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Abstract. In Nigeria, where organizational structures 

and cultural contexts may differ significantly from 

those in Western countries where much of the existing 

research has been conducted, the relationship between 

dimensions of organizational diversity climate and 

employee turnover intention in Nigerian organizations 

must be better defined. This study examined the role 

of dimensions of organizational diversity climate as a 

predictor of employee turnover intention. The study 

participants comprised four hundred and thirty-one (N 

= 431) employees, with a mean age of 35.8 years (SD 

= 9), comprising 234 males and 197 females. The 

Workplace Diversity Inventory (WDI) and the 

Turnover Intention Scale (TIS-6) were used to 

measure organizational diversity climate and 

employee turnover intention. Results of Multiple 

Linear Regression revealed that diversity climate was 

not a significant predictor of employee turnover 

intention (β = .017, t = .320, p > .05); organisational 

justice was a significant negative predictor of 

employee turnover intention (β = -.117, t = -2.208, p < 

.05); identity was not a significant predictor of 

employee turnover intention (β = -.057, t = 1.065, p > 

.05); values was a significant positive predictor of 

employee turnover intention (β = .185, t = 3.495, p < 

.05); schemas was not a significant predictor of 

employee turnover intention (β = .032, t = .658, p > 

.05); and communication was not a significant 

predictor of employee turnover intention (β = -.057, t 

= -1.150, p > .05). The study concludes that 

organisational justice and values were significant 

predictors of employee turnover intention. The study 

recommended promoting fair practices, consistent 

policy implementation, effective grievance handling, 

and regular surveys to reduce organizational turnover 

intention. 

Keywords: Organisational diversity Climate, 

Organisational justice, Identity, Values, Schemas, 

Communication, Employee turnover intention. 

 

1. Introduction 

 

Employee turnover is a critical concern for 

organizations worldwide, as high turnover rates can 

disrupt business operations, diminish organizational 

knowledge, and incur significant financial costs 

related to recruitment and training (Zhang et al., 2023; 

Dwesini, 2019). Understanding the predictors of 

turnover intention, a precursor to actual turnover is 

crucial for developing effective retention strategies. 

The concept of organizational diversity climate 

encompasses employees' perceptions of how their 

organization values and manages diversity. It includes 

identity, values, schemas, communication, 

organizational justice, and leadership (Yousaf & 

Radulescub, 2023). These components collectively 

shape an inclusive work environment where diverse 

employees feel respected and valued. A positive 

diversity climate has been associated with lower 

turnover intentions, fostering employees' sense of 

belonging and equity (Lee et al., 2021). 

 

Identity and values are core elements of a diversity 

climate, reflecting how well employees believe their 

identities align with organizational values (Leslie & 

Flynn, 2024; Buengeler et al., 2018). When employees 

perceive that their identities are respected and the 

organization shares their values, their commitment and 

loyalty are likely to increase, thereby reducing 

turnover intentions (Wang et al., 2020). Similarly, 

schemas, cognitive frameworks that help individuals 

process information about diversity, play a crucial role 
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in shaping perceptions of inclusivity and fairness 

(Haque, 2021). 

 

Effective communication is another vital component 

of a positive diversity climate. Transparent and 

inclusive communication practices can enhance 

employee trust and cooperation, mitigating feelings of 

exclusion and dissatisfaction that often lead to 

turnover (Platania et al., 2022). Furthermore, 

organizational justice, which pertains to the perceived 

fairness of decision-making processes and resource 

distribution, is closely associated with turnover 

intentions. Employees who perceive high levels of 

organizational justice are more likely to experience job 

satisfaction and organizational commitment, thus 

exhibiting lower turnover intentions (Suifan et al., 

2017). 

Leadership also significantly impacts the diversity 

climate and employee turnover intentions. Leaders 

who actively promote diversity and inclusion set the 

tone for organizational culture and practices, 

influencing employees' perceptions and behaviours 

(Vito & Sethi, 2020). Leadership commitment to 

diversity can enhance employees' sense of security and 

support, reducing the likelihood of turnover (Jolly & 

Self, 2020). 

 

Despite the recognized importance of these factors, 

more comprehensive studies need to examine the 

interplay between various elements of diversity 

climate and employee turnover intention, particularly 

in diverse socio-economic contexts such as Nigeria. 

Nigerian organizations face unique challenges and 

opportunities related to diversity due to the country’s 

multifaceted ethnic, cultural, and socio-political 

landscape (Torhemen et al., 2023). Therefore, 

exploring how organizational diversity climate 

influences turnover intentions within Nigerian 

organizations is imperative, providing insights that can 

inform tailored retention strategies and enhance 

organizational stability. This study addresses this gap 

by investigating the predictive role of identity, values, 

schemas, communication, organizational justice, and 

leadership on employee turnover intention in Nigerian 

organizations. 

 

1.1 Statement of the Problem 

 

Employee turnover is a persistent and costly challenge 

for organizations, leading to increased recruitment and 

training expenses, loss of institutional knowledge, and 

disruptions in workflow and productivity (Saini & 

Tarkar, 2024; De Stefano et al., 2019; Kasemsap, 

2017). Organizations have increasingly focused on 

fostering a diverse and inclusive work environment to 

mitigate turnover, hoping that such initiatives will 

enhance employee satisfaction and retention. 

However, the effectiveness of diversity initiatives in 

reducing turnover intentions needs to be better 

established, and the specific dynamics within different 

cultural and organizational contexts still need to be 

explored. 

 

In Nigeria, where organizational structures and 

cultural contexts may differ significantly from those in 

Western countries where much of the existing research 

has been conducted, it is essential to understand how 

organisational diversity climate impacts employee 

turnover intention. The relationship between 

organizational diversity climate and employee 

turnover intention in Nigerian organizations is not 

clearly defined in terms of other areas of 

organizational diversity climate, such as 

organizational justice, identity, values, schemas, and 

communication which may also play critical roles in 

influencing turnover intentions, yet their overall 

impact is not well understood. 

 

1.2 Aim and objectives of the study 

 

The study aimed to determine the role of 

organisational diversity climate in predicting 

employee turnover intentions.  

 

Specific objectives include: 

 

- To examine the role of diversity climate in 

predicting employee turnover intention 

- To determine the role of organisational 

justice in predicting employee turnover 

intention 

- To investigate the role of identity in 

predicting employee turnover intention 

- To find the role of values in predicting 

employee turnover intention 

- To identify the predictive role of schemas in 

employee turnover intention 

- To establish the role of communication in 

predicting employee turnover intention 

 

1.3 Hypotheses 

 

The following hypotheses were tested in the study: 

 

- Diversity climate will significantly predict 

employee turnover intention 

- Organisational justice will significantly 

predict employee turnover intention 

- Identity will significantly predict employee 

turnover intention 

- Values will significantly predict employee 

turnover intention 
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- Schemas will significantly predict employee 

turnover intention 

- Communication will significantly predict 

employee turnover intention 

 

1.4 Scope of the Study 

 

This study examines the relationship between 

organizational diversity climate and turnover intention 

among employees in Nigeria. It investigates the 

following components of diversity climate: 

organizational justice, identity, values, schemas, and 

communication. Using a quantitative approach, the 

study surveyed employees across various 

organizations in Nigeria to gather comprehensive data 

on their perceptions of the diversity climate and its 

impact on their intention to leave their organizations. 

The study is limited to employees in a service 

organisation in Nigeria. 

 

1.5 Significance of the study 

 

This study provides actionable insights for 

organizational leaders and HR professionals in 

Nigeria, highlighting the importance of fostering a 

positive diversity climate to reduce employee 

turnover. By understanding the impact of 

organizational justice, identity, values, schemas, and 

communication, organizations can develop targeted 

strategies to enhance employee retention. 

Furthermore, the findings can inform the development 

of organizational policies that promote diversity and 

inclusion. Policymakers can use this research to create 

guidelines and frameworks that support equitable 

treatment, improve communication, and align 

organizational values with diversity goals, ultimately 

contributing to a more inclusive workplace. Also, the 

study contributes to the theoretical understanding of 

the relationship between organizational diversity 

climate and employee turnover intention. Exploring 

this relationship in the Nigerian context adds to the 

body of knowledge on diversity climate's influence on 

employee behaviour, offering a basis for further 

research and theory development in organisational 

behaviour and human resource management. 

 

2. Research Method 

 

2.1 Design 

 

The study utilized a correlational design consistent 

with the positivist research philosophy (Saunders et 

al., 2009). Correlational research examines 

relationships between variables without manipulation 

of the variables. It measures the strength and direction 

(positive or negative) of associations between two or 

more variables. This study’s independent variable was 

organizational diversity climate, and the dependent 

variable was employee turnover intention. A 

correlational design was chosen to explore predictive 

relationships between these variables. 

 

2.2 Participants 

 

The study participants consisted of four hundred and 

thirty-one (N = 431) participants, with a mean age of 

35.8 years (SD = 9), comprising 234 males and 197 

female employees who were conveniently selected 

from a total of six organizations.  

 

2.3 Sample Size Determination 

 

The minimum sample size was determined using the 

G*Power software application for an F-test family 

linear multiple regression model, considering a small 

effect size of .15, an error probability α of .05, and a 

required statistical power of .80 (Faul et al., 2009). The 

power analysis for this study indicated a minimum 

sample size of three hundred and twenty-five (N = 

325) participants. The study aimed to achieve a sample 

size of 431 (N = 431), considering larger sample sizes 

in psychological research (Hulbert-Williams et al., 

2021). 

 

2.4 Sampling Technique  

 

The study utilized convenience sampling, a non-

probability sampling method where participants 

meeting specific criteria (full-time employees with at 

least six months tenure) and expressing willingness to 

participate were chosen. Convenience sampling was 

justified by the ease of accessing participants who fit 

the inclusion criteria. In quantitative research, 

increasing sample size enhances the statistical power 

of convenience samples, although not all eligible 

individuals in the target population have an equal 

chance to participate (Suen et al., 2014). 

 

2.5 Instrument for Data Collection 

 

Workplace Diversity Inventory (WDI): Developed by 

Taylor (2011), the WDI has six dimensions: Identity, 

Values, Schemes, Communication, Diversity Climate, 

and Organisational Justice. The inventory evaluates 

perceptions across five organizational levels: 

individual, workgroup, supervisor, higher 

management, and organization. Respondents use a 7-

point Likert scale ranging from "Very strongly 

disagree" (1) to "Very strongly agree" (7) to indicate 

their agreement with each item. Higher scores indicate 

more positive perceptions of workplace diversity. 

Subscales showed reliability with Cronbach's alphas 
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ranging from .67 to .91, and overall scale reliability 

was reported as Cronbach's alpha of .89 (Taylor, 

2011). 

 

The Turnover Intention Scale (TIS-6): The TIS-6, 

developed by Bothma and Roodt (2013), is a concise 

six-item instrument designed to measure employee 

turnover intention. It employs a five-point Likert scale 

ranging from 1 (never) to 5 (always) to gauge the 

intensity of responses. This scale was chosen for its 

brevity and established reliability and validity. The 

TIS-6 has shown good reliability with reported 

Cronbach's alpha coefficients of 0.80 (Bothma & 

Roodt, 2013) and 0.88 (Oosthuizen et al., 2016), 

indicating high internal consistency. 

 

2.6 Procedure 

 

Participants were selected from six organizations, 

approached at their workplaces by researchers, and 

informed that the study aimed to explore their feelings, 

beliefs, and opinions regarding their work 

environment and turnover intentions. Verbal consent 

was obtained after assuring participants of the study’s 

confidentiality and voluntary nature. Researchers then 

distributed 456 questionnaires, allowing some busy 

participants to take them home. Ultimately, 431 valid 

questionnaires were returned. The retrieved 

questionnaires were collated, and the resulting data 

was appropriately coded and analysed. 

 

2.7 Method of Data Analysis 

 

Multiple Linear Regression (MLR) statistics were 

used as the statistical tools for testing the study 

hypotheses. Using this data analysis method, patterns 

in the relationships between the independent 

(Predictor) variables of organisational diversity 

climate and the dependent (Criterion) variable of 

employee turnover intentions were outlined. 

Model Specification for Hypotheses Testing 

The model for testing the study hypotheses is stated 

thus: 

ETI = βO+ β1DC + β2OrgJ + β3ID + β4VAL + β5SCH + 

β6COMM + e1 - 1 

Where: 

ETI = Employee turnover intention   

DC = Diversity Climate 

OrgJ = Organisational justice 

ID = Identity 

VAL = Values 

SCH = Schemas 

COMM = Communication 

βO = Coefficient  

e1 = Error term 

 

3. Result 

 

3.1 Inferential Result 

 
Table 1: Model Summary of Employee Turnover Intention: Organisational Diversity Climate 

 

R2 

Adjusted R2 Std. Error of the 

Estimate 

Change Statistics 

R2 Change F Change df1 df2 Sig. F Change 

 
.044 

 
.030 

 
3.888 

 
.044 

 
3.214 

 
6 

 
424 

 
.004 

 

 

Table 1 shows the model summary of the predictive relationship between organisational diversity climate and 

employee turnover intention. The table indicated that R2
 = .030, F(6, 424) = 3.214, p < .05, which indicates that the 

model significantly accounted for 3% of the variance in employee turnover intention. 

 
Table 2: Regression Coefficients for Employee Turnover Intention: Organisational Diversity Climate 

Model Unstandardized Coefficients Standardized 

Coefficients 

 

t 

 

p-value 

B Std. Error β 

(Constant) 20.905 1.148  18.213 .000 
Diversity climate .010 .031 .017 .320 .749 

Organisational justice -.093 .042 -.117 -2.208 .028 

Identity -.041 .038 -.057 -1.065 .288 
Values .144 .041 .185 3.495 .001 

Schemas .035 .053 .032 .658 .511 

Communication -.061 .053 -.057 -1.150 .251 

 

Table 2 shows the regression coefficients for the 

relationship between organisational diversity climate 

and employee turnover intention. The result revealed 

that diversity climate was not a significant predictor of 
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employee turnover intention (β = .017, t = .320, p > 

.05); organisational justice was a significant negative 

predictor of employee turnover intention (β = -.117, t 

= -2.208, p < .05); implying that the higher the level of 

organisational justice, the lower the level of employee 

turnover intention. Identity was not a significant 

predictor of employee turnover intention (β = -.057, t 

= 1.065, p > .05); however, Values were a significant 

positive predictor of employee turnover intention (β = 

.185, t = 3.495, p < .05); indicating that the higher the 

level of values in the organization, the higher the level 

of employee turnover intention. Furthermore, the 

schema was not a significant predictor of employee 

turnover intention (β = .032, t = .658, p > .05); also, 

communication was not a significant predictor of 

employee turnover intention (β = -.057, t = -1.150, p > 

.05). 

 

4. Discussion 

 

Findings revealed no significant predictive 

relationship between diversity climate and employee 

turnover intention. This contrasts with studies that 

revealed that fairness and inclusion emerged as central 

in organizational policies' impact on employees' 

loyalty and desire to exit an organization (Platania et 

al., 2022; Mansoor et al., 2021; Jung et al., 2017). The 

non-significant relationship between diversity climate 

and employee turnover intention in Nigerian 

organizations suggests that several factors may 

contribute to this outcome. Firstly, diversity initiatives 

within these organizations might need to adequately 

address employees' concerns and experiences related 

to diversity and inclusion.  

 

Consequently, employees may perceive these efforts 

as superficial or irrelevant to their daily work 

experiences and career goals. Additionally, Nigeria's 

cultural dynamics and societal norms can shape how 

diversity initiatives are perceived and valued. If these 

initiatives do not align with cultural expectations or 

fail to resonate with employees' values, their perceived 

impact on turnover intention may be diminished. 

Furthermore, turnover intention is influenced by a 

complex interplay of factors beyond diversity, 

including job satisfaction and career development 

opportunities. As such, the direct impact of diversity 

climate on employees' decisions to stay or leave the 

organization may be overshadowed by these broader 

influences. 

 

Results indicated that organisational justice 

significantly negatively predicted employee turnover 

intention. This aligns with Bindu and Srikanth's (2019) 

findings, which revealed a negative correlation 

between all organizational diversity climate 

dimensions and employee turnover intention. Also, 

Ward et al. (2022) found a reciprocal relationship 

between organizational diversity climate and 

employee turnover intention. The significant negative 

relationship between organizational justice and 

employee turnover intention indicates that fair and 

equitable treatment within Nigerian organizations 

plays a crucial role in mitigating turnover. Employees 

who perceive their organization as fair and just are less 

likely to entertain thoughts of leaving, as they feel 

respected and valued (Coelho, 2024). This finding 

underscores the importance of transparent decision-

making processes, consistent application of policies, 

and equitable opportunities for growth and 

advancement. In the Nigerian context, where fairness 

and trust in organizational leadership may be 

particularly salient, enhancing organizational justice 

can be a potent strategy for reducing turnover and 

fostering a positive work environment. 

 

Furthermore, findings revealed that identity did not 

significantly predict employee turnover intention. This 

contrasts with studies that revealed that social 

identification predicted turnover intention (Hu et al., 

2022; Wen et al., 2016; Avanzi et al., 2014). The non-

significant relationship between identity and employee 

turnover intention in Nigerian organizations may be 

attributed to several factors. While identity factors 

such as ethnicity, gender, or cultural background are 

essential aspects of diversity, their direct impact on 

turnover intention may be influenced by broader 

organizational dynamics and individual perceptions of 

inclusion. Also, Nigerian employees may prioritize 

other factors, such as organizational justice, job 

satisfaction, and career development opportunities, 

over identity-related concerns when considering their 

longevity within the organization (Akpan et al., 2023).  

 

The study results also indicated a significant positive 

relationship between organizational values and 

employee turnover intention. This contrasts with the 

findings of Li et al. (2023), which showed that 

workplace values lowered employees' turnover 

intentions. Also, Rani and Samuel (2016) revealed that 

the fit and mismatch between organizational and 

personal work values significantly affect the 

employees' turnover intention. The significant positive 

relationship between organizational values and 

employee turnover intention suggests that 

discrepancies between stated organizational values 

and actual practices may contribute to turnover. When 

employees perceive a misalignment between the 

organization's espoused values and its operational 

realities, their trust and commitment to the 

organization may be undermined, leading to higher 

turnover intentions.  
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Findings revealed that schema was not a significant 

predictor of employee turnover intention. This does 

not align with the findings of Garg et al. (2023), which 

revealed a negative effect of workplace schema on 

employee turnover intention. The non-significant 

relationship between schemas and employee turnover 

intention in Nigerian organizations may indicate that 

individual cognitive structures regarding work and 

organizational environment do not significantly 

influence turnover decisions. While necessary for 

overall job satisfaction and engagement, employees' 

perceptions and interpretations of their work 

environment may not directly translate into intentions 

to leave the organization (Uddin et al., 2021).  

 

Lastly, results revealed that workplace communication 

did not significantly predict employee turnover 

intention. The finding agrees with the study of Hidayat 

and Tannady (2023), which found that communication 

did not significantly predict employee turnover 

intention. However, the outcome disagrees with 

studies that indicated that communication significantly 

negatively predicted employee turnover intention 

(Abdien, 2019). The finding that communication was 

not a significant predictor of employee turnover 

intention in Nigerian organizations suggests that 

communication practices alone may not strongly 

influence employees' decisions to stay or leave. While 

effective communication is essential for 

organizational transparency, clarity, and employee 

engagement, its direct impact on turnover intention 

may be overshadowed by other factors, such as 

organizational justice and job satisfaction (Matthews, 

2022).  

 

5. Limitations of the Study 

 

The study has several limitations. The use of 

convenience sampling may limit the generalizability 

of the findings, as not all eligible members of the target 

population had an equal chance of participating. Also, 

data collected through self-reported questionnaires 

might be subject to biases such as social desirability or 

inaccurate self-assessment. Lastly, the study's 

correlational design restricts the ability to infer 

causality between organizational diversity climate and 

employee turnover intention.  

 

 

 

6. Implications of the Study 

 

The findings from this study have several significant 

implications for organizational management and 

human resource practices in Nigeria. Firstly, the non-

significant relationship between diversity climate and 

employee turnover intention suggests that more than 

diversity initiatives are needed to retain employees. 

Furthermore, the significant negative relationship 

between organizational justice and employee turnover 

intention underscores the crucial role that fair and 

equitable treatment plays in employee retention. Also, 

the positive relationship between organizational 

values and turnover intention presents a paradox. 

While one might expect organizational solid values to 

enhance retention, the findings suggest that 

overemphasizing organizational values may increase 

turnover. This could be due to a misalignment between 

the organization's values and those of the employees, 

leading to dissatisfaction and a higher likelihood of 

leaving. The lack of significant predictive power of 

identity, schemas, and communication on turnover 

intention suggests that these factors, in isolation, do 

not strongly influence employees' decisions to stay or 

leave. However, this does not imply that these factors 

are unimportant. They might interact with other 

organizational dynamics in complex ways that were 

not captured in this study.  

 

7. Conclusion 

 

This study examined the predictive relationship 

between organizational diversity climate and 

employee turnover intention in Nigeria, revealing 

several key insights. Diversity climate was not a 

significant predictor of turnover intention, indicating 

that more than diversity initiatives alone may be 

needed in retaining employees. However, 

organizational justice emerged as a significant 

negative predictor, highlighting the importance of fair 

and equitable treatment in reducing turnover. 

Surprisingly, higher organizational values were 

associated with increased turnover intention, 

suggesting a potential misalignment between 

organizational and personal values. Factors such as 

identity, schemas, and communication did not 

significantly predict turnover intention. These findings 

underscore the need for a comprehensive approach to 

employee retention that prioritizes organizational 

justice and aligns values with employees' values 

beyond mere diversity initiatives. 

 

8. Recommendations 

 

Based on the study findings, the following 

recommendations are made: 

 

Enhance Organizational Justice: Given that 

organizational justice significantly reduces turnover 

intention, organizations should prioritize fair and 

transparent practices. This includes consistent policy 
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implementation, fair treatment in decision-making, 

and effective grievance handling. Training for 

managers on equitable practices can also strengthen 

perceptions of justice. 

 

Align Organizational Values with Employee 

Values: The positive relationship between 

organizational values and turnover intention suggests 

a possible misalignment between the organization's 

values and those of its employees. Organizations 

should conduct regular surveys to understand the 

values and motivations of their workforce and ensure 

that the organization's values are communicated 

clearly and resonate with employees. Efforts to align 

organizational and personal values may reduce 

turnover intentions 
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