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ABSTRACT 

The objective of this study is to examine cultural management at the University of The Gambia (UTG), 
focusing on institutional policies, management practices, and employees’ perceptions. The research 
explores how cultural diversity is understood within a higher education context and identifies both its 
challenges and benefits. A qualitative research design was employed to gain a deeper understanding of 
how cultural diversity is managed at UTG. Data were collected through semi-structured interviews and 
open-ended questions administered to administrative and academic staff. Thematic analysis was used to 
analyze the data and identify key themes related to cultural diversity and its management.The findings 
reveal that UTG has a culturally diverse workforce in terms of gender, age, educational background, and 
work experience. Cultural diversity was found to positively contribute to institutional effectiveness by 
enhancing problem-solving, creativity, decision-making, and cooperation among employees. However, 
several challenges were also identified, including language barriers, limited awareness of diversity-related 
policies, and discrepancies between management intentions and employees’ perceptions.The study 
highlights the need for improved communication, inclusive institutional policies, stronger human resource 
management practices, continuous training, and increased awareness of diversity management. These 
measures are essential for effectively managing cultural diversity in higher education institutions. This 
research contributes to the limited qualitative studies on cultural diversity management in higher education 
in The Gambia and provides practical insights for university administrators, stakeholders, and 
policymakers. 

Keywords: culture diversity; diversity management; university of the Gambia; higher education institution; 
human resource; institutional policies; employee perceptions  
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1. INTRODUCTION 

Globalization, labour mobility, and demographic change have set cultural diversity to become a 
more pronounced characteristic of modern organizations (Shi & Yang, 2025). The institutions of higher 
learning especially, present a multicultural setting where people of other cultural, ethnic, religious, and 
socio-economic backgrounds will interact daily. Universities are not merely learning institutions but also 
multifaceted workplaces demanding proper management of diversity to ensure institutional harmony, 
productivity in employees and organizational performance (Gross-Gołacka, 2025). The Gambia, being a 
developing country, has further contributed to the heterogeneity in cultural context within the universities 
due to the growth in population, internationalization of education and increased access to higher 
education. The University of The Gambia (UTG) being the premier state university in the country offers 
this diversity in the academic and administrative staff, and therefore, cultural diversity management is an 
important institutional issue 

The current research literature has high recognition that cultural diversity has the potential of being 
a strategic asset when managed effectively since it increases creativity, innovation, problem-solving, and 
decision-making in organizations. (Gardezi et al., 2025) The research in higher education and in 
organization contexts indicates that an inclusive diversity management practice has a positive impact on 
employee engagement, the effectiveness of the institutions, as well as social cohesion (Liu et al., 2025). 
Nevertheless, there are also research findings showing that certain issues remain, such as a lack of 
communication, poor diversity programs, weak awareness, and discrepancies between the intentions of 
the management and the experiences of the employees. There is a considerable amount of literature on 
diversity management across the world, but majority of these research have been in the Western or Asian 
setting and are mostly quantitative. A significant gap in terms of qualitative and context-specific study on 
the topic of cultural diversity management in institutions of higher learning in West Africa, specifically 
The Gambia, is present (Ketemaw et al., 2024). This is a limitation to a holistic understanding of how 
cultural diversity is experienced, managed and as a perception of employees in such a distinctive 
institutional and socio-cultural setting (Deepak & Perwez, 2023). 

This study aims to analyse how cultural diversity is managed in the University of The Gambia in 
terms of institutional policies, management practices and perceptions of the employees. Particularly, the 
research aims to comprehend the way in which cultural diversity is conceptualized in the university, what 
benefits it has on the performance of the institution, and what are the challenges of managing such 
diversity. Qualitative methodology is chosen to conduct the study as it will seek to give insights on the 
lived experiences of academic and administrative personnel and to offer empirical data, which can be 
utilized to implement more inclusive and efficient diversity management strategies in higher education 
institutions. 

Using these objectives, the study will answer the following research questions: How does cultural 
diversity manifest among academic and administrative employees of the University of The Gambia? What 
do we perceive cultural diversity to bring to the performance and effectiveness of an institution at the 
workplace? What is the deal with the University of The Gambia and its policies and practices in regard to 
managing cultural diversity? What are some of the challenges that impede successful cultural diversity 
management in the institution? Understanding the answers to these questions will contribute to the 
explanation of where diversity management is currently standing at the UTG and what the practical 
implications of such an answer are to institutional leaders and policy makers who would like to promote 
inclusive and equitable university settings. 

 
2. METHODOLOGY 

The research design that was used in this study was qualitative research design to acquire an in-
depth insight of cultural diversity management practices in the University of The Gambia (UTG). It was 
decided to use a qualitative approach as it is the opportunity to explore the lived experience, perceptions 
and interpretations of the participants in terms of cultural diversity in a natural institutional environment. 
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The study was carried out in the Kanifing campus of the UTG, where the headquarters of the university 
and a large percentage of the academic faculty is found. The data was gathered among the academic and 
administrative employees who became the focus of purposive selection because of their job, experience, 
and direct engagement with the processes in the institutions. Semi-structured interviews and open-ended 
questions were used to collect primary data, which allowed participants to share their opinions on cultural 
diversity, management practices, and other issues associated with them freely and allowed the researcher 
to inquire about the emerging issues.  

Moreover, secondary data were also gathered by conducting a review of institutional documents, 
reports, and official publications, and scholarly literature on cultural diversity management in higher 
education. Interviews were all done professionally and ethically and the consent of participants was taken 
and their confidentiality assured. Thematic analysis was used to analyse the collected qualitative data and 
the method included systematic transcription of the information, reading the information repeatedly, 
coding and identification of similar themes and sub-themes and their correspondence to the objectives of 
the study. This analytic process helped to identify patterns, meaning and correlation of cultural diversity 
management practices at UTG. The results were then discussed within the context of existing theoretical 
considerations and empirical research so that analytical rigor and credibility is achieved. In general, the 
qualitative methodology allowed developing a holistic and context-aware study of the management of 
cultural diversity in the University of The Gambia.  

3. RESULT AND DISCUSSION 
 

3.1. The Gambia University Culture Diversity.  
At the University of The Gambia, the findings of the research show that the institution is culturally 

diverse among its workforce. According to the respondents, several aspects contribute to this diversity, 
including gender, age, level of education, work experience, ethnicity, religion, and language. These factors 
reflect the multicultural composition of the university environment and illustrate how individuals from 
different cultural and social backgrounds come together within the institution (Yabou & Nyoni, 2025). 

Both administrative and academic staff expressed the view that the recruitment of individuals from 
diverse cultural and social backgrounds is an important feature of the University of The Gambia. This 
diversity not only reflects the multicultural nature of Gambian society but also highlights the role of higher 
education institutions in representing and accommodating that diversity within their organizational 
structure (Hassan, 2025; Yabou & Nyoni, 2025). As a result, the university environment becomes a space 
where individuals with different identities, perspectives, and experiences interact within the same 
institutional setting. 

Furthermore, respondents emphasized that the culture of the University of The Gambia is shaped 
through everyday interactions among staff members. Cultural dynamics emerge through routine activities 
such as meetings, teamwork, and administrative processes. These interactions encourage collaboration 
among employees from different backgrounds and gradually create a shared institutional culture. 
Consequently, working with colleagues from diverse cultural backgrounds has become a common and 
necessary aspect of professional life within the university (Martins, 2025). 

 
3.2. The Contribution of Cultural Diversity to Institutional Performance. 

The findings revealed that cultural diversity has a positive influence on various activities conducted 
at the University of The Gambia (Özen & Polat, 2024). According to the respondents, diversity contributes 
to higher levels of creativity, innovation, and problem-solving within departments (Kitimbo & Kumah, 
2024). Differences in perspectives during decision-making processes were also considered beneficial, as 
employees from diverse cultural backgrounds bring varied experiences and ideas to discussions concerning 
organizational issues (Gholidoust, 2024). This diversity of viewpoints enables the institution to approach 
challenges from multiple angles and develop more effective solutions. 

Furthermore, many respondents emphasized that cultural diversity encourages collaboration and 
continuous learning among staff members. Employees reported that interacting with colleagues from 
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different cultural backgrounds allows them to gain new perspectives and alternative approaches to 
resolving work-related problems. These interactions foster mutual understanding, strengthen teamwork, 
and contribute positively to overall organizational performance. As a result, cultural diversity not only 
enriches the working environment but also supports institutional effectiveness through improved 
cooperation and knowledge exchange (Martins, 2025; Yousef, 2024). 

 
3.3. Management Culture Diversity Practices and Policies. 

The analysis found that the University of The Gambia (UTG) implements several policies and 
practices that indirectly support cultural diversity, particularly through principles of non-discrimination in 
employment and the promotion of equal opportunity values within its organizational framework. These 
practices demonstrate that the institution recognizes the importance of fairness, inclusiveness, and 
equitable treatment among its workforce. Such principles are reflected in recruitment processes, staff 
interactions, and general workplace norms that aim to provide equal opportunities for employees 
regardless of their cultural background. However, most interviewees noted that formal policies specifically 
addressing cultural diversity management are not clearly communicated or systematically implemented 
within the institution (Altıparmak Cengiz et al., 2025). 

Although the institution appears to acknowledge the importance of diversity, many employees 
expressed uncertainty regarding the existence of explicit guidelines or institutional frameworks related to 
diversity management. Several respondents indicated that while values such as equality and non-
discrimination are widely understood, these principles are often applied in a general sense rather than 
through structured diversity management programs. As a result, employees may recognize the presence of 
diversity within the institution but lack clear institutional direction on how cultural differences should be 
managed, supported, or integrated into daily organizational practices. 

Several respondents also mentioned that, although the management is generally accommodating 
toward diversity, the implementation of diversity-related practices is not consistent across departments. In 
some cases, the approach to managing diversity depends largely on the attitudes and leadership styles of 
individual managers rather than on clearly established institutional guidelines. Departments led by 
managers who are more aware of cultural differences may adopt more inclusive practices, while others 
may not prioritize diversity management to the same extent. This inconsistency creates variations in 
employee experiences and may affect how effectively diversity is managed within the university 
environment. 

As a result, diversity-related initiatives tend to remain informal and lack structured programs or 
standardized procedures that could support long-term institutional development. The absence of formal 
training, monitoring mechanisms, and clearly defined diversity policies limits the university’s ability to fully 
integrate cultural diversity into its organizational strategy. This situation indicates that stronger institutional 
policies, clearer communication, and more systematic implementation are necessary to ensure that cultural 
diversity management is applied consistently throughout the university and contributes effectively to 
organizational inclusiveness and performance (Burnett & Aguinis, 2024). 

 
3.4. Issues with Cultural Diversity Management. 

The findings indicated that cultural diversity management at the University of The Gambia (UTG) 
faces several challenges that affect the effectiveness of workplace interactions and collaboration 
(Fitzpatrick, 2022). One of the most significant issues identified by respondents is language differences 
among staff members. In some situations, these language barriers create misunderstandings in 
communication and make cooperation between employees more difficult, particularly when individuals 
come from different linguistic and cultural backgrounds (Worakittikul et al., 2025). As a result, 
communication gaps may slow down decision-making processes and reduce the efficiency of teamwork 
within the institution. 

Participants also highlighted the limited awareness of diversity-related policies within the 
university. Many staff members indicated that there are few formal initiatives or structured training 
programs that focus on cultural diversity management. The absence of regular training and institutional 
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guidance means that employees may not fully understand how to navigate cultural differences in 
professional settings, which can affect workplace harmony and inclusiveness (Knoppers et al., 2022). 

In addition, one respondent pointed out concerns related to perceptions of nepotism and a lack 
of consistent understanding of cultural values among staff members. These perceptions may create tension 
or feelings of unfairness within the workplace when individuals believe that certain groups are favored or 
that cultural differences are not adequately respected. Such situations can lead to strained professional 
relationships and misunderstandings if they are not addressed through clearer policies, transparent 
management practices, and stronger institutional commitment to diversity management (Kanya & Johan, 
2025). 

4. DISCUSSION 

The paper has concluded that one of the most conspicuous aspects in the University of The 
Gambia is the cultural diversity and this has been in agreement with the previous paper where the trend 
in the cultural diversity is growing in the higher institutions in the purposes of the globalization and the 
workforce movements (Dukmak et al., 2025). The perception regarding the idea of the university as a 
multicultural environment is not widespread in the sense of the diversity of ages, gender, educational level, 
and experience (Dombrovskaia et al., 2024). The advantages of the cultural diversity debated in the present 
paper, in as far as they enhance the creativity, the decision-making process, and the teamwork process, 
adhere to the modern position of the field. Based on this position, the workforce diversity is linked with 
innovation and performance within an organization (Camacho & Garcês, 2022; Chung & Koo, 2023).  

This shows the miracles the UTG is experiencing in the way its diverse workforce is bringing its 
success and effectiveness. Meanwhile, though, the current paper demonstrates that the UTG is not yet fit, 
as far as the intentions behind the cultural diversity and the image of the employees out of the same could 
be viewed as not yet fit in terms of the actualization in terms of communication (Weaver et al., 2025). This 
is used to affirm the existence of previous research work that determined the diversity management and 
its effectiveness is not only influenced by the presence and absence of policies, but also their level of 
understanding and implementation among the employees (Genkova & Schreiber, 2022). According to 
these hurdles of language barriers and the ignorance of diversity, not only indicate that UTG is at the 
infantile stages of cultural diversity implementation but also affirm and propose that these hurdles are yet 
to be eliminated to allow the hurdles of diversity to be mitigated. It further implies that the findings 
determine the significance of diversity training and administration involvement on means and ways of 
diversity and inclusiveness (Özen & Polat, 2024; Vitto, 2024). It can be argued that the cultural diversity 
of UTG is, and can be an enormous asset, yet it involves certain institutional actions to handle. The 
performance of UTG can be boosted only in the situations when it can boost the sense of belonging and 
witnessing to the inclusive administration of its employees (Eshete & Birbirssa, 2024; Wilson & Adderley, 
2025). 

 
5. CONCLUSION  

This research paper analysed the management of cultural diversity within the University of The 
Gambia by examining institutional practices, employee perceptions, and the various challenges associated 
with managing a culturally diverse workforce in a higher education environment. The findings indicate 
that UTG represents a highly diverse institutional setting characterized by differences in gender, age, 
educational background, work experience, ethnicity, religion, and language among its employees. Such 
diversity contributes positively to the overall performance of the institution, particularly by enhancing 
creativity, improving problem-solving capabilities, strengthening decision-making processes, and 
encouraging cooperation among staff members from different cultural backgrounds. The presence of 
varied perspectives and experiences allows the institution to approach academic and administrative 
challenges from multiple viewpoints, which ultimately supports institutional development and innovation 
within the university environment. 
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Despite these benefits, the study also highlights several significant challenges that arise in the 
process of managing cultural diversity. Among the most prominent issues identified are language barriers 
that sometimes hinder effective communication among staff members, limited awareness and 
understanding of diversity-related policies within the institution, and the absence of structured or formal 
diversity training programs designed to improve intercultural competence among employees. In addition, 
the research identifies discrepancies between the diversity management intentions expressed by 
institutional leadership and the actual experiences of employees in the workplace. These gaps indicate that 
although diversity is recognized as an important value within the university, its practical implementation 
in daily institutional practices has not yet been fully optimized. 

These challenges limit the ability of the institution to fully harness the potential advantages of 
cultural diversity. As a result, the study concludes that cultural diversity, while inherently beneficial, 
requires deliberate, inclusive, and well-implemented management strategies in order to be effectively 
utilized within higher education institutions. The paper emphasizes the importance of strengthening 
human resource management practices, particularly those related to recruitment, training, and employee 
development, in order to ensure that diversity is managed in a structured and supportive manner. 
Furthermore, the institutionalization of clear diversity policies, continuous diversity awareness and 
sensitivity training, and the promotion of open and transparent communication among staff members are 
identified as crucial steps toward improving equity, inclusion, and employee engagement within the 
university environment. 

Ultimately, this study contributes to the relatively limited body of academic literature concerning 
cultural diversity management in higher education institutions in The Gambia. By providing empirical 
insights into the institutional realities of diversity within UTG, the research offers valuable practical 
implications for university leaders, administrators, and policymakers who seek to create inclusive academic 
environments that are both equitable and high performing. The findings also highlight the broader 
importance of strategic diversity management in higher education systems, particularly in multicultural 
institutional contexts where effective collaboration among individuals from diverse cultural backgrounds 
is essential for achieving institutional excellence and sustainable organizational development. 
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