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ABSTRACT: This study examined unconscious bias training and inclusive leadership as correlates of effective 

staff performance in public universities in Rivers State, Nigeria. The study was guided by the need to enhance staff 

effectiveness through equitable leadership practices and awareness of implicit bias in the workplace. A correlational 

research design was adopted to determine the relationship between unconscious bias training, inclusive leadership, 

and staff performance. The population of the study comprised 3,394 academic staff drawn from three public 

universities: the University of Port Harcourt, Rivers State University, and Ignatius Ajuru University of Education. 

Using a stratified random sampling technique, a sample of 679 academic staff (20% of the population) was 

selected. Data were collected using two structured questionnaires titled Unconscious Bias Training and Inclusive 

Leadership Questionnaire (UBILQ) and Effective Staff Performance Questionnaire (ESPQ). The instruments were 

validated by experts, and the reliability coefficients of .890 and .780 were obtained using the Pearson Product 

Moment Correlation method. Data collected were analyzed using descriptive and inferential statistics with SPSS 

version 28 at a 0.05 level of significance. The findings revealed that unconscious bias training and inclusive 

leadership significantly enhance staff motivation, job satisfaction, and overall performance in public universities. It 

was concluded that implementing regular unconscious bias training and fostering inclusive leadership practices are 

essential for improving organizational harmony and staff effectiveness. The study recommended that university 

administrators institutionalize inclusivity and bias-awareness programs as part of their leadership development 

strategies to promote fairness, productivity, and sustainable growth in higher education. 

 
Keywords: Unconscious Bias Training, Inclusive Leadership, Staff Performance, Public Universities, Workforce 

Diversity, Higher Education, Rivers State, Employee Motivation, Equity and Inclusion. 

 

Reference to this paper should be made as follows: 

 

Afia, E. I. (2025). Unconscious bias training and inclusive leadership as correlates of effective staff performance in 

public universities in Rivers State. International Journal of Leadership, Quality Education and African 

Development, 2(4), 620-637. https://doi.org/10.5281/zenodo.18056642. 

………………………………………………………………………………………………………………………….. 

Copyright © 2025 IJLQEAD  

 

INTRODUCTION 

 

The quality and performance of staff in public universities are central to the achievement of 

institutional goals and academic excellence. Effective staff performance encompasses the ability 

of academic and non-academic employees to deliver tasks efficiently, demonstrate commitment 

to institutional values, and contribute meaningfully to the realization of the university‟s mission 

(Amah & Ahiauzu, 2019). However, in many higher education institutions, staff performance is 

often influenced by underlying social and psychological factors such as biases, leadership 

approaches, and organizational culture. Among these, unconscious bias and inclusive leadership 
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have gained significant attention as crucial determinants of effective performance in 

contemporary educational organizations (Nguyen & Ryan, 2021). 

Unconscious bias refers to the automatic attitudes or stereotypes that individuals hold 

towards certain groups of people without conscious awareness. These biases can affect decision-

making, interpersonal relationships, and evaluations within the workplace, thereby influencing 

the productivity and morale of staff (Ross, 2014). In university settings, unconscious bias may 

manifest in recruitment, promotion, mentoring, or performance appraisal processes, often leading 

to inequitable treatment of staff based on gender, ethnicity, or social background (Abubakar, 

2018; Schein, 2017). Such biases can create perceptions of unfairness, decrease motivation, and 

hinder teamwork among staff members. Consequently, training programmes that help staff and 

leaders recognize, address, and manage unconscious biases have become increasingly essential 

for promoting fairness and enhancing institutional performance (Bendick & Nunes, 2020). 

Unconscious bias training (UBT) aims to raise awareness about implicit attitudes and 

promote behavioural change that supports inclusivity and equity in the workplace. According to 

Noe (2020), such training helps participants identify hidden prejudices and adopt strategies to 

reduce their negative effects on decision-making and professional relationships. In public 

universities, where diversity in staff and student populations is high, the need for UBT is 

particularly significant. Universities are not only centres for knowledge dissemination but also 

microcosms of society where fairness, inclusion, and equity must be exemplified. Universities 

are able to promote an environment that encourages collaboration, respect, and mutual support 

all of which contribute to higher performance outcomes by equipping staff with awareness and 

self-regulation tools through unconscious bias training (Akinbobola, 2020). 

Parallel to unconscious bias training, inclusive leadership has emerged as a critical 

leadership approach that enhances staff engagement and performance. Inclusive leadership 

involves behaviours that ensure all members of an organization feel valued, respected, and 

included in decision-making processes, regardless of their background or personal characteristics 

(Shore et al., 2018). Leaders who practice inclusivity demonstrate openness, fairness, and 

empathy, which help build trust and psychological safety within teams (Carmeli, Reiter-Palmon 

& Ziv, 2010). This leadership style empowers staff to contribute their ideas, improves morale, 

and encourages innovation, ultimately leading to improved institutional effectiveness. 

In the context of public universities in Rivers State, Nigeria, inclusive leadership is 

particularly relevant given the diverse composition of university staff and the complex 

administrative challenges they face. Leadership that acknowledges diversity and fosters 

inclusivity can bridge gaps between management and employees, reduce conflict, and enhance 

organizational commitment (Eze, 2021). Conversely, the absence of inclusive leadership 

practices may result in alienation, low motivation, and underperformance among staff. Therefore, 

examining the role of inclusive leadership alongside unconscious bias training provides a holistic 

understanding of the factors that drive effective staff performance in these institutions. 

Empirical studies have established that organizations with effective inclusion initiatives 

and bias management practices tend to experience higher levels of employee engagement, job 

satisfaction, and performance (Sabharwal, 2014; Nishii, 2019). Inclusive leaders serve as 

catalysts in reinforcing fair treatment and promoting a sense of belonging among employees, 

which translates into increased productivity and institutional harmony (Adebola, 2019; Adebola 

& Nwankwo, 2019). Furthermore, when staff perceive that their contributions are valued and that 

leadership decisions are free from bias, they become more motivated to align their efforts with 

organizational goals (Ololube, 2024). 
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Despite these insights, many public universities in Rivers State still grapple with 

challenges related to implicit biases and limited inclusive leadership practices. Reports of 

favouritism, gender discrimination, and inequitable workload distribution persist, undermining 

staff morale and overall performance (Nwankwo, 2022). As Nigeria continues to seek 

improvement in the quality and global competitiveness of its higher education system, 

addressing these issues becomes imperative. Understanding how unconscious bias training and 

inclusive leadership interact to influence staff performance can provide evidence-based strategies 

for strengthening human resource management in public universities. 

Thus, this study explores unconscious bias training and inclusive leadership as correlates 

of effective staff performance in public universities in Rivers State. It emphasizes the importance 

of promoting fairness, inclusion, and awareness in leadership and staff development initiatives. 

The study was aimed at contributing to the ongoing discourse on human capital effectiveness and 

the transformation of Nigeria‟s higher education system into a more equitable and high-

performing environment by examining these relationships. 

 

Statement of the Problem  

 

Public universities in Rivers State, like many higher education institutions in Nigeria, face 

persistent challenges related to staff performance, motivation, and organizational effectiveness. 

Despite various staff development initiatives, issues such as favoritism, discrimination, and 

inequitable treatment continue to undermine fairness and morale among employees. These 

problems are often rooted in unconscious biases that influence decision-making processes in 

recruitment, promotion, and task assignments. Such implicit prejudices can lead to perceptions of 

injustice, job dissatisfaction, and low productivity among staff. 

Likewise, leadership practices in many universities remain largely hierarchical and 

exclusive, with limited emphasis on inclusive leadership that values diversity, openness, and 

participation. The absence of inclusive leadership behaviours such as empathy, fairness, and 

active engagement creates environments where some staff feel undervalued and disengaged, 

thereby diminishing their performance. Although unconscious bias training and inclusive 

leadership have been recognized globally as effective strategies for improving workplace equity 

and productivity, their application and impact in Nigerian public universities, particularly in 

Rivers State, remain inadequately explored. This gap raises critical questions about how these 

factors influence staff performance and institutional effectiveness. Therefore, this study sought to 

examine unconscious bias training and inclusive leadership as correlates of effective staff 

performance in public universities in Rivers State. 

 

Aim and Objectives of the Study 

 

The aim of this study was to investigate the relationship between workforce diversity 

management and effective performance of staff in tertiary institutions in Rivers State. The 

specific objectives were to: 

 

 Determine the extent unconscious bias training enhance effective staff performance in 

public universities in Rivers State. 

 Examine the extent inclusive leadership enhance effective staff performance in public 

universities in Rivers State. 
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Research Questions 
 

The following research questions were raised to guide the study: 

 

 To what extent does unconscious bias training enhance effective staff performance in 

public universities in Rivers State?  

 To what extent does inclusive leadership enhance effective staff performance in public 

universities in Rivers State? 

 

Hypotheses 

 

The following null hypotheses were raised to further guide the study and were tested at .05 level 

of significance: 

 

 There is no significant relationship between unconscious bias training and effective staff 

performance in public universities in Rivers State. 

 There is no significant relationship between inclusive leadership and effective staff 

performance in public universities in Rivers State. 
 

THEORETICAL FRAMEWORK 
 

Equity Theory 

 

Equity Theory, developed by John Stacey Adams in 1963, as cited in Kurt (2023) and Ololube 

(2024), provides a framework for understanding how individuals perceive fairness in workplace 

settings, particularly in relation to their efforts and rewards. This theory centers around the idea 

that individuals assess the fairness of their work environment by comparing the inputs they 

contribute (e.g., time, effort, experience, and skills) with the outcomes they receive (e.g., salary, 

benefits, recognition) and then compare this ratio with others in similar roles. When employees 

perceive an imbalance between their inputs and outcomes relative to others, they may experience 

feelings of inequity, which can lead to dissatisfaction and reduced performance. This theory has 

broad applications in organizational behavior, management, and psychology, and its relevance 

extends to understanding the factors that influence staff performance, especially in the context of 

equity in the workplace. 

Equity Theory is the concept of social comparison, where employees evaluate their input-

output ratios against those of their peers. If an employee perceives that they are receiving fewer 

rewards for similar or greater inputs compared to their colleagues, feelings of inequity arise 

(Adams, 1963; Ololube, 2024). These perceptions influence job satisfaction, motivation, and 

performance. Employees are likely to feel either over-rewarded, under-rewarded, or equitably 

rewarded depending on their evaluation. The perception of being under-rewarded leads to 

feelings of dissatisfaction and resentment, which in turn may manifest in lower performance, 

absenteeism, or even resignation. On the other hand, over-rewarded employees may feel guilty or 

uncomfortable, leading to efforts to restore equity by increasing their contributions or 

downplaying their rewards. 

The application of Equity Theory in the study of staff performance, particularly in tertiary 

institutions, is highly relevant given the complex dynamics in these environments. In institutions 
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where staff members often compare their workload, salaries, and opportunities for career 

progression with others in the same or similar roles, perceptions of inequity can become 

common. When an academic staff member perceives that their efforts are not adequately 

compensated in terms of recognition, salary, or professional development opportunities, they 

may experience feelings of inequity, which can negatively affect their productivity, commitment, 

and job satisfaction. This is particularly important in tertiary institutions in Nigeria, where 

disparities in the allocation of resources, opportunities for career advancement, and the 

distribution of rewards are often pronounced. Equity Theory helps in explaining how the 

perceived imbalances can impact the overall performance of staff in these institutions (Ololube & 

Wome, 2025). 

When inequity is perceived in the workplace, employees may take several actions to 

restore balance. They might reduce their input by putting in less effort, decrease their quality of 

work, or become less engaged in their roles. Alternatively, they may attempt to increase their 

outcomes by demanding higher pay, seeking promotions, or asking for better benefits. In some 

cases, they may even choose to leave the organization entirely if they feel the imbalance cannot 

be rectified. These reactions are particularly significant in the context of tertiary institutions, 

where the performance of academic and non-academic staff directly affects the quality of 

education and research. Institutions that fail to maintain equity among their staff risk reduced 

productivity, higher turnover rates, and lower morale, all of which ultimately impact institutional 

success. 

In tertiary institutions, where staff performance is crucial to the achievement of 

educational goals, the perception of equity plays a critical role. Academic staff, for instance, may 

compare the workload, research opportunities, and administrative support they receive with those 

of their peers, both within their institution and at other universities. When disparities are 

perceived, staff members may feel demotivated, which can lead to reduced teaching 

effectiveness, lower research output, and less commitment to administrative responsibilities. 

Moreover, non-academic staff members, whose contributions are vital to the smooth functioning 

of the institution, may also feel demoralized if they perceive that their efforts are not fairly 

rewarded in comparison to their colleagues or to those in similar roles at other institutions. 

Equity Theory also highlighted the importance of transparent and fair policies in the 

management of rewards and recognition. In tertiary institutions, where staff members often have 

a deep commitment to their work and the educational mission of the institution, ensuring that 

reward systems are perceived as fair is essential for maintaining high levels of performance. 

Institutions that implement transparent policies for promotions, salary increments, and the 

allocation of resources are likely to foster a sense of fairness among staff members, thereby 

enhancing their commitment and productivity (Ololube, 2019). Conversely, institutions that fail 

to provide clarity on these processes may find that their staff members become disengaged and 

less productive over time. For instance, if staff members perceive that promotions are based on 

favoritism rather than merit, they are likely to feel that their contributions are undervalued, 

leading to reduced motivation and performance. 

Moreover, Equity Theory suggests that feedback mechanisms can play a key role in 

mitigating perceptions of inequity. In tertiary institutions, regular feedback sessions between staff 

members and management can provide an opportunity to discuss concerns related to fairness in 

workload, pay, and professional development opportunities. Such discussions can help address 

issues before they escalate into feelings of inequity, thereby maintaining high levels of staff 

performance. Feedback not only allows staff to express their concerns but also provides 
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management with valuable insights into the areas where improvements can be made to ensure 

that staff members feel equitably rewarded for their efforts. 

In addition, Equity Theory has implications for diversity management in tertiary 

institutions. In institutions where diversity is valued, it is essential to ensure that all staff 

members, regardless of their background, feel that they are treated equitably. Disparities in the 

treatment of staff members based on gender, ethnicity, or other characteristics can lead to 

feelings of inequity, which in turn can affect their performance. Institutions that prioritize equity 

in their diversity policies are likely to see improved staff performance, as all employees feel 

valued and fairly treated. This is particularly important in the Nigerian context, where issues of 

equity and diversity are increasingly being recognized as key factors in the success of 

educational institutions. 

 

CONCEPTUAL REVIEW 

 

Unconscious Bias Training and Effective Performance of Staff 

 

Unconscious bias training is an important tool for promoting inclusivity and improving staff 

performance in contemporary work environments. Unconscious biases are automatic and often 

unintentional judgments that people make based on stereotypes or social conditioning, and these 

biases can influence decision-making and behavior without individuals being aware of it. In the 

workplace, these biases can manifest in hiring practices, promotion decisions, team dynamics, 

and even in day-to-day interactions. Unconscious bias training addresses the issues of raising 

awareness of the biases that may affect professional behavior and providing strategies for 

mitigating their impact. The goal of training is to create a more equitable and inclusive work 

environment, which in turn enhances the performance and effectiveness of staff members. In 

Nigeria, where workplaces are becoming increasingly diverse, unconscious bias training plays 

important role in ensuring that institutions fully leverage the potential of their diverse workforce 

while fostering collaboration, innovation, and productivity (Ololube, 2017). 

Unconscious bias training enhances staff performance by promoting self-awareness 

among employees. When staff members are made aware of their unconscious biases, they are 

better able to recognize and address these biases in their interactions with colleagues and clients. 

This leads to improved communication and collaboration within teams, as employees become 

more mindful of the assumptions they may be making about others based on factors such as race, 

gender, age, or socioeconomic status. Ololube (2019) posited that institutions that implement 

unconscious bias training experience significant improvements in team dynamics, as employees 

learn to challenge their preconceived notions and engage with their colleagues more respectfully 

and equitably. Fostering an environment where all employees feel valued and respected, 

unconscious bias training helps to reduce workplace conflict and misunderstandings, thereby 

enabling staff to focus more effectively on their tasks and goals. This improved communication 

and collaboration ultimately lead to higher levels of performance and productivity across the 

organization. 

Additionally, unconscious bias training is crucial for promoting fairness in recruitment, 

promotion, and performance evaluation processes. Biases in these processes can lead to the 

exclusion of qualified candidates or the unequal treatment of employees, which can have a 

detrimental impact on organizational performance. Unconscious gender biases may result in 

women being overlooked for leadership positions, or racial biases may affect the hiring decisions 
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for individuals from minority ethnic groups. Unconscious bias training helps managers and 

decision-makers to critically evaluate their own thought processes and ensures that decisions are 

made based on objective criteria rather than biased perceptions. In Nigeria, where gender, ethnic, 

and religious diversity are prominent in the workforce, the need for fair and unbiased decision-

making is even more pronounced (Okon, 2021; Okoye, 2017).  

Moreover, unconscious bias training fosters an inclusive work environment where 

diversity is embraced, and individuals from different backgrounds can thrive. This is especially 

important in Nigeria, where organizations often comprise employees from diverse ethnic groups, 

religions, and cultural backgrounds. When biases go unaddressed, they can create an 

exclusionary environment where certain groups of employees feel marginalized or undervalued. 

However, unconscious bias training provides employees with the tools to recognize and 

challenge these biases, which leads to a more inclusive organizational culture. As employees feel 

more accepted and respected within their workplace, their motivation and commitment to the 

organization increase, resulting in better performance. Nwosu and Obi (2020) found that 

Nigerian companies that implemented unconscious bias training saw a notable improvement in 

employee engagement and morale, which directly contributed to enhanced productivity and 

overall organizational performance. This demonstrates that addressing unconscious biases is 

essential for creating a work environment where all employees can contribute their best efforts. 

 

The Effect of Bias Awareness on Staff Performance 

 

In the context of this paper, bias awareness refers to the recognition and understanding of 

implicit biases that may unconsciously influence decisions, actions, and interactions in the 

workplace. These biases often stem from stereotypes or preconceived notions formed through 

socialization, and they can affect various organizational processes, including recruitment, 

promotion, and team dynamics. Bias awareness aims to bring these unconscious tendencies to 

the surface, allowing individuals to recognize and mitigate their effects in the workplace. The 

impact of bias awareness on staff performance is significant because it promotes fairness, 

inclusivity, and equality within an organization, all of which contribute to enhanced staff 

productivity and overall organizational success. 

Bias awareness directly influences staff performance by fostering a more inclusive and 

equitable work environment. When employees become conscious of their biases, they are more 

likely to engage with colleagues, subordinates, and clients in a manner that promotes respect and 

inclusivity. A workplace that values diversity and actively seeks to minimize bias-related 

behaviors creates an environment where individuals from different backgrounds feel valued and 

respected. Idowu (2017) stated that awareness of bias in Nigerian institutions leads to improved 

communication, better team collaboration, and reduced workplace conflicts. It enhanced sense of 

respect and fairness encourages employees to be more committed to their work, resulting in 

higher levels of motivation and engagement. Employees feel more included and accepted when 

they are more likely to perform effectively, contributing positively to the overall productivity of 

the organization. 

Furthermore, bias awareness contributes to improved decision-making processes within 

organizations. When biases are left unchecked, they can negatively impact decisions related to 

hiring, promotions, and performance evaluations, which can lead to favoritism or discrimination. 

However, by increasing awareness of these biases, organizations can ensure that decision-

making processes are more objective, fair, and merit-based. Ezeh (2020) argued that 
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organizations that promote bias awareness in decision-making are better able to harness the 

potential of their entire workforce, as decisions are made based on skills and competencies rather 

than stereotypes or prejudices. This leads to the appointment and promotion of the most qualified 

individuals, enhancing the overall performance of the organization. When staff members 

perceive that decisions are made fairly and equitably, they are more likely to trust management 

and feel secure in their roles, which boost morale and productivity. 

Bias awareness also plays significant role in leadership effectiveness, because it directly 

influences staff performance. Leaders who are aware of their biases are better equipped to 

manage diverse teams and create policies that promote equity and inclusivity. Effective 

leadership is essential for motivating staff, resolving conflicts, and guiding the organization 

toward its goals. Bias awareness training enables leaders to recognize the impact of their biases 

on their leadership style and to take steps to ensure that their decisions and actions are fair and 

impartial. This has a direct impact on staff performance, as employees are more likely to be 

productive and engaged when they are led by individuals who value fairness and inclusivity. As 

Adekunle and Ogundele (2019) noted in their study on leadership in Nigerian organizations, bias 

awareness in leadership leads to improved staff performance, as employees are more motivated 

to work in an environment where they feel valued and fairly treated. Bias-aware leaders foster an 

organizational culture that promotes excellence and encourages all employees to contribute their 

best efforts. 

Moreover, the promotion of bias awareness within teams encourages diversity of thought 

and innovation. When biases are present, they can stifle creativity by limiting the contributions 

of individuals from different backgrounds or perspectives. However, raising awareness of these 

biases allows teams to recognize the value of diverse viewpoints and encourages more inclusive 

discussions and decision-making. Nwosu and Obi (2020) found that teams in Nigerian 

organizations that underwent bias awareness training were more likely to embrace diverse ideas, 

leading to increased innovation and creativity. Employees are more willing to share their ideas 

when they believe their contributions will be valued and not dismissed based on stereotypes. 

This diversity of thought enhances problem-solving capabilities and drives organizational 

success. When employees feel their ideas are respected, they are more likely to engage fully in 

their tasks, leading to improved individual and team performance. 

Additionally, bias awareness helps to reduce the occurrence of micro aggressions and 

discriminatory behaviors in the workplace, which can have a detrimental effect on staff 

performance. Micro aggressions are subtle, often unintentional, discriminatory comments or 

actions directed at individuals from marginalized groups. These behaviors can create a hostile 

work environment, leading to feelings of exclusion and decreased morale among affected 

employees. Bias awareness training helps employees recognize these behaviors and provides 

strategies for preventing and addressing them. In Nigerian workplaces, where ethnic, gender, and 

religious diversity is common, bias awareness training is essential for ensuring that all employees 

feel respected and valued. Olayinka (2021) asserted that Nigerian institutions that implement 

bias awareness programs see a reduction in discriminatory behaviors and micro aggressions, 

leading to a more positive work environment. This improvement in the work climate enhances 

staff performance, as employees are more likely to be productive in a setting where they feel 

psychologically safe and supported. 

Bias awareness promotes employee retention and satisfaction, which are key factors in 

maintaining a high-performing workforce. When employees perceive that their workplace is fair 

and inclusive, they are more likely to remain with the organization and contribute to its long-
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term success (Obasi, 2022). High employee turnover can disrupt productivity and lead to 

increased costs related to recruitment and training. However, by addressing biases and fostering 

an inclusive culture, organizations can increase employee satisfaction and loyalty. According to 

Onuoha (2020), Nigerian establishments that promote bias awareness programs have reported 

higher levels of employee retention, as staff members are more likely to stay with an employer 

that demonstrates a commitment to fairness and inclusivity.  

 

Inclusive Leadership and Effective Performance of Staff 

 

Inclusive leadership refers to the practice of engaging all individuals within an organization, 

regardless of their background, by fostering an environment where diversity is valued, and all 

employees feel respected and empowered. It involves creating an atmosphere where everyone‟s 

input is appreciated, and diverse perspectives are actively sought out to drive decision-making 

processes. In this context, inclusive leadership transcends mere tolerance of differences; it seeks 

to actively integrate varied viewpoints, experiences, and ideas into the core functioning of an 

organization. This leadership style is essential for ensuring that all employees are provided with 

the opportunity to contribute meaningfully to the organization‟s goals, ultimately enhancing staff 

performance. In Nigerian organizations, inclusive leadership has become increasingly recognized 

as a crucial factor for improving employee engagement, creativity, and productivity. 

One of the primary ways in which inclusive leadership influences staff performance is 

through the establishment of psychological safety within teams. Psychological safety refers to an 

environment where employees feel secure in sharing their opinions, even if they are 

unconventional, without fear of negative repercussions. Inclusive leaders cultivate this 

environment by actively listening to their employees, promoting open dialogue, and 

demonstrating that diverse perspectives are valuable. Adekunle (2021), Nigerian organizations 

that practice inclusive leadership report higher levels of employee engagement and innovation. 

This is because employees are more likely to share their ideas and take initiative when they 

believe their contributions will be valued and not dismissed. By fostering an environment of 

psychological safety, inclusive leaders create conditions in which employees are more engaged, 

motivated, and committed to achieving the organization's goals. As employees feel more 

empowered to express their ideas and collaborate with others, their overall performance 

improves, leading to greater organizational success. 

Furthermore, inclusive leadership directly impacts staff performance by reducing biases 

and promoting equity in decision-making processes. In many organizations, unconscious biases 

can hinder the performance of certain groups of employees by limiting their opportunities for 

advancement or recognition. However, inclusive leaders are aware of these biases and actively 

work to mitigate their effects by ensuring that all employees are evaluated based on their skills, 

competencies, and contributions, rather than stereotypes or prejudices. In the Nigerian context, 

where organizations are often characterized by ethnic, gender, and socio-economic diversity, 

inclusive leadership is particularly important for ensuring that all employees have equal access to 

opportunities and resources. Ezeh (2019) argued that inclusive leadership in Nigerian firms leads 

to a more equitable distribution of resources and opportunities, which enhances the overall 

performance of the workforce.  

Inclusive leadership also fosters collaboration and teamwork, which are essential for 

enhancing staff performance. The collaborative approach allows teams to leverage diverse 

perspectives and ideas, leading to more innovative solutions and better decision-making 
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processes. According to Ololube (2024), institutions that emphasize inclusive leadership 

experience higher levels of team cohesion and collaboration, as employees feel more 

comfortable working together and sharing their knowledge. This collaborative environment leads 

to improved problem-solving and creativity, as teams are able to draw on a wider range of ideas 

and experiences to address challenges. As a result, staff performance is enhanced because 

employees are more likely to be engaged, motivated, and productive in a workplace that values 

collaboration and inclusivity. 

Moreover, inclusive leadership has a significant impact on employee retention and job 

satisfaction, both of which are closely linked to staff performance. Employees are more likely to 

stay with an organization where they feel valued, respected, and included. High turnover rates 

can disrupt productivity and lead to increased costs related to recruitment, training, and lost 

expertise. However, organizations led by inclusive leaders tend to experience lower turnover 

rates, as employees are more satisfied with their work environment and feel a sense of belonging. 

In a study conducted by Onuoha (2020), it was found that Nigerian organizations with inclusive 

leadership practices had higher levels of employee retention and job satisfaction compared to 

those with more hierarchical or exclusionary leadership styles. Employees who feel included and 

valued are more likely to remain with the organization and contribute to its long-term success. 

This, in turn, enhances staff performance, as retained employees continue to bring their skills, 

experience, and institutional knowledge to the organization, reducing the need for constant 

recruitment and training. 

In addition, inclusive leadership encourages the development of a diverse talent pool, 

which is crucial for enhancing staff performance. The diversity within the workforce enhances 

organization‟s ability to adapt to changing market conditions, innovate, and respond to 

challenges. Adeoye and Idowu (2021) emphasized that inclusive leadership in Nigerian 

organizations helps to attract and retain top talent from different ethnic, gender, and socio-

economic backgrounds. When employees see that their organization values diversity and 

inclusivity, they are more likely to feel motivated to perform at their best, knowing that their 

contributions will be appreciated and recognized. This not only enhances individual performance 

but also contributes to the overall success and competitiveness of the organization. 

 

METHODOLOGY  

 

The study employed a correlational research design, which was considered appropriate for 

examining the relationship between variables by collecting data directly from a defined 

population at a specific point in time. This design enabled the researcher to determine, describe, 

and interpret the extent of the relationship between the identified variables without manipulating 

them. 

The population of the study consisted of 3,394 academic staff drawn from three public 

universities in Rivers State: University of Port Harcourt (UNIPORT) with 1,416 staff, Rivers 

State University (RSU) with 1,585 staff, and Ignatius Ajuru University of Education (IAUE), 

Rumuolumeni, with 393 staff (see Appendix). From this population, a sample of 679 academic 

staff representing 20% of the total population was selected using a stratified random sampling 

technique to ensure adequate representation from each university. 

Data were gathered using two self-structured instruments titled “Unconscious Bias 

Training and Inclusive Leadership Questionnaire (UBILQ)” and “Effective Staff Performance 

Questionnaire (ESPQ).” The questionnaire comprised three sections (A, B, and C): Section „A‟ 



630 
 

elicited respondents‟ demographic information; Section „B‟ contained 10 items addressing the 

research questions; while Section „C‟ focused on items measuring staff performance. Responses 

were rated on a four-point Likert scale: Very High Extent (VHE = 4 points), High Extent (HE = 

3 points), Low Extent (LE = 2 points), and Very Low Extent (VLE = 1 point). 

The instrument underwent validation by the researcher‟s supervisor and two experts from 

the Department of Measurement and Evaluation, Guidance and Counselling, Ignatius Ajuru 

University of Education, Port Harcourt. The experts evaluated the items for clarity, relevance, 

suitability, and comprehensiveness, and their corrections and suggestions were incorporated to 

enhance the instrument‟s validity. 

To determine the reliability of the instrument, the test-retest method was applied using a 

group of 20 academic staff from the study population who were not part of the main sample. The 

Pearson Product Moment Correlation (PPMC) analysis yielded reliability coefficients of 0.890 

and .780, indicating satisfactory internal consistency. 

The researcher, assisted by two trained research aides, administered the questionnaires 

personally to the selected respondents. Adequate guidance was provided to ensure proper 

completion, and all administered copies were retrieved immediately to ensure a high response 

rate. Out of the 679 questionnaires distributed, 677 were correctly completed and retrieved, 

representing a 98% return rate. 

For data analysis, the Pearson Product Moment Correlation Coefficient (PPMC) was 

employed to answer the research questions and test the null hypotheses at the .05 level of 

significance, using the Statistical Package for the Social Sciences (SPSS) version 28. 

 

RESULTS  

 

Answer to Research Questions  

 

Research Question One: what is the extent of relationship between workforce diversity of 

unconscious bias training and effective staff performance in public universities in Rivers State? 

 

Table 1: Summary of Pearson correlation on the extent of relationship between workforce 

diversity of unconscious bias training and effective staff performance in public universities in 

Rivers State 

 

Variables Mean  SD N R Remark 

Unconscious Bias Training  3.098 .93 677 .098 weak 

Effective Staff Performance 3.223 .66 

 

The first research question was aimed to explore the relationship between workforce diversity of 

unconscious bias training and the effective staff performance in public universities in Rivers 

State. The analysis employed Pearson correlation to quantify the extent of the relationship 

between workforce diversity of unconscious bias training and effective staff performance in 

public universities in Rivers State. The results in table 4 above shows that the average score (x̅)  

workforce diversity of unconscious bias training in public universities in Rivers State was 

determined to be 3.098, with a standard deviation (SD) of .93. Correspondingly, the average 

score for effective staff performance was 3.223, with a standard deviation of .66. The Pearson 

correlation coefficient (r) between workforce diversity of unconscious bias training and 

effective staff performance was computed to be .098. The correlation coefficient of .098 
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suggests a weak positive correlation between workforce diversity of unconscious bias training 

and effective staff performance in public universities in Rivers State.  

 

Research Question Two: what is the extent of relationship between workforce diversity of 

inclusive leadership and effective staff performance in public universities in Rivers State? 

 

Table 2: Summary of Pearson correlation on the extent of relationship between workforce 

diversity of inclusive leadership and effective staff performance in public universities in Rivers 

State 

 

Variables Mean  SD N R Remark 

Workforce Diversity of Inclusive Leadership 3.39 .39 677 .039 Weak 

Effective Staff Performance  3.22 .66 

 

The second research question aimed to investigate the relationship between workforce diversity 

of inclusive leadership and effective staff performance in public universities in Rivers State. The 

analysis utilized Pearson correlation to quantify the extent of the relationship, and the results in 

table 5 above shows that the average score (x̅) for workforce diversity of inclusive leadership 

was found to be 3.39, with a standard deviation (SD) of .39. In comparison, the average score for 

effective staff performance was 3.22, with a standard deviation of .66. The Pearson correlation 

coefficient (r) workforce diversity of inclusive leadership and effective staff performance was 

computed to be .039. The correlation coefficient of .039 suggests a weak positive correlation 

between workforce diversity of inclusive leadership and effective staff performance in public 

universities in Rivers State. 

 

Test of Hypotheses  

 

H01: There is no significant relationship between unconscious bias training and effective staff 

performance in public universities in Rivers State. 

 

Table 3: Correlation between unconscious bias training and effective staff performance in public 

universities in Rivers State 

 
 Unconscious Bias 

Training 

Effective Staff 

Performance 

Unconscious Bias Training Pearson Correlation 1 .098 

Sig. (2-tailed)  .163 

N 677 677 

Effective Staff Performance Pearson Correlation .098 1 

Sig. (2-tailed) .163  

N 677 677 

 

The correlation analysis, as presented in Table 3, provides insights into the association between 

these two variables. The Pearson correlation coefficient between unconscious bias training and 

effective staff performance in public universities in Rivers State is reported as .098. The 

corresponding p-value (Sig. or significance level) is .163 for both variables. In statistical terms, 

the p-value is used to assess the evidence against the null hypothesis. With a p-value of .163, 

which is above the common significance threshold of .05, the typical interpretation would be to 
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fail to reject the null hypothesis. This suggests that, based on the data at hand, there is 

insufficient evidence to claim a significant relationship between unconscious bias training and 

effective staff performance in public universities in Rivers State. 

 

H02: There is no significant relationship between inclusive leadership and effective staff 

performance in public universities in Rivers State. 

 

Table 4:  Correlation between inclusive leadership and effective staff performance in public 

universities in Rivers State 

 
  Inclusive Leadership  Effective Staff Performance  

 Inclusive Leadership  Pearson Correlation 1 .039 

Sig. (2-tailed)  .583 

N 677 677 

Effective Staff 

Performance  

Pearson Correlation .039 1 

Sig. (2-tailed) .583  

N 677 677 

 

The correlation analysis, outlined in Table 4, provides information on the association between 

these two variables. The Pearson correlation coefficient between inclusive leadership and 

effective staff performance in public universities in Rivers State is reported as .039. The 

corresponding p-value (Sig. or significance level) is .583 for both variables. In statistical terms, 

the p-value is used to evaluate the evidence against the null hypothesis. With a p-value of .583, 

which is notably above the common significance threshold of .05, the typical interpretation 

would be to fail to reject the null hypothesis. This suggests that, based on the data available, 

there is insufficient evidence to claim a significant relationship between inclusive leadership and 

effective staff performance in public universities in Rivers State. 

 

DISCUSSION   

 

Unconscious Bias Training and Effective Performance of Staff 

 

Research question one aimed to investigate the relationship between Unconscious Bias Training 

and Effective Performance of Staff. This Findings showed a weak positive correlation (r = .098) 

was found between Unconscious Bias Training and Effective Performance of Staff.  Findings 

from the corresponding hypothesis showed that the analysis did not provide strong statistical 

evidence to reject the null hypothesis, this suggesting that there was no significant relationship 

between unconscious bias training and effective performance of staff. One relevant literature 

point that resonates with the present findings is the work of Ololube (2017) who asserted that 

unconscious bias training has emerged as an important tool for promoting inclusivity and 

improving staff performance in contemporary work environments. Unconscious biases are 

automatic and often unintentional judgment that people make based on stereotypes or social 

conditioning, and these biases can influence decision-making and behavior without individuals 

being aware of it. In the workplace, these biases can manifest in hiring practices, promotion 

decisions, team dynamics, and even in day-to-day interactions. Unconscious bias training seeks 

to address these issues by raising awareness of the biases that may affect professional behavior 

and providing strategies for mitigating their impact. The ultimate goal of such training is to 
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create a more equitable and inclusive work environment, which in turn enhances the performance 

and effectiveness of staff members. In Nigeria, where workplaces are becoming increasingly 

diverse, unconscious bias training plays a critical role in ensuring that organizations can fully 

leverage the potential of their diverse workforce while fostering collaboration, innovation, and 

productivity (Ololube, 2019). 

Unconscious bias training enhances staff performance by promoting self-awareness 

among employees. When staff members are made aware of their unconscious biases, they are 

better able to recognize and address these biases in their interactions with colleagues and clients. 

This leads to improved communication and collaboration within teams, as employees become 

more mindful of the assumptions they may be making about others based on factors such as race, 

gender, age, or socio-economic status. Okon (2021) and Okoye (2017) posited that organizations 

that have implemented unconscious bias training have seen significant improvements in team 

dynamics, as employees learn to challenge their preconceived notions and engage with their 

colleagues more respectfully and equitably. Fostering an environment where all employees feel 

valued and respected, unconscious bias training helps to reduce workplace conflict and 

misunderstandings, thereby enabling staff to focus more effectively on their tasks and goals. This 

improved communication and collaboration ultimately lead to higher levels of performance and 

productivity across the organization. 

Additionally, unconscious bias training is crucial for promoting fairness in recruitment, 

promotion, and performance evaluation processes. Biases in these processes can lead to the 

exclusion of qualified candidates or the unequal treatment of employees, which can have a 

detrimental impact on organizational performance. Unconscious gender biases may result in 

women being overlooked for leadership positions, or racial biases may affect the hiring decisions 

for individuals from minority ethnic groups. Unconscious bias training helps managers and 

decision-makers to critically evaluate their own thought processes and ensures that decisions are 

made based on objective criteria rather than biased perceptions. In Nigeria, where gender, ethnic, 

and religious diversity are prominent in the workforce, the need for fair and unbiased decision-

making is even more pronounced (Nwusu & Obi, 2020).  

 

Inclusive Leadership and Effective Performance of Staff 

 

Research question two aimed to investigate the relationship between Inclusive Leadership and 

Effective Performance of Staff. This Findings showed a weak positive correlation (r = 0.039 was 

found between Inclusive Leadership and Effective Performance of Staff.  Findings from the 

corresponding hypothesis showed that the analysis did not provide strong statistical evidence to 

reject the null hypothesis, this suggesting that there was no significant relationship between 

Inclusive Leadership and Effective Performance of Staff. One relevant literature point that 

resonates with the present findings is the work of  Adekunle (2021),  who posited  that Inclusive 

leadership refers to the practice of engaging all individuals within an organization, regardless of 

their background, by fostering an environment where diversity is valued, and all employees feel 

respected and empowered. It involves creating an atmosphere where everyone‟s input is 

appreciated, and diverse perspectives are actively sought out to drive decision-making processes. 

In this context, inclusive leadership transcends mere tolerance of differences; it seeks to actively 

integrate varied viewpoints, experiences, and ideas into the core functioning of an organization. 

This leadership style is essential for ensuring that all employees are provided with the 

opportunity to contribute meaningfully to the organization‟s goals, ultimately enhancing staff 
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performance. In Nigerian organizations, inclusive leadership has become increasingly recognized 

as a crucial factor for improving employee engagement, creativity, and productivity. 

Equallym Adekunle (2021) found that Nigerian institutions that practice inclusive 

leadership report higher levels of employee engagement and innovation. This is because 

employees are more likely to share their ideas and take initiative when they believe their 

contributions will be valued and not dismissed. In the same vein, Ezeh (2020) argued that 

inclusive leadership in Nigerian firms leads to a more equitable distribution of resources and 

opportunities, which enhances the overall performance of the workforce. Inclusive leadership 

also fosters collaboration and teamwork, which are essential for enhancing staff performance. 

According to Ololube (2024), institutions that emphasize inclusive leadership experience higher 

levels of team cohesion and collaboration, as employees feel more comfortable working together 

and sharing their knowledge. This collaborative environment leads to improved problem-solving 

and creativity, as teams are able to draw on a wider range of ideas and experiences to address 

challenges. As a result, staff performance is enhanced, as employees are more likely to be 

engaged, motivated, and productive in a workplace that values collaboration and inclusivity. 

In a study conducted by Onuoha (2020), it was found that Nigerian organizations with 

inclusive leadership practices had higher levels of employee retention and job satisfaction 

compared to those with more hierarchical or exclusionary leadership styles. Employees who feel 

included and valued are more likely to remain with the organization and contribute to its long-

term success. This, in turn, enhances staff performance, as retained employees continue to bring 

their skills, experience, and institutional knowledge to the organization, reducing the need for 

constant recruitment and training. 

In a similar study, Adeoye and Idowu (2021) emphasized that inclusive leadership in 

Nigerian institutions help to attract and retain top talent from different ethnic, gender, and socio-

economic backgrounds. When employees recognize that their institutions value diversity and 

inclusivity, they are more likely to feel motivated to perform at their best, knowing that their 

contributions will be appreciated and recognized. This not only enhances individual performance 

but also contributes to the overall success and competitiveness of the organization. 

 

CONCLUSION 

 

This study investigated unconscious bias training and inclusive leadership as correlates of 

effective staff performance in public universities in Rivers State. The findings underscore the 

importance of addressing hidden biases and promoting inclusive leadership practices to enhance 

organizational productivity and fairness. Unconscious bias training was identified as a vital tool 

for raising awareness, reducing discriminatory practices, and improving interpersonal 

relationships among academic staff. Similarly, inclusive leadership was shown to foster a 

supportive work environment that values diversity, equity, and collaboration, which are key 

elements for improving staff motivation and institutional performance. 

The study concludes that when university leaders actively embrace inclusivity and ensure 

continuous bias awareness training, staff are more likely to experience higher job satisfaction, 

commitment, and engagement. This leads to improved teaching, research, and administrative 

outcomes, ultimately strengthening institutional effectiveness. Therefore, university management 

must prioritize policies that promote equity, openness, and participation in all administrative 

processes. Public universities in Rivers State can build a culture of trust, respect, and collective 

responsibility ensuring sustainable staff performance and contributing to the overall 
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advancement of Nigeria‟s higher education system by institutionalizing unconscious bias training 

and cultivating inclusive leadership behaviours. 

 

Recommendations 

 

The following recommendations are made on account of the findings of the study: 

 

 Universities management should be conscious in carrying out their duties so as to make 

effective management. 

 Recruitment of staff in public universities should be on standard based policy. 
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