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Abstract: The general objective of this study was to determine the effects of workforce diversity on performance of 

deposit taking SACCOs in Mombasa County. The specific objectives were to determine the effect of special needs 

diversity on the performance of SACCOs, to investigate the effect of gender diversity on the performance of 

SACCOs and to examine the effect of age diversity on the performance of SACCOs in Mombasa County. The 

population of the study comprised of 64 employees in the three levels of management in all the SACCOs under 

study. For this study, 55 respondents were selected from 16 deposit taking SACCOs in Mombasa County. Data was 

collected using questionnaires. Responses were analyzed descriptively using tables, pie charts and graphs. Pearson 

correlation coefficient was used to test hypothesis while regression was computed to establish the overall effect of 

the independent variables on the dependent variable. The study concluded that there exists a positive and 

significant relationship between special needs diversity, age diversity and organizational performance while the 

relationship between gender diversity and organizational performance was weak and statistically insignificant.  

Keywords: Special Needs Diversity, Gender Diversity, Age Diversity, Organization Performance. 

1.   INTRODUCTION 

Various research findings have demonstrated that organizations with high levels of well managed workforce diversity are 

effective and promote positive organizational performance.  For instance, Kyalo (2015), argues that employee diversity is 

positively associated with creativity, innovation, problem-solving skills, pioneering capabilities and fresh ideas necessary 

to survive in a competitive platform. Beardwell & Claydon (2007) on other hand argued that well managed workforce 

diversity can provide the organization with a powerful competitive edge which stimulates creativity and instills flexibility 

into the company. In a study on relationship between diversity and organizational performance of state corporations in the 

coastal region, Okello (2015) concluded that valuing and recognizing workforce diversity is vital to maintain competitive 

advantage to the rapidly industrializing and globalizing economy. 

The tremendous growth of SACCOs in Kenya has played a key role in economic empowerment and poverty reduction. 

However, they encounter significant challenges in relation to their relatively small sizes, low resource base, technical 

incompetent boards who carry out operational functions, lowly qualified employees and inadequate information 

processing systems (Owen 2007). Therefore, it is important to assess the performance of these organizations with a view 

of isolating those factors that contribute to good organizational performance. Performance measuring plays a vital role in 

determining the effectiveness of an organization. However, the measurement parameters vary from organization to 

organization guided by the different core activities and objectives (Pearce & Robinson, 2005). It can be both qualitative 

and quantitative which involves an analysis of financial and operational performance in firm (David, 2009). 

Several other studies (Kochan et al, 2003, Mudanya 2014; Okwoma 2014; Maingi 2015) have been done focusing on 

different aspects of work force diversity. However, none of them focused on the special interest group (SIGs) and their 

influence on the equality and inclusion agenda in relation to employment. Hence this study seeks to investigate the effects 

of persons with disabilities, women, and youth on performance of deposit taking SACCOs in Mombasa County. 
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2.   LITERATURE REVIEW 

2.1 Theoretical Framework: 

This study is based on capability approach, social identity theory and stereotype embodiment theory. 

2.1.1 Capability approach: 

The Capability Approach was first articulated by the Indian economist and philosopher Amartya Sen (1980). The 

Capability Approach focuses directly on the quality of life that individuals are actually able to achieve. This quality of life 

is analyzed in terms of the core concepts of „functioning‟ and „capability‟. 

When evaluating well-being, the most important thing is to consider what people are actually able to be and do despite the 

distribution of resources. Further, this approach urges that individuals can differ greatly in their abilities to convert same 

resources into valuable functioning („beings‟ and „doings‟). For example, those with physical disabilities may need 

specific goods to achieve mobility unlike people without any physical disability. The approach states that people with 

disability are disadvantaged as their abilities are regularly hindered due to the physical, mental, and social impediments 

forced by their weaknesses. Yet significant intercessions can be composed such as adjusting buildings and enhance the 

lives of people with handicap. However, the approach acknowledges that although the distribution of resources should not 

be the direct concern in evaluating how well people are doing, it is very relevant to considerations of procedural fairness 

of resource distribution among individuals. This approach facilitated understanding of the first study variable and 

objective to examine the effect of special needs diversity on organization performance.  

2.1.2 Social Identity Theory: 

Henri Tajfel and John Turner originally formulated social identity theory in the 1970s and 1980s. The theory introduced 

the concept of social identity as a way to explain inter-grouping behavior. The theory embraces the concept of identity. It 

focuses on how one perceives him/herself in a social set up by which he/she relates. Members in a group usually have 

some common characteristics. According to Ely et al (2001), people classify themselves into social groups that they can 

easily identify with. This determines the way by which an individual interacts and mingles with others, from own identity 

group and other groups. The theory focuses more on the meaning associated with being a member of a social group. In 

this kind of grouping members seek to achieve positive self-esteem by trying to outwit other groups. Membership in these 

identity groups are formed in respect to age set, gender, ethnicity among others. In addition, Tajfel et al. (2004) argued 

that people could also define themselves in terms of their social role in a group. However, this act of individual grouping 

can lead to favoritism of some kind. 

The social identity theory is relevant to this study because it tries to explain why people form groups and how they are 

categorized in a social set up for identity purposes. It shows the connection that exists between social structures and 

individuals with similar characteristics such age same age bracket, gender. The theory recognizes that people‟s individual 

characteristics and their group memberships play a significant role in managing diversity in organization by changing 

employees‟ attitudes, values, beliefs, and behavior towards each other.  Individuals are suggested to classify themselves 

into certain groups on the basis of dimensions that are personally relevant for them according to social identity theory 

(Kunze et al, 2009). The above theory facilitated understanding of the first study variable and objective to examine the 

effect of gender diversity on organization performance. 

2.1.3 Stereotype Embodiment Theory: 

It is a theory first posited by a psychologist Levy (2009) to explain the process by which   age stereotype influence the 

health of an older worker. It examines the psychosocial influences of aging on individual health and well-being. The 

theory explains the mechanisms by which self-perceptions of aging and age stereotype affects both cognitive and physical 

health of an individual. The theory states that people are more vulnerable to the inculcation of ageist paradigms unlike 

other discriminatory dimensions like racism and sexism. The individual is brainwashed to the belief system at a time 

when it is not self-relevant (Levy,2009). This theory proposes that a much more fundamental and less changing process 

occurs when ageism is adopted. It is triggered by unspoken messages that operate outside of conscious awareness (aka, 

implicit ageism) thus the person experiencing embodied ageism is not aware of, or defensive against its presence.   

Levy, (2009) stated that the idea of the stereotype embodiment theory was to show that people personify themselves 

according to their surrounding culture. This can lead to one developing self-definition which affects mental and physical 

health. The theory is used to explain the effects of negative stereotype throughout one‟s life span. It shows effects of 
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negative stereotype that may represent short-term benefits in form of greater social and economic resources. The theory is 

used to explain the internalization of stereotypes throughout one‟s life span, unconscious operation of stereotypes, 

salience from self-relevance and multiple pathways of stereotyping. The theory was selected because it was relevant to the 

study‟s examination of demographic diversity and the effect of age-based stereotypes among employees with an 

organization. Furthermore, this theory was relevant because its core message is that ageing is a process and a social 

construct where stereotypes based on age can be considered. This theory instigated the third study variable and objective 

to establish the effect of age diversity on employee performance in organizations.   

2.2 Conceptual Framework: 

The framework acts as a platform for research and subsequently helps researcher to interpret findings and develop 

awareness and understanding of the situation under study. It is a starting point for reflection about research and its 

context. The researcher seeks to explain the dependent variable, also referred to as predictor variable (Kothari, 2004).  

The propositions used in this framework seek to summarize and offer explanations and indications for empirical 

observations.  

Independent variables                                                                      Dependent variable 

 

Figure 2.1: Conceptual Framework 

2.2.1 Special Needs Diversity and Organization Performance: 

People with special needs can either be physically or psychological, the term people with special needs and people with 

disability are used interchangeably. They may have a physical disability, sensory, intellectual or mental disability. High 

unemployment among disabled people is so alarming that the international communities such as United Nation, Non-

Governmental Organizations (NGOs), WHO do accept and recognize thus advocate for a solution (Maina, 2016). In 

addition, unemployment rate among the disabled people is higher than the non-disabled people there still remain a high 

rate of unemployment and inactivity among the working-age individuals in Kenya. Furthermore, working people with 

disability tend to face direct or indirect discrimination, they are underpaid and have fewer opportunities for upward 

movement other challenges include substantial physical barriers, unfavorable working condition, harassment by 

humiliating them, making them feel offended or degraded. This could result to demoralizing and lowering their self-

esteem (Wangare et al, 2013). 
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Significant intercessions can be composed such as: reasonable accommodation for people with disabilities; avoiding 

unfair discrimination; and achieving employment equity during the employment cycle from recruitment to termination as 

well as employment benefits and employment equity planning to curb discrimination of people with disability (ILO 

report, 2006). In the Kenyan Constitution (2010) requires the state to provide for the representation of minorities and 

marginalized groups in governance, employment and special opportunities in educational and economic fields. Whereby 

addresses the grievances of marginalized groups, by ensuring that a third of elective bodies are made up of marginalized 

groups. This foresees the formulation of an act to promote the representation of women, persons with disabilities, ethnic 

and other marginalized groups in the Parliament (Hanappi-Eggar et al, 2011). Conversely, with the tremendous growth of 

SACCOs and now in the vision 2030 blueprint as one of the mobilized of savings and investments some of the role played 

by SACCOs is the improvement of the welfare of the members whereby having employees with special need diversity 

improve the organization image. This benefits employees as well as members derive from belonging to a SACCO hence 

yielding a positive individual and organizational performance. 

2.2.2 Gender Diversity and Organization Performance: 

Gender-based inequities in organizations are reinforced and justified by stereotypes and biases that describe positive 

characteristics giving a higher status to the males as compared to females. (Leonard & Levine, 2003). However, 

proportion of women entering the workforce has increased over the years, despite the fact that they face many obstacles 

such as gender bias, sexual harassment, work life imbalance, ego clashes, salaries disparities, less promotion 

opportunities. There are three dimension of gender discrimination; hiring, promotion and provision of goods and facilities, 

(Abbas & Hameed ,2010). While women are good in obeying rules and following instructions, men on the other hand are 

more aggressive and aim at seeing the results quickly (Andoh et al, 2011). The differences are however minor and might 

not be universally adopted as an explanation as to why men and women attain different performance standards (Murray, 

2002). Despite the fact that people all over are fighting for an alleviation of the position of women, this has not yet been 

achieved and therefore women are still being denied leadership positions which are full of challenges that can be used to 

measure their ability to outperform men (Kuya, 2013). According to Kochan et al. (2002), providing an equal job 

opportunity to women is vital to improve performance of employees in an organization. The Constitution of Kenya, 2010 

has however, been gender conscious as it stipulates strategies of affirmative action to bring women into the limelight by 

established a 1/3 rule where it requires that at least that portion of the workforce be of the opposite gender (Kaimenyi et 

al., 2013). In organization with dividend payout policy such as SACCOs and other organization board gender diversity is 

paramount. Lückerath-Rovers, (2011) confirmed the positive relationship between women‟s presence on diverse board‟s 

membership and dividend payment by applying an enhanced methodology of the popular membership. Robert et al., 

(2016) ascertain that one woman on the board is a token, two is a presence, and three is a voice. In fact, research shows 

that having three or more women on a board makes it more effective hence high dividend payment. Based on the research 

from Joshi & Jackson (2003), team gender diversity was positively related to team performance bringing about team 

gender diversity and intra-team cooperation. Therefore, gender diversity at workplace is a healthy venture that is worth 

pursuing. 

2.2.3 Age Diversity and Organization Performance: 

The composition in the 21st Century is unique and consists of at least three or four generations at workplace such as, older 

workers aged 60-80 years, middle workers aged 35-50 years and young workers aged 24-34, all these workers bring 

different ideologies, experiences and strengths to the modern workplace. Andoh et al. (2011), point out that the idea of 

age is looked at from different points of view by different people. Some relate old age to wearing out, tiredness, increased 

family and other social responsibilities and vulnerability to diseases which are contributory factors to low work. Contrary 

old aged employees are related with accumulation of experience and knowledge hence a contributory factor to the ability 

to perform better. On the other hand, younger generation is seen to be better technocrats on the subject of online business 

and social networking. However, new innovations and inventions leading to production of unique products and services 

have been noted due to diversities in the age structure of employees in developing nations (Burlacu, 2012).  Barrington & 

Troske (2001), ascertain the benefits of age heterogeneity which yield additional productivity due to interaction among 

individuals of different ages with differing skill profiles, differing perspectives and perhaps also different personality 

traits. These values complement each other and tend to achieve better organization performance.  

A study conducted by Wegge et al. (2008) found out that in SACCOs board age heterogeneity improved the ability of 

directors to solve tasks with high complexity such as issues of debt and equity financing. However, age heterogeneity 
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increased the number of self-reported health problems which in turn indicates that board of diverse ages should be utilized 

particularly for innovation or solving complex problems. Expansion of age diversity in the board of directors, debt policy 

and equity ownership ideas are maximized since it  yield  potentiality to enhance board performance, as they have 

different backgrounds, skills, experiences and social networks (Robert et al., 2016) .In addition, Wegge et al (2008) 

concluded that today‟s younger generations have grown up with computers and internet at home, and may be better 

informed and more experienced on the subject of online business and better ideas on debt and equity financing. The older 

generation may, however, be more experienced dealing with the business offline, as they have greater experience in this 

field through their career. Today more and more businesses have both online and offline services, so experience of both 

types of business is of importance to many organizations. 

Many researchers have identified the human resource practices important in facilitating programs to eradicate age 

discrimination and promote equality (Walker, 2005). Organizations management needs to implement practices that may 

maximize the role of work values and styles arising from each generational side towards organizational performance since 

each has unique positive work-related attributes. To ensure that future workforce is composed of both older and younger 

workforce. 

3.   RESEARCH METHODOLOGY 

3.1 Research Design: 

In assessing the management of diverse workforce as the independent variable and organizational performance as the 

dependent variable, quantitative research design was used for this study. This design was used to obtain information 

describing the characteristics of the population, and explain the current environment of the population. It provides 

information that was useful for generating research questions. Quantitative research design was used because it allows the 

researcher to develop a study that collects, summarizes and presents information (Orodho & Kombo, 2002). The 

researcher used quantitative research design whereby structured questionnaire were used to obtain information and to 

describe the existing status of the variables, given the different conditions of the problem under study.  

3.2 Target population: 

The population of this research comprised of 64 employees from the three level of management in all 16 deposit taking 

SACCOs in Mombasa County. The respondents were selected from the three levels of management in every SACCO and 

stratified into three strata. The top-level management, the middle level management and lower level management from 

each of the 16 deposit taking SACCOS. Stratified sampling helps to achieve desired representation off various subject 

population (Kothari,2009). 

3.3 Sample and Sampling Techniques: 

The researcher used stratified sampling technique, which gives proportional representation to the population. The 

population was stratified into three strata according to levels of management. Categorized into top level management, 

middle level management and lower level management in every SACCO then Slovin (2009), sample size formula adopted 

from each of the strata. Stratified sampling generates results which are more representative of the whole population.  

3.4 Data Analysis and Presentation: 

The multiple linear regression model below was used to measure the relationship between the independent variables and 

dependent variable. The regression model helped to explain the magnitude and direction of relationship between the 

variables of the study through the use of coefficient like the correlation, coefficient of determination and the level of 

significance. Regression analysis was used to determine the effects of workforce diversity on organizational performance 

among deposit taking SACCOS in Mombasa County.  The multiple linear regression model employed was as follows:  

Y = β0 + β1 X1 + β2 X2 + β3 X3 + ε   

Where:  

Y = Organizational performance  

β0 = constant or y-intercept  

β1 – β3 = Regression coefficients  
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X1 = Special needs diversity  

X2 = Gender diversity   

X3 = Age diversity  

ε = Error term 

4.   FINDINGS 

4.1 Correlation Matrix: 

The study sought to establish the relationship between independent and dependent variables of the study. From the 

literature reviewed, three hypotheses were formulated. All the hypotheses were tested using Pearson correlation 

coefficient at 95 percent confidence interval (error margin of 0.05). 

 Special Needs Diversity Gender 

Diversity 

Age 

Diversity 

Organizational 

Performance 

Special Needs Diversity 

Pearson Correlation 1 .089 .163 .522
**

 

Sig. (2-tailed)  .558 .280 .000 

N 46 46 46 46 

Gender Diversity 

Pearson Correlation .089 1 .644
**

 .252 

Sig. (2-tailed) .558  .000 .091 

N 46 46 46 46 

Age Diversity 

Pearson Correlation .163 .644
**

 1 .367
*
 

Sig. (2-tailed) .280 .000  .012 

N 46 46 46 46 

Organizational Performance 

Pearson Correlation .522
**

 .252 .367
*
 1 

Sig. (2-tailed) .000 .091 .012  

N 46 46 46 46 

**. Correlation is significant at the 0.01 level (2-tailed). 

*. Correlation is significant at the 0.05 level (2-tailed). 

From the table above, special needs diversity had a positive significant correlation with organizational performance in 

deposit taking SACCOs in Mombasa county (p-value = 0.000) at 0.01 significance level. Gender diversity had a positive 

insignificant effect on organizational performance in deposit taking SACCOs in Mombasa county (p-value = 0.91) while 

age diversity had a positive correlation with organizational performance in deposit taking SACCOs in Mombasa county 

results of Pearson correlation coefficient between special needs diversity and organizational performance show that 

special needs diversity is significantly correlated with organizational performance. The results of the regression analysis 

indicate that special needs diversity is a significant predictor of organizational commitment. (p-value = 0.012) at 0.05 

significance level. 

The study used Pearson correlation coefficient to establish the linear statistical effect of independent variables on 

dependent variable of this study. The three null hypotheses as mentioned in chapter one of this study was tested using 

Pearson Correlation. There was a strong positive relationship between special needs diversity and organizational 

performance in conclusion special needs diversity determined performance of deposit taking SACCOs Mombasa County. 

However, there was a weak positive relationship between gender diversity and organizational and the study concluded 

that gender diversity did not determine performance of deposit taking SACCOs Mombasa County which represented an 

average positive relationship between age diversity and organizational performance. Therefore, the study concluded that 

age diversity determined organizational performance of deposit taking SACCOs Mombasa County. 

4.2 Regression Analysis: 

The study was set out to evaluate the overall effect of all independent variables, that is, special needs diversity, gender 

diversity and age diversity on performance of corporate social responsibility linked with market positioning and 

performance of deposit taking SACCOs in Mombasa County. The mean scores of special needs diversity, gender diversity 

and age diversity were collectively regressed against the mean score of performance. 
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Multiple linear regression was computed at 95 percent confidence interval (0.05 margin error). Based on the model 

summary, the coefficient of determination (R squared) shows the proportion of variance in the dependent variable that can 

be explained by in the independent variables. It is the overall measure of strength of association between independent and 

dependent variable. 

Table 2: Model Summary 

Model R             R Square               Adjusted Square                R Std. Error of the Estimation 

1        .596
a                   

.355                                .309                                  2.443689 

a     Predictors: (Constant), Age Diversity, Special Needs Diversity, Gender Diversity 

The coefficient of determination R between workforce diversity and organizational performance was 0.596 indicating a 

strong positive association between the independent and dependent variable. The coefficient of determination (R squared) 

of 0.355indicated that 35.5% of the variance in organizational performance could be explained by workforce diversity. 

The adjusted R square was 0.309 meant that on an adjusted basis, the independent variables were collectively 30.9 percent 

effective on dependent variable (performance of deposit taking SACCOs in Mombasa County). The remaining 64.5 

percent could be explained by other factors not captured in the model. The Table 4.7 shows the findings of the study. 

Table 3: Anova 

Model Sum.of Squares  Df Mean Square F Sig. 

1 

Regression 137.543 3 45.848 7.721 .000
b
 

Residual 249.414 42 5.938   

Total 386.957 45    

a. Dependent Variable: Organizational Performance 

b. Predictors: (Constant), Age Diversity, Special Needs Diversity, Gender Diversity 

The ANOVA test was done to test the significance of the models and to test the existence of variable variations within the 

models. Table 3 shows the analysis of variance (ANOVA) of the regression model. The p-value was found to be 0.000, 

which is less than 0.05 at 3 degrees of freedoms. This indicates that, the overall regression model statistically significantly 

predicts the outcome variable and all the model coefficients are significantly different from 0.0. Therefore, the study 

concluded that workforce diversity significantly affects organizational performance.  

Table 4: Coefficientsa 

Model Unstandardized Coefficients Standardized Coefficients t Sig. 

B Std. Error Beta 

1 

(Constant) 5.686 3.081  1.846 .072 

Special Needs Diversity .345 .091 .476 3.786 .000 

Gender Diversity .042 .173 .040 .244 .808 

Age Diversity .242 .149 .265 1.618 .113 

 

Dependent Variable: Organizational Performance Since the general objective of the study was to determine the effect of 

workforce diversity on performance of deposit taking SACCOs in Mombasa County, the multiple linear regression 

models were used to assess the overall effect of independent variables on dependent variable. 

The findings of the study were regressed on a linear model to establish the relationship between the dependent and 

independent variable as shown on table 4.9. Based on the findings of the study, the regression equation model for the 

study is: 

Organisational Performance = 5.686 + 0.345 Special Needs Diversity 

Coefficients for the following variables; Gender Diversity and Age Diversity were found to be insignificant variables 

since their significant values 0.808 and 0.113 respectively were more than the p-value (0.05). When the members of a 

work group are very diverse, they may have dissimilar belief structures (Wiersema & Bantel, 1992), i.e., priorities, 

assumptions about future events, and understandings of alternatives (Hambrick & Mason, 1984), based on previous 

training and experiences. Such distinct perspectives may stem, in part, from resource allocation and reward disparities 

(Donnellon, 1993), which encourage contrasting views of what is important. Due to their respective belief structures, 
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group members with different demographic backgrounds may have divergent preferences and interpretations of tasks 

(Waller, Huber, & Glick, 1995). These divergences are likely to manifest themselves as intra-group task conflict, which 

affects performance negatively. As diversity within a work group increases, such task conflict is likely to increase. 

Members are more likely to hear views that diverge from their own, so intra-group task conflict may become more 

pronounced. 

However, coefficients for Special Needs Diversity were found to be significant since its significant values 0.000 were 

found to be less that the p-value (0.05). From the model, a 0.345 point increase in Special Needs Diversity led to a 1 point 

increase in performance, a 0.042 increase in Gender Diversity led to a 1 point increase in performance while a 0.242 point 

increase in Age Diversity led to a 1 point increase in performance. 

5.   DISCUSSION OF FINDINGS 

The key objective of the study was to assess the effect of workplace diversity on organizational performance. The 

variables under considerations were special needs diversity, gender diversity and age diversity. Below is the discussion on 

the findings, which correspond with the research objectives. 

5.1 Special Needs Diversity and Organizational Performance: 

The first objective sought to examine whether special needs diversity had an effect on organizational performance. 

Special needs diversity had a mean of 3.54 which implied that most of the respondents agreed that there was special needs 

diversity in their organizations. To empirically test whether special needs diversity had a significant effect or otherwise on 

performance, the study applied Pearson correlation coefficient of the independent variable against the dependent variable. 

The results of Pearson correlation coefficient revealed that special needs diversity has a strong positive correlation with 

performance (p-value = 0.000, r-value = 0.522). 

These findings are in consistency with the findings of Tsang et al., (2010) who asserts that when employees with 

disabilities have access to social support, they can rely on the help of their social environment, including job coaches, 

supervisors, and colleagues. This provides them with a supporting network in case they need help, for instance, when 

encountering challenging situations at work. Having the possibility to seek out for instrumental help, they avoid making 

mistakes or being stuck in a work-related problem for a longer time without finding an appropriate solution. Thus, they 

tend to be more efficient and productive in what they are doing and can focus on performance-relevant behaviors (Burns 

et al., 2007; Gutman et al., 2009). 

5.2 Gender Diversity and Organizational Performance: 

The second objective sought to examine whether gender diversity had an effect on organizational performance. Gender 

diversity had a mean of 4.10 which implied that most of the respondents agreed that there was gender diversity in their 

organizations. To empirically test whether gender diversity had a significant effect or otherwise on performance, the study 

applied Pearson correlation coefficient of the independent variable against the dependent variable. The results of Pearson 

correlation coefficient revealed that gender diversity had a positive weak correlation with performance. The coefficient 

analysis between gender diversity and organizational performance show that gender diversity is slightly significant 

correlated with organizational performance. Gender diversity as a factor, when regressed together with other factors 

against organizational performance was not however, found to be a significant predictor of organizational performance. 

(p-value = 0.091, r-value = 0.252). 

These findings are consistent with the finding of Kirton & Greene (2015) argued that most organizations do not realize 

these benefits as gender-based imbalances persist in organizations. Kirton & Green (2015); Kochan et al., (2002) further 

noted that when equal employment opportunities are provided to women then employee performance in organizations can 

be improved. However, Jehn & Bezrukova, (2004) urged that gender diversity enables a team to make better and 

innovative decisions, in addition Mwatumwa (2016) established that there is a positive link between gender diversity and 

organizational performance. In concurrence with Weiliang (2011) who used a resource based-view of a firm, stating that 

gender diversity at the management can provide a firm with better competitive advantage. 

5.3 Age Diversity and Organizational Performance: 

The third objective sought to examine whether age diversity had an effect on organizational performance. Age diversity 

had a mean of 3.90 which implied that most of the respondents agreed that there was age diversity in their organizations. 

To empirically test whether age diversity had a significant effect or otherwise on performance, the study applied Pearson 
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correlation coefficient of the independent variable against the dependent variable. The results of Pearson correlation 

coefficient revealed that age diversity has a significant positive average correlation with performance. The coefficient 

analysis between age diversity and organizational performance show that age diversity is significantly correlated with 

organizational performance. Age diversity as a factor, when regressed together with other factors against organizational 

performance was not however, found to be a significant predictor of organizational performance.  p-value = 0.012, r-value 

= 0.367). 

These findings are consistent with the findings of Kravitz and Yueling (2011) who researched business organizations and 

the age-diversity of their employees. They observed that business organizations that attract a diverse group of workers and 

create an inclusive work environment that supports all workers‟ needs regardless of their age or stage of life tend to 

benefit more from their diversity. Further, an age-diverse workforce displays a host of different values, preferences and 

experiences, which make it very likely that employees will also express differing opinions and approach problems in 

different ways. In comparison, within a homogeneous workforce, there is the risk that only highly similar ways of looking 

at and approaching problems will emerge, which tends to engender more of an innovation-inhibiting culture (Mas & 

Moretti, 2006). Page (2007) argues that the different perspectives, interpretations, heuristics and mental models within a 

relatively heterogeneous group represent a collection of cognitive tools that is enhanced by group diversity. This enlarged 

“tool box”, in turn, enhances the group‟s flexibility and creativity, which ultimately leads to more creative, faster and 

flexible problem-solving processes with better outcomes (Canella et al., 2008). 

6.   CONCLUSION AND RECOMMENDATIONS 

Several reasons were advanced as a justification of the significance of the proposed findings of this study. These form the 

basis for the recommendations of this study. First, Performance of an organization is dependent upon the sum total of 

performance of all its employees. Therefore, employees with disability form part of the workforce and their performance 

management need to be effectively, efficiently and accurately measured. Organizations should therefore, have a culture 

where line managers are adequately trained to equip them with necessary skills that will enable them to help employees 

deal with stigma and enhance coaching and increase the likelihood of differentiating disability and choice-based behavior. 

Organizations should introduce practices of a dynamic system which caters for the nature and severity of disability. More 

studies should de be done on the efficacy of workplace adjustments and accommodation provided to employees with 

disabilities. 

Secondly, the study recommends that all organizations should ensure that they give both male and female staff equal 

opportunities during recruitment and in other areas like growth and opportunities. 

Thirdly, the study established that the older generation has a culture of doing things out of experience irrespective of 

technological advances while the young tucks are over ambitious and fail to see the future of their organization. The study 

therefore recommends that workplace diversity management practices to bring together the work experience of the old 

and the technological capabilities of the young to improve employee performance. 
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