
workplace conflict. It recommends improved communication
systems, inclusive leadership practices, and fair administrative
procedures to enhance performance and reduce conflict in
local government administration.

Keywords: Workforce Diversity, Workplace Conflict, Staff
Performance, Local Government, Adamawa State

Introduction

Workforce diversity has become a defining feature of modern
organizations due to globalization and changing demographic
patterns. Diversity, reflected in differences in ethnicity, gender,
age, religion, and educational background, can enhance
innovation, decision-making, and organizational performance.

420 I @A Publication of the Department of Economics, ADSU, Mubi. ISSN- Print: 2550- 7869; ISSN-Online: 3043-5323. Journal homepage: https://ajaefm.adsu.edu.ng


mailto:abubakarumarbobbo@gmail.com
mailto:rogersrolandwazakari@gmail.com
mailto:abubakarbaba2@gmail.com
mailto:abubakarumarbobbo@gmail.com

ADSU International Journal of Applied Economics, Finance & Management Vol. 11, Issue 1, 2026

However, when poorly managed, it may also generate workplace conflict, communication
barriers, and reduced employee performance (Roberson, 2019; Jehn, Northcraft, & Neale, 2019).
Such conflicts often stem from perceived inequality, discrimination, and competition for
organizational resources, thereby undermining organizational effectiveness (Robbins & Judge,
2017; Pitts et al., 2022). In Africa, diversity within local government institutions presents both
opportunities and challenges. Colonial administrative structures grouped diverse ethnic and
cultural communities into single governance systems, creating persistent tensions that affect
service delivery (Ayee, 2021). Poorly managed diversity has been associated with favoritism,
exclusion, low staff morale, and reduced administrative efficiency (Tchouassi & Kamdem,
2020).

Nigeria's local government system reflects the country's rich ethnic and religious diversity, but
this diversity is often politicized, resulting in favoritism, unequal representation, and workplace
conflicts that hinder staff performance (Nwagbara & Brown, 2019; Okafor & Akpan, 2020). In
Adamawa State, ethnic favoritism, political interference, and limited inclusion in decision-
making continue to generate conflicts that weaken staff effectiveness and governance outcomes
(Okafor & Akpan, 2020; Adebayo & Ayodele, 2022). Mubi North and Michika Local
Government Areas provide a suitable basis for comparing the effects of diversity and conflict on
staff performance. While Michika is characterized by greater socio-political disruptions that
foster mistrust among groups, Mubi North, despite its relative stability, still experiences ethnic
competition, political rivalry, and administrative challenges that influence workplace relations
and employee performance (Adamu & Audu, 2023). According to Shore et al. (2018),
unmanaged diversity often results in workplace conflict arising from perceived bias in
recruitment, promotion, and resource allocation, ultimately reducing productivity and
organizational effectiveness. Against this background, this study undertakes a comparative
analysis of the effects of diversity and conflict on the performance of local government staff in
Mubi North and Michika Local Government Areas of Adamawa State.

Statement of the Problem

The problem of diversity and conflict on the performance of local government staff is the central
concern of this study. Although workforce diversity is expected to enhance inclusiveness,
innovation, and organizational performance, it has increasingly become a source of conflict in
many Nigerian local governments. Differences in ethnicity, religion, political affiliation,
educational background, and culture often result in favoritism, discrimination, poor
communication, mistrust, and unhealthy rivalry, thereby reducing staff morale, productivity, and
service delivery (Robbins & Judge, 2017).

In Adamawa State, particularly in Mubi North and Michika Local Government Areas, the
heterogeneous population and recurring socio-political tensions have intensified workplace
conflicts. Ethnic favoritism, political interference in appointments and promotions, unequal
treatment of staff, and exclusion from decision-making have contributed to poor staff
commitment, absenteeism, low productivity, and administrative inefficiency (Okafor & Akpan,
2020). Despite existing studies on workforce diversity and organizational conflict, few have
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comparatively examined how diversity-induced conflict affects staff performance in local
governments within Adamawa State. Most previous studies have focused on private
organizations and federal institutions, leaving a gap in understanding the realities of grassroots
administration (Shore et al., 2018). Consequently, there is limited empirical evidence on the
effects of diversity and conflict on staff performance in Mubi North and Michika Local
Government Areas. This study therefore seeks to comparatively examine how diversity and
conflict influence the performance of local government staff in the two local governments.
Objective of the Study
The main objective of this study is to examine the comparative impact of diversity and conflict
on the performance of local government staff in Mubi-North and Michika Local Government
Areas of Adamawa State. The specific objectives are to:

I.  Examine the nature of workforce diversity on staff performance in Mubi-North and

Michika Local Government Areas.

Ii.  Assess the major causes of workplace conflict in the two Local Government areas.
Research Questions
The following research questions were raised by the study:

i.  What is the nature of workforce diversity on staff performance in Mubi-North and

Michika Local Government Areas?

ii.  What are the major causes of workplace conflict in the two Local Government areas?
Conceptual Review
Diversity
The term diversity is derived from the Latin word diversus, meaning “varied” or “different,” and
refers to the existence of differences within a particular setting. In contemporary discourse,
diversity extends beyond visible characteristics such as race, gender, and ethnicity to include
invisible attributes such as beliefs, values, experiences, and cognitive perspectives (Shore et al.,
2018). As societies become increasingly interconnected, diversity has evolved into a
multidimensional concept encompassing cultural, social, ideological, and organizational
differences. Diversity is widely regarded as a mechanism for promoting inclusion, equality, and
representation. When effectively managed, it enhances creativity, innovation, problem-solving,
and organizational performance by harnessing the strengths of individuals from different
backgrounds (Guillaume et al., 2017). However, Akinola et al. (2024) caution that broad
definitions of diversity may unintentionally reduce attention to historically marginalized groups
if not carefully implemented.
Workforce diversity refers to the inclusion of employees with different demographic,
educational, cultural, and professional backgrounds within an organization (Saxena, 2018;
Rizwan, Khan, Nadeem, & Abbas, 2016). It encompasses differences in ethnicity, gender, age,
religion, nationality, education, disability, and work experience (Stamps & Foley, 2023). The
concept has shifted from a compliance-oriented approach to one emphasizing inclusion, equity,
innovation, and improved organizational performance (Mor Barak, 2017). Despite its benefits,
diversity can also generate communication barriers, interpersonal conflict, and group tension if
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poorly managed. Guillaume et al. (2017) argue that diversity is inherently neutral, with its
outcomes depending on effective management practices such as inclusive leadership, equitable
policies, and supportive organizational cultures. Scott and Sims (2016) describe workforce
diversity as a strategy that integrates human differences through inclusive policies, while Lee and
Gilbert (2018) note that demographic diversity differs from diversity based on organizational
roles and individual competencies. Research further shows that organizations with strong
diversity and inclusion practices achieve better organizational and financial performance than
their counterparts (Deloitte Insights, 2020). Similarly, Page (2020) argues that a diverse
workforce enables organizations to respond more effectively to the needs of diverse stakeholders.
Consequently, workplace diversity extends beyond recruitment to creating an inclusive
organizational culture that promotes equity, collaboration, innovation, and productivity through
continuous education and inclusive leadership (Mor Barak, 2020).

Workplace Conflict

Workplace conflict originates from the fields of organizational behavior, industrial relations, and
human resource management and refers to disagreements among individuals or groups within a
work environment. It arises from differences in interests, values, goals, expectations, and
competition for limited resources, which interfere with the achievement of organizational
objectives (Rahim, 2023; Rahim, 2017). Workplace conflict may occur as task conflict,
relationship conflict, or process conflict involving disagreements over work content,
interpersonal relationships, or methods of completing tasks (Tjosvold et al., 2014).

Conlflict is generally defined as a state of disagreement resulting from incompatible interests,
goals, values, or beliefs. It is a natural aspect of human interaction and may arise from
communication breakdowns, scarce resources, competing interests, or differing expectations (Isa,
2018; Isa Johnson, 2022; Agba & Ushie, 2023). Within organizations, conflict may occur
between colleagues, supervisors and subordinates, or departments, often reducing productivity,
employee morale, and staff retention if not properly managed (Jehn & Bendersky, 2022).
Robbins and Judge (2022) argue that poor communication systems, inequitable resource
allocation, personality differences, cultural diversity, and organizational changes such as
restructuring or policy reforms frequently intensify workplace conflict. In local government
institutions, conflicts are further influenced by bureaucratic procedures, political interference,
favoritism, delayed promotions, lack of transparency, and rigid hierarchical structures, all of
which undermine staff performance and organizational effectiveness (Adeyemi & Chima, 2021).

Theoretical Framework

The study adopts Social Identity Theory (SIT), propounded by Tajfel (1978) and further
developed by Tajfel and Turner (1979), as its theoretical framework. The theory explains that an
individual's self-concept is derived from membership in social groups and the value attached to
such membership (Tajfel, 1978). According to Korte (2007), citing Hogg et al. (1995), Social
Identity Theory explains how individuals perceive themselves and others as members of social
groups, influencing their attitudes and behaviours. O'Flynn et al. (2001) argue that these group
categorizations may negatively affect workforce diversity and organizational performance.
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The theory posits that employees naturally classify themselves into groups based on
characteristics such as ethnicity, religion, gender, age, education, and political affiliation. This
social categorization often results in in-group favoritism and out-group discrimination, shaping
workplace relationships, behaviour, and performance (Tajfel & Turner, 1979). Consequently,
employees tend to align their attitudes and actions with the norms of their respective groups,
which may promote cooperation within groups but also generate prejudice, exclusion, and
workplace conflict across groups.

Social Identity Theory is particularly relevant to this study because it explains how workforce
diversity can influence workplace conflict and staff performance. In heterogeneous organizations
such as local governments, differences in ethnic, religious, educational, and political
backgrounds may create divisions that weaken communication, collaboration, trust, and
productivity (Tajfel, 1982). The theory therefore provides a suitable framework for examining
how diversity and conflict affect the performance of local government staff in Mubi North and
Michika Local Government Areas of Adamawa State. Although the theory has been criticized for
placing greater emphasis on group membership than individual agency and for paying limited
attention to the intersection of multiple identities (Reicher, 1984; Crenshaw, 1989), it remains the
most appropriate framework for this study because it directly explains the relationship between
workforce diversity, workplace conflict, and employee performance.

Methodology

Research Design

The study adopts a cross-sectional comparative research design to examine the effects of
diversity and conflict on staff performance in Mubi North and Michika Local Government Areas
of Adamawa State. The design enables data to be collected from both local governments at a
single point in time and compared to identify similarities and differences in how workforce
diversity and workplace conflict influence employee performance. Data were obtained through
questionnaires and relevant documents without manipulating the study variables, making the
design suitable for assessing real-life organizational conditions and generating evidence-based
findings on staff productivity.

Population of the Study

The population of the study comprised the entire staff of Mubi-North and Michika Local
Governments. The population of Mubi North local government staff is 730 and Michika local
government staff which is 851 (Personnel Department, 2025). Therefore, the total population of
the study is 1,581.
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Table 1: Population of the study

S/N Mubi North Local Population Michika Local Government Population
Government Department Department
(Senior and Junior Staff) (Senior and Junior Staff)
1. Admin Department 352 Admin Staff 410
2. Agric Department 115 Agric. and Natural 266
Resources staff
3. Budget Department 31 Finance and Supply staff 60
4 Finance Department 88 Budget staff 26
5 Legislative Council 36 Works and Housing staff 80
6 Works Department 108 Legislative staff 9
Total 730 Total 851

Source: Personnel Department, 2025
Sample Size and Sampling Technique
The stratified random sampling technique was employed to ensure fair representation of staff
from Mubi-North and Michika local government council. This technique enables the researcher
to account for differences and diversity in population sizes while also capturing various
categories of staff across hierarchical levels. The sample selection was based on Krejcie and
Morgan (1970) formula, if the sample population is known;

x*Np(1—p)
e?(N—-1+ x*p(1-p)

n =

Where;

n = Sample size

N = Population size = 1581

p = Population proportions (to be 0.5)

e = Acceptable error of sample size (0.05)

x? = Chi-square = 3.841 (df =1 and reliability level 95%)

Thus;
3.841 x 1581 x 0.5 (1 — 0.5)

"= 0.052(1581 — 1) + 3.841 x 0.5(1 — 0.5)

_ 6072.621 x 0.25
"= 395+ 096025

1518.15525

"= 7291025
n = 309.180
n= 309

Instrument for Data Collection

Data were collected through the direct administration of structured questionnaires to selected
staff of Mubi North and Michika Local Government Areas with the assistance of trained research
assistants familiar with the local government structures. The questionnaire consisted of both
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closed- and open-ended questions arranged in sections based on the study objectives. Responses
were measured using a five-point Likert scale ranging from Strongly Agree (5) to Strongly
Disagree (1) and included demographic items alongside questions on diversity, workplace
conflict, and staff performance.

Method of Data Analysis

The data collected for this study were analyzed using both descriptive and inferential statistical
techniques. Descriptive statistics, including frequency (f), percentage (%), mean (X), and
standard deviation (SD), were used to summarize the demographic characteristics of respondents
and their responses to the study variables. Inferential statistics were employed to test the study
hypotheses and determine the relationship between workforce diversity, workplace conflict, and
staff performance, as well as to compare findings between Mubi North and Michika Local
Government Areas.

Results and Discussion

Table 1 Demographic Characteristics of Respondents

Variable Category Frequency (f) Percentage (%)
Age 20-24 years 48 16.3
25-34 years 102 34.7
3544 years 88 299
45 years and above 56 19.0
Total 294 100.0
Marital Status Single 104 35.4
Married 168 57.1
Others 22 7.5
Total 294 100.0
Educational Qualification Secondary School 98 33.3
NCE/Diploma 126 42.9
Degree/HND 52 17.7
Others 18 6.1
Total 294 100.0
Local Government Area Michika 153 52.0
Mubi North 141 48.0
Total 294 100.0

Source: Field Survey, 2026

The table presents the demographic characteristics of respondents in Mubi North and Michika
Local Government Areas of Adamawa State. The age distribution shows that the majority of
respondents fall within the 25-34 years category (34.7%), followed by 35-44 years (29.9%),
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indicating that most of the workforce is within the active and productive age bracket. In terms of
marital status, most respondents are married (57.1%), followed by single respondents (35.4%),
while a small proportion fall under other categories (7.5%). This suggests that the workforce is
largely composed of individuals with family responsibilities, which may influence work
behaviour and commitment.

Regarding educational qualification, the highest proportion of respondents possess
NCE/Diploma certificates (42.9%), followed by secondary school holders (33.3%), while
degree/HND holders account for 17.7%. This indicates a moderately educated workforce
dominated by post-secondary but sub-degree qualifications. Finally, the distribution by local
government area shows a fairly balanced representation, with Michika accounting for 52.0% and
Mubi North 48.0% of respondents. This near-equal distribution ensures fairness in comparative
analysis between the two local government areas.

Table 2: Comparative Cross-Tabulation of Responses on Workforce Diversity and Staff
Performance in Mubi North and Michika Local Government Areas

S/N Statement LGA SA A U D SD Mean Std. Decision
Dev.
1 High level Mubi 58 55 12 10 6 4.05 1.03 High
of North (41.1%) (39.0%) (8.5%) (7.1%) (4.3%) agreement
workforce
diversity
exists
Michika 60 57 18 10 8 396 1.07 High
(39.2%) (37.3%) (11.8%) (6.5%) (5.2%) agreement
2 Diversity Mubi 55 58 11 11 6 399 1.04 High
positively North (39.0%) (41.1%) (7.8%) (7.8%) (4.3%) agreement
influences
performance
Michika 55 62 17 11 8 392 1.08 High
(35.9%) (40.5%) (11.1%) (7.2%) (5.2%) agreement
3 Employees = Mubi 52 57 15 11 6 398 1.05 High
work North (36.9%) (40.4%) (10.6%) (7.8%) (4.3%) agreement
effectively
across
backgrounds
Michika 53 61 17 12 10 3.87 1.09 High
(34.6%) (39.9%) (11.1%) (7.8%) (6.5%) agreement
4 Diversity Mubi 60 54 11 10 6 4.05 1.03 High
encourages  North (42.6%) (38.3%) (7.8%) (7.1%) (4.3%) agreement
innovation
and
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creativity
Michika 60 56 15 14 8 390 1.08 High
(39.2%) (36.6%) (9.8%) (9.2%) (5.2%) agreement
Diversity Mubi 55 57 13 10 6 399 1.03 High
improves North (39.0%) (40.4%) (9.2%) (7.1%) (4.3%) agreement
service
delivery
Michika 57 59 17 12 8 392 1.07 High
(37.3%) (38.6%) (11.1%) (7.8%) (5.2%) agreement

Decision Rule: Mean > 3.50 = High agreement; 2.50-3.49 = Moderate; < 2.50 = Low

Source: Field Survey, 2026

Table 2 shows a high level of agreement in both Mubi North and Michika Local Government
Areas that workforce diversity exists and positively influences staff performance, as all mean
scores are above 3.50. Mubi North recorded slightly higher mean values (4.05-3.98) compared
to Michika (3.96-3.87), indicating a marginally stronger perception of diversity benefits in Mubi
North. Respondents in both LGAs agreed that diversity enhances innovation, teamwork, service
delivery, and overall performance, which aligns with Armstrong (2021) and Robbins and Judge
(2021), who argue that diversity improves creativity and organizational effectiveness when well
managed. However, the slightly lower scores in Michika suggest minor challenges in fully
maximizing diversity benefits, consistent with Griffin, Phillips, and Gully (2022), who note that
inclusion practices determine how effectively diversity translates into performance outcomes.
Therefore, the findings support Ibrahim and Usman (2023) and Okeke and Bello (2022), who
emphasize that workforce diversity generally enhances public sector performance when properly
managed.

Table 3: Comparative Cross-Tabulation of Responses on Major Causes of Workplace
Conflict in Mubi North and Michika Local Government Areas

S/N Statement LGA SA A U D SD Mean Std. Decision
Dev.
Poor Mubi 62 54 10 10 5 4,12 1.02 High
communication North (43.9%) (38.3%) (7.1%) (7.1%) (3.6%) agreement
causes
workplace
conflict
Michika 68 56 12 10 7 4,14 1.04 High
(44.4%) (36.6%) (7.8%) (6.5%) (4.6%) agreement
Cultural/ethnic  Mubi 56 55 14 10 6 394 1.06 High
differences North (39.7%) (39.0%) (9.9%) (7.1%) (4.3%) agreement
cause conflict
Michika 62 57 14 12 8 398 1.08 High
(40.5%) (37.3%) (9.2%) (7.8%) (5.2%) agreement
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Resource Mubi 58 56 12 10 5 4.02 1.03 High
competition North (41.1%) (39.7%) (8.5%) (7.1%) (3.6%) agreement
causes
workplace
conflict

Michika 62 59 13 10 9 398 1.07 High

(40.5%) (38.6%) (8.5%) (6.5%) (5.9%) agreement

Unfair Mubi 60 55 11 10 5 4.05 1.03 High
management North (42.6%) (39.0%) (7.8%) (7.1%) (3.6%) agreement
treatment

causes conflict

Michika 65 55 13 11 9 397 1.08 High
(42.5%) (35.9%) (8.5%) (7.2%) (5.9%) agreement
Lack of job Mubi 56 55 14 10 6 394 1.06 High
clarity causes North (39.7%) (39.0%) (9.9%) (7.1%) (4.3%) agreement
workplace
conflict
Michika 62 57 14 12 8 398 1.08 High
(40.5%) (37.3%) (9.2%) (7.8%) (5.2%) agreement
Poor Mubi 58 55 13 10 5 4.01 1.04 High
leadership North (41.1%) (39.0%) (9.2%) (7.1%) (3.6%) agreement
causes
workplace
conflict
Michika 64 55 13 11 10 396 1.09 High
(41.8%) (35.9%) (8.5%) (7.2%) (6.5%) agreement

Source: Field Survey, 2026

Table 3 shows that respondents in both Mubi North and Michika Local Government Areas
strongly agree that multiple factors contribute to workplace conflict, as all mean scores are above
3.50. The highest-rated cause in both LGAs is poor communication (Mubi North = 4.12; Michika
= 4.14), indicating that communication breakdown is the most significant driver of conflict in
local government workplaces. Other key causes identified include unfair management treatment,
resource competition, cultural/ethnic differences, lack of job clarity, and poor leadership, all of
which also recorded high agreement levels. Slight variations between the LGAs suggest that
Michika records marginally higher perceptions of communication-related and leadership-related
conflict, while Mubi North shows slightly higher concern on resource allocation and
management fairness.

These findings align with Robbins and Judge (2021), who argue that poor communication,
leadership inefficiency, and inequitable resource distribution are major triggers of workplace
conflict in organizations. Similarly, Jehn and Bendersky (2022) emphasize that task, relationship,
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and process conflicts often arise in public sector institutions due to role ambiguity and
administrative inefficiencies. In the Nigerian context, Adeyemi and Chima (2021) further note
that local government workplaces are particularly vulnerable to conflict due to bureaucratic
structures, political influence, and perceived unfair treatment in staff management.

Major Findings

I.  The study found that workforce diversity is highly prevalent in both Mubi North and
Michika Local Government Areas and is generally perceived to have a positive effect on
staff performance. Respondents in both LGAs agreed that diversity enhances innovation,
teamwork, service delivery, and overall organizational effectiveness, with Mubi North
showing slightly stronger positive perceptions than Michika. This suggests that when
effectively managed, workforce diversity serves as a key driver of improved performance
in local government administration.

ii.  The study also revealed that workplace conflict in both LGAs is mainly driven by
organizational and structural factors, particularly poor communication, unfair
management treatment, resource competition, cultural/ethnic differences, lack of job
clarity, and poor leadership. Poor communication emerged as the most significant cause
of conflict in both Mubi North and Michika, indicating that communication breakdown is
the dominant factor undermining staff relations and performance in local government
settings.

Conclusion

This study concludes that workforce diversity is a dominant feature of local government
administration in Mubi North and Michika Local Government Areas and is generally perceived
to enhance staff performance when properly managed. Diversity contributes positively to
innovation, teamwork, service delivery, and problem-solving, although slight variations between
the two LGAs suggest differences in how effectively diversity benefits are realized. The study
further concludes that workplace conflict in both local governments is largely driven by internal
administrative and organizational factors, with poor communication emerging as the most critical
cause. Other significant sources of conflict include unfair management practices, resource
competition, cultural/ethnic differences, lack of job clarity, and poor leadership. These conflict
factors negatively influence staff relations and can reduce overall efficiency if not properly
addressed.

Recommendations

The study recommends the following thus:

I.  The management of Mubi North and Michika Local Government Areas should strengthen
diversity management practices by promoting inclusive leadership, fair representation in
decision-making, and regular staff sensitization on the benefits of diversity. This will help
sustain the positive effects of workforce diversity on innovation, teamwork, and service
delivery, while minimizing misunderstandings arising from demographic differences.

ii.  The local government authorities should prioritize improving internal communication
systems and leadership effectiveness by establishing clear communication channels, job
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descriptions, and transparent administrative procedures. In addition, regular conflict
management training and fair resource allocation policies should be implemented to
reduce workplace conflict and enhance staff performance in both LGAs.
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