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ABSTRACT

Original Research Article

Migration, workforce diversity, digital transformation, and organizational
sustainability are increasingly connected in emerging economies. As workers
move across regions, borders, and sectors, organizations are becoming more
ethnically, culturally, and digitally complex. This article examines how migration-
driven workforce diversity and digital inclusion shape organizational
sustainability, using Nigeria as an anchor case within a wider global context.
Drawing on a qualitative desk-based review of migration literature, diversity
management theory, organizational sustainability research, and selected studies on
digital finance and artificial intelligence, the article argues that workforce mobility
can strengthen organizations by expanding talent pools, improving innovation,
increasing market reach, and supporting resilience. However, these benefits
depend on inclusive governance. In contexts where recruitment, promotion,
financial access, and digital systems are shaped by exclusion, diversity may
reproduce inequality rather than reduce it. The article contributes to global debates
by showing that organizational sustainability in emerging economies is no longer
only a matter of profitability or institutional survival. It also depends on how
organizations manage ethnic diversity, migrant inclusion, digital access, financial
participation, and trust. The paper proposes an integrated framework linking
workforce mobility, diversity governance, digital inclusion, and sustainable
organizational performance.

Keywords: migration; workforce diversity; digital inclusion; organizational
sustainability; emerging economies; Nigeria; financial inclusion; artificial
intelligence.

1. INTRODUCTION At the

Migration is changing the structure of work

across the world. People move within countries, across universities,
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same time, organizations are

experiencing rapid digital transformation. Banks,
non-governmental

organizations,

borders, between rural and urban areas, and across
sectors. Some move voluntarily in search of education,
jobs, trade, and professional growth. Others move
because of conflict, climate pressure, poverty, political
instability, or insecurity. These movements are reshaping
organizations.

In many emerging economies, migration does
not only affect national borders. It affects everyday
workplaces. Migrants become employees, entrepreneurs,
students, customers, informal workers, digital platform
users, and small business owners. Their presence
changes labour markets, organizational cultures,
customer relations, and leadership patterns.

technology firms, and public institutions increasingly
rely on digital platforms, artificial intelligence, mobile
money, digital identity systems, and data-driven
decision-making. These technologies can improve
efficiency and inclusion. But they can also exclude
people who lack documentation, digital literacy, credit
history, internet access, or institutional trust.

This article examines the relationship between
migration-driven workforce diversity, digital inclusion,
and organizational sustainability. It uses Nigeria as an
anchor case while situating the discussion within wider
global debates on emerging economies. Nigeria is a
useful case because it combines several important
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features: high internal migration, cross-border mobility
within West Africa, ethnic diversity, insecurity-induced
displacement, a growing digital economy, and expanding
financial technology systems.

The central argument is that organizational
sustainability in emerging economies now depends on
more than financial performance. It also depends on how
organizations manage diversity, inclusion, mobility,
digital access, and trust. Organizations that fail to include
mobile and diverse populations may lose talent,
legitimacy, and market relevance. Organizations that
manage diversity and digital transformation fairly may
become more innovative, resilient, and socially trusted.

2. RESEARCH OBJECTIVES
The article has four objectives:

1. To examine how migration-driven workforce
diversity affects organizational sustainability in
emerging economies.

2. To analyze how digital inclusion and digital
finance shape the participation of migrants,
mobile workers, SMEs, and underrepresented
groups.

3. To use Nigeria as an anchor case for
understanding wider Global South
organizational challenges.

4. To propose an integrated framework linking
migration, diversity governance, digital
inclusion, and sustainable organizational
performance.

3. RESEARCH QUESTIONS
The article is guided by the following questions:
1. How does migration-driven diversity reshape
organizations in emerging economies?
2. How do digital systems either include or
exclude migrant and diverse workers?
3. What lessons does Nigeria offer for other
emerging economies?
4. How can organizations build sustainability
through inclusive workforce and digital
governance?

4. METHODOLOGY

This article adopts a qualitative integrative
review methodology. An integrative review is suitable
because the paper brings together literature from
different but connected fields: migration studies, ethnic
diversity, organizational sustainability, digital finance,
artificial intelligence, financial inclusion, and emerging
economy governance.

The method involves four steps.

First, the article reviews academic literature on
migration, diversity management, inclusion,
organizational sustainability, and emerging economies.

Second, it examines Nigeria as an anchor case
because Nigeria reflects many of the pressures facing
emerging economies: labour mobility, ethnic diversity,
urbanization, insecurity, informal work, digital
expansion, and financial exclusion.

Third, the paper incorporates selected studies
on digital finance, artificial intelligence, decentralized
finance, and platform-based financial systems, especially
where they relate to financial inclusion, risk
management, and organizational sustainability.

Fourth, the article develops a conceptual
framework showing how workforce mobility, diversity
governance, digital inclusion, and organizational
sustainability interact.

The study is not based on primary fieldwork. It
does not claim to provide statistical measurement of
migrant workers or organizational outcomes. Its
contribution is conceptual, analytical, and policy-
oriented.

5. CONCEPTUAL BACKGROUND
5.1 Migration-Driven Workforce Diversity
Migration-driven workforce diversity refers to
the demographic and cultural changes that occur when
people move into new labour markets and organizations.
This diversity may involve ethnicity, nationality, region,
language, religion, gender, class, education, and
migration status.

In emerging economies, this process is often
complex. Internal migrants may be citizens but still
experience exclusion because they are considered
outsiders in a particular region. Cross-border migrants
may share cultural ties with local populations but still
face legal or documentation barriers. Displaced persons
may be citizens but lack housing, documents,
employment networks, and social protection. This means
that migration-driven diversity is not only about the
presence of different groups. It is about power,
belonging, recognition, and access to opportunity.

5.2 Organizational Sustainability

Organizational sustainability refers to the
ability of an organization to survive, adapt, perform, and
remain legitimate over time. It includes financial
stability, operational continuity, innovation, ethical
governance, staff retention, stakeholder trust, and social
responsibility. For emerging economies, sustainability
also includes resilience under pressure. Organizations
may face unstable infrastructure, inflation, currency
volatility, insecurity, weak institutions, informal labour
markets, and regulatory uncertainty. In such contexts,
diversity and mobility can either strengthen resilience or
expose institutional weaknesses.
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5.3 Digital Inclusion

Digital inclusion refers to fair and meaningful
access to digital tools, platforms, financial systems, and
data-driven services. It includes access to devices,
internet connectivity, digital literacy, digital identity,
financial accounts, and protection from digital harm.

Digital inclusion is important because many
organizational services are now mediated by technology.
Recruitment may happen online. Banking may require
digital identification. Credit scoring may use payment
data. Work may be organized through platforms. Public
services may require digital records. If migrants and
diverse workers are digitally excluded, they may also
become economically and organizationally excluded.

6. Nigeria as an Anchor Case

Nigeria is a useful anchor case for this article
because it reflects many tensions that are visible across
emerging economies.

First, Nigeria has high internal migration.
People move from rural to urban areas and across states
in search of work, education, trade, and security. Lagos,
Abuja, Kano, Port Harcourt, Enugu, Ibadan, and other
cities attract mobile workers from different regions.

Second, Nigeria is ethnically diverse. Ethnic
identity often intersects with region, language, religion,
political representation, and access to public resources.
This affects how people experience workplaces.

Third, Nigeria is part of the ECOWAS regional
mobility framework. Cross-border movement within
West Africa shapes trade, labour, education, and
entrepreneurship.

Fourth, Nigeria faces insecurity-induced
displacement. Conflict and violence have forced many
people to move, especially in the North East and other
affected regions.

Fifth, Nigeria has a growing digital economy.
Its fintech, banking, platform, and technology sectors are
expanding. This creates opportunities for inclusion but
also raises risks linked to digital inequality,
cybersecurity, and algorithmic bias.

These features make Nigeria relevant beyond its
own borders. Similar patterns can be seen in Kenya,
South Africa, Ghana, India, Indonesia, Brazil, Mexico,
and other emerging economies where migration,
diversity, informality, and digital transformation interact.

7. Global Dimension: Why the Nigerian Case Matters
Beyond Nigeria

Although Nigeria has specific historical and
political features, the issues discussed in this article are
global. In many emerging economies, cities are
becoming more diverse because of rural-urban

migration. Migrants often enter informal labour markets
before moving into formal employment or
entrepreneurship. They may contribute to economic
growth while facing exclusion from social protection,
credit, housing, and stable work.

In FEurope and North America, migration
debates often focus on immigrants and refugees crossing
national borders. In Africa, Asia, and Latin America,
internal migration may be equally important. A person
can be a citizen and still be treated as an outsider in
another region of the same country. This is why the
Nigerian experience is valuable. It expands the meaning
of migration beyond international border crossing.

The Nigerian case also shows that diversity
management cannot be separated from digital
transformation. Around the world, organizations are
using artificial intelligence, financial technology, and
platform systems to make decisions. These systems may
improve efficiency, but they may also reproduce
inequality if they are built on incomplete or biased data.
Therefore, the global lesson is clear: sustainable
organizations must govern both people and technology
inclusively.

8. Digital Finance, Al, and Migrant Inclusion

Digital finance is one of the most important
areas where migration, diversity, and sustainability meet.
Migrants and mobile workers often need safe ways to
send money, receive wages, access credit, manage
savings, and support businesses. Yet many face barriers
because they lack formal credit histories, stable
addresses, collateral, or recognized identification.
Nzomiwu and Okoye (2026) examine how payment data
and platform finance may help address cross-border
credit gaps for SMEs. This is important for migrant
entrepreneurs and mobile traders, especially in regions
where business activity crosses national borders. In West
Africa, many small traders move goods, money, and
services across countries. If financial systems cannot
recognize their activity, they may remain excluded from
formal credit.

Artificial intelligence is also changing financial
services. Nzomiwu and Okoye (2025) show that Al and
machine learning are increasingly used in areas such as
credit assessment, fraud detection, customer service, and
risk management. These technologies can improve
organizational efficiency, but they must be used
carefully. If Al systems rely on biased or incomplete
data, they may exclude migrants, informal workers, or
minority groups. Nzomiwu and Nwobodo (2024) also
discuss the real-world impact of Al and distributed ledger
technologies in financial risk management. Their
argument is useful for this article because it shows that
technology should not be treated as a magic solution.
Digital systems require governance, accountability, and
risk awareness.
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Another relevant issue is decentralized credit.
Nzomiwu (2025a) examines decentralized credit systems
and on-chain behavioral data as tools for financial
inclusion. Such systems may create alternative credit
pathways for people without conventional banking
histories. However, they also raise serious questions
about privacy, regulation, data protection, and
algorithmic fairness. Digital transformation may
therefore support migrant inclusion, but only if it is
governed ethically.

9. Organizational Implications

Recruitment:  Organizations increasingly recruit
through digital platforms. This can widen access, but it
can also exclude people with poor internet access or
weak digital literacy. Migrants and displaced persons
may be disadvantaged if recruitment systems require
stable addresses, formal documents, or online profiles.
Inclusive  organizations should combine digital
recruitment with community outreach, skills-based
assessment, and transparent criteria.

Promotion: Promotion systems may reproduce
inequality when informal networks dominate. Migrants
and ethnic minorities may lack access to mentors or
sponsors. Digital performance systems may also be
biased if they measure only visible or easily quantified
outputs. Organizations should develop transparent
promotion criteria and monitor whether diverse workers
are progressing into leadership.

Workforce Maobility
Internal migration, cross-border migration,
displacement, urbanization

Financial Access: Employees and small suppliers need
access to financial services. Migrant workers may
struggle to open accounts or obtain credit. SMEs owned
by migrants may face even greater barriers. Digital
finance can help, but only where consumer protection,
data rights, and fair lending rules are strong.

Trust: Trust is central to sustainability. Workers must
trust employers. Customers must trust organizations.
Communities must trust institutions. Digital systems
must also be trusted.

Nzomiwu and Uzondu (2026) discuss the transformation
of financial governance through programmable rules in
decentralized finance. This idea is relevant because it
shows how trust can be partly embedded in systems.
However, organizational trust cannot be reduced to code.
It also requires human fairness, accountability, and
institutional legitimacy.

10. Proposed Conceptual Framework
The article proposes that organizational sustainability in
emerging economies is shaped by four interacting forces:
1.  Workforce mobility
2. Diversity governance
3. Digital inclusion
4. Institutional trust

When these elements are aligned, organizations are
more likely to become resilient, innovative, and socially
legitimate.

Risk Factors
Ethnic exclusion, algorithmic bias,
informal patronage, insecurity,
weak regulation

Financial Participation Diversity Governance
Credit access, payments, savings, Fair recruitment, inclusive promotion,
SME financing, migrant entrepreneurship anti-discrimination, representation

Institutional Trust

Fairness, transparency,
voice, accountability

\1 Organizational Sustainability
Resilience, innovation,

performance, legitimacy,
social cohesion

Workforce Diversity Digital Inclusion
Ethnicity, language, region, Digital identity, platform access,
gender, class, migration status financial technology, digital literacy

Fig. 1: Migration diversity and digital sustainability

This framework shows that migration alone
does not produce sustainability. Diversity alone does not

| IOASD Journal of Business and Management Studies | Published by IOASD Publisher | India |

produce inclusion. Technology alone does not produce
fairness. Sustainability emerges when organizations

| 116 |




combine inclusive human governance with ethical digital
systems.

11. Suggested Visualization for the Article
In addition to the framework above, the article
can include a table like this:

Table 1: Migration, Digital Inclusion, and Organizational Sustainability Pathways

Dimension Inclusion Pathway
Workforce
migration knowledge

stakeholder reach
Digital finance

Exclusion Risk
Expands talent and market Migrants excluded from jobs Transparent recruitment and
or promotion
Ethnic diversity = Improves creativity and Ethnic

Organizational Response

skills recognition

favouritism  and Inclusive leadership and anti-
workplace mistrust
Enables payments, savings, Excludes people without data Fair digital finance and consumer

discrimination systems

and credit or documentation protection
Al in Improves efficiency and risk = Algorithmic bias and opaque FEthical AI governance and
organizations detection decisions human oversight
SME financing Supports migrant Cross-border credit gaps Platform finance with regulatory
entrepreneurship safeguards
Institutional Strengthens legitimacy and Low morale and social Accountability, grievance
trust retention conflict systems, and transparency
12. DISCUSSION work. Not all talented people come from elite schools,

The analysis shows that organizational
sustainability in emerging economies should be
understood as both a social and technological issue.
Migration changes who enters the organization.
Diversity changes how people relate within the
organization. Digital systems change how decisions are
made. Financial inclusion affects who can participate in
economic life.

In Nigeria, these issues are especially visible.
Internal migrants may bring valuable skills but face
exclusion based on state of origin or ethnic identity.
Cross-border traders may contribute to regional
commerce but struggle with documentation and credit.
Displaced persons may need work and financial services
but lack stable records. Technology firms may create new
opportunities but recruit mainly from privileged urban
networks. Banks may use digital systems to expand
access but may also exclude people without formal data
trails.

This pattern is not unique to Nigeria. It reflects
a wider challenge in emerging economies. Organizations
are expected to become more digital, competitive,
inclusive, and resilient at the same time. These goals can
support one another, but they can also conflict. For
example, a bank may use Al to reduce credit risk, but if
the data excludes informal workers, the system may deny
credit to the very groups that need inclusion. A company
may recruit online to improve efficiency, but this may
disadvantage applicants with limited internet access.

The article therefore argues for inclusive digital
sustainability. This means building organizations that are
not only technologically advanced but also socially fair.

13. Policy and Managerial Recommendations
For Organizations: Organizations should design
recruitment systems that recognize diverse pathways into

major cities, or formal employment backgrounds. Skills-
based hiring, apprenticeships, internships, and regional
outreach can widen access.

For Banks and Fintech Firms: Banks and fintech firms
should create products for mobile workers, informal
traders, displaced persons, and migrant entrepreneurs.
However, digital credit and platform finance should
include strong safeguards for privacy, transparency, and
consumer protection.

For Public Institutions: Governments should improve
documentation systems, labour protections, and digital
identity access. Public institutions should also ensure that
diversity and representation policies do not become tools
of patronage.

For Technology Firms: Technology firms should audit
their recruitment pipelines and product designs. They
should ask whether their platforms serve only urban and
educated users or whether they also work for people with
low literacy, weak connectivity, or informal livelihoods.
For International Development Actors: Development
agencies should treat migration, diversity, and digital
inclusion as connected issues. Programmes for displaced
persons, migrant workers, and SMEs should include
digital literacy, financial access, and anti-discrimination
safeguards.

14. Original Contribution of the Article
This article makes four contributions.

First, it connects migration studies with
organizational sustainability. It shows that migration is
not only a demographic or border issue. It is also an
organizational issue.

Second, it adds digital inclusion to diversity
management debates. Many diversity studies focus on
representation, culture, and leadership. This article
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argues that digital access and financial participation are
now equally important.

Third, it uses Nigeria as an anchor case while
developing lessons for emerging economies more
broadly.

Fourth, it proposes an integrated framework
linking workforce mobility, diversity governance, digital
inclusion, financial participation, institutional trust, and
organizational sustainability.

15. CONCLUSION

Migration, diversity, and digital transformation
are reshaping organizations in emerging economies.
Nigeria shows how these forces interact in real and
complex ways. Workers move across regions and
borders. Ethnic diversity shapes belonging and
opportunity. Digital finance and AI change how
organizations manage risk, credit, recruitment, and
service delivery. Insecurity and displacement add further
pressure.

The main argument of this article is that
organizational sustainability now depends on inclusive
governance. Organizations cannot be sustainable if they
exclude migrants, ethnic minorities, informal workers, or
digitally marginalized groups. At the same time,
technology cannot solve inclusion problems on its own.
Digital systems must be governed with fairness,
accountability, and human oversight.

For Nigeria and other emerging economies, the
future of sustainable organizations will depend on the
ability to combine three things: diverse human talent,
ethical digital systems, and institutional trust. Where
these are aligned, migration and diversity can become
sources of innovation and resilience. Where they are
ignored, organizations may become efficient in
appearance but socially fragile in practice.
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