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ABSTRACT

Workforce diversity is still thought of as an abstract concept that still requires further investigation in various sectors. It is full of mixed results on whether it impact on organizational performance or it is just a legal requirement. This study sought to evaluate the perceived influence of workforce diversity on organizational performance among international non-governmental organizations in Kisumu County, Kenya.  The study was grounded on four research questions. The study adopted both descriptive-correlation research design in answering the four research questions. The data was collected through closed-ended questionnaires, built on a five likert scale. The study population consisted of 40 international non-governmental organizations that operate in Kisumu County, Kenya. Data was analysed using the SPSS computer software version 22.0.  Frequency, percentages, mean and standard deviation was used to describe and summarize the data. Correlation analysis was sought to establish the relationship between of workforce diversity and productivity of International Non-Governmental Organizations.  The findings revealed mixed results that, there is a statistically significant relationship between education diversity, professional networks and employee effectiveness which was used as a measure of organizational performance.  Further findings revealed that there is no statistically significant relationship between workforce diversity (gender, age, ethnic, education and professional networks) and organization efficiency which was also used as a measure of organizational performance among INGOs.  The study concluded that workforce diversity is perceived to influence organizational performance. The study recommends that management should come up will policies that will enhance workforce diversity in International Non-Governmental Organizations.
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CHAPTER ONE
INTRODUCTION
Background of the Study

The world’s increasing globalization requires more interaction among people from diverse backgrounds. For this reason, Non-Governmental Organizations (NGOs) need to become more diversified to remain competitive. Organisations success and performance is dependent on the right human capital that is, having the right people with the right skills in the right place at the right time. One of the most unresolved issues facing many non-governmental organizations is adopting the right strategies to cope up with diverse human capital in the dynamic environment. NGOs are always wary and concerned about their workforce to enhance organizational performance by maximum utilization of the diverse characteristics from their employees. The diversity of employees can be a source of success, failure and tangible benefits for the NGOs if it is tapped and utilized effectively, (Parrotta, Dario, & Mariola, 2012). 
Ilmakunnas and Ilmakunnas (2011), and Kurtulus (2011), assert that a diverse team can generate productivity gains if three factors are present. First, if team members have different skills, ability, and information. Second, team members must be relevant to one another. Third, communication is necessary for team members to perform the relevant joint tasks and engage in knowledge transfer to enhance productivity. Increases in communication costs reduce the gains achievable from skill diversity. Today, the global economy is creating an unprecedented demand for a diversified workforce. Highly skilled workers are now seeking opportunities to enhance their human capital and increase their productivity and experience in the NGO-sector. The increase in world globalization brings about continuous interactive session between people and organizations from varied backgrounds. For people and organizations to be in a constant competition internationally or globally, there must be working experience and or business transactions outside their immediate environment. Today’s workforce across the world is getting more and more diverse in terms of demographics, values, personality characteristics, geographical origin, economic status and technological changes, which are regarded as the key drivers of productivity, (Ilmakunnas & Ilmakunnas, 2011; Kurtulus, 2011; Parrotta et al., 2012).   
 Workplace diversity does not mean only to bring the different workforce to an organization. It is to bring diversified talent to the organization. An organization can gain a sustained competitive advantage if it takes advantage of its valuable, such as age, gender, ethnicity and education diversity (Barney, 1991). Empirical research supports the argument that gender and age diversity is positively linked to an organization’s performance. McMillan-Capehart (2003), used the resource-based view of the firm to argue that gender, age and education diversity at the management and organizational levels can provide a firm with a competitive advantage
The focus on workforce diversity developed out of the equal employment opportunities approach of the 1970s, which was based on the concepts of human rights, social justice and fairness with the aim of equitable representation of all groups at all levels. Kirton and Greene (2005), argue that equality and diversity is complimentary, and both are needed to maximize the benefits of the diverse workforce of the future.
 Tracing the origin of diversity globally, the executive order number 11246 was passed in 1965 in the US directing all organizations receiving federal funds to formulate intentional inclusion policies which had to include goals, timetables and affirmative action to cater for diverse workforce, (Kraal, Wrench, Roosblad, & Simon, 2009). A comprehensive study of diversification efforts was conducted in the United States in the department of state and the U.S Foreign Service. The results indicated that demographic diversity benefits the problem solving and decision-making process, (Wamala, 2015). However, by the 2000s, the findings surrounding the influence of demographic diversity on group performance yielded mixed results due to different focus on diversity, (Durga, 2017). Diversity does not automatically mean differences in demographics but encompasses differences and similarities, (Hutchings 2005). In the mid-1980 in the USA and late 1980s in Canada, human resource management intervention referred to as ‘managing diversity’ or ‘valuing diversity’ was adopted in many working places, (Ichniowski, Shaw, & Gant, 2003). This intervention influenced diversity in two main ways namely; increasing the number of minorities and women in the workplace. Secondly a series of legislative measures were passed in USA, beginning with the 1964 Civil Right Act whose title VII outlawed discrimination based on race, colour, religion, sex and national origin and set up of Equal Employment Opportunities Commission (EEOC).
In Nepal the level of workforce diversity among the civil service is high due to the passing of a reservation Policy by the government in 2007 (UNDP 2009 Human Development Report). Indeed, this has emerged as a key driver for embracing a diverse and all-inclusive workforce. Many international agencies and International Non-Governmental Organization (INGOs) have also adopted the similar strategy of ‘workforce diversity policy’.  However, there is a critical knowledge gap about the status of diversity of workforce in terms of gender in the Nepalese organizational landscape.  As of 2014 in Nepal 39,759 national NGOs and as of 2017, 254 INGOs were represented, had opted to embracing the policy and about 20% of the women formed part of the workforce.
The European Union in 2010 established a ‘Diversity Charter’’ as a tool for the employer’s cooperation on EU-level exchange Diversity Charter platform (Gupta, 2013). The major objective of member countries signing the charter was to promote workforce diversity in enterprises, public organizations and NGOs. A survey report indicated the success of the charter among the 13.6 million employees, (Wondrack, 2014).  In general, earlier researchers in US recognized that workforce diversity removes certain barriers associated with the minority and underrepresented and hence maximize the productivity of all individuals and thereby increasing the group’s effectiveness, (Durga, 2017). Taylor (2015), notes that diversity is highly beneficial to individual employees, work groups and organizations. The argument, however, lacks specifications on which categories of diversity is more beneficial to organizations.
In Africa the philosophy of workforce diversity has not been given due attention by many corporate organizations due to a few issues ranging from cultural, religion and politics. In Nigeria, by early 2000, many organizations had not embraced workforce diversity. However, during the same time in US executive orders were introduced requiring companies doing business with the US government to have written policies on embracing workforce diversity. Nevertheless, indigenous corporations with global focus had begun to give attention to workforce diversity, (Ogaga, 2011).  Ogbo, Kifordu, and Ukpere (2014), observed that that many corporate organizations flop in Nigeria due to diverse employees. Their argument is that it makes it difficult to train and attain a desired goal. It seems Nigeria still has strong ties of tribalism, regional identities, nepotism and discrimination both in the public and private organizations. Akinnusi, Sonubi and Oyewunmi, (2017), in their study in Nigeria, reported cases of ethnic bias and other forms of discrimination that still find their way into many organizations across the country during hiring, promotion and other employer-employee relation practices.  Managements are faced with big a challenge of embracing and managing its workforce and developing friendly workforce policies that can enhance performance.
In Kenya the concept of diversity is deeply rooted in the Kenyan Constitution (2010) that outlaws any legislation and practices that promotes discrimination of all persons regardless of age, gender, ethnicity, religion, class, race, physical impairments, mental abilities, (Nakitare & Okibo, 2015). This therefore means that all corporate bodies in Kenya including the NGOs and civil society organizations are expected to put in place strategies to curb workplace discrimination and promote workforce diversity. Ozgen, Nijkemp and Poot (2011), discuss how the workforce diversity of international organizations in host countries has impacted on the performance of the organizations in questions. Mutuku, K’Obonyo and Awino (2013), and Gupta (2013), contend that due to globalization, diversity is becoming an integral part of the organization life.  Consequently, human resource managers must put mechanisms at workplaces to properly utilize diverse talents for the organizational gains.
Many studies on workforce diversity have been conducted in Kenyan public and private sectors since the inauguration of new constitution. The studies have reported mixed results with some specific variables such as gender, ethnicity, education and age, (Gacherie 2012; Knott, 2016). These studies have based their findings on Kenya Public Service Commission (KPSC) statement policy ‘Every public service institution shall foster, cultivates and preserve a culture of respect for diversity by embracing and encouraging an inclusive workforce in terms of age, colour, minority, and marginalized, disability, ethnicity, family, marital status, race, religion, language, physical and mental ability and other characteristics that make its human resource unique, (Gacherie 2012). 
Kisumu County is made up of 7 sub-counties (Kisumu West, Kisumu Central, Kisumu East, Seme, Muhoroni, Nyando and Nyakach). It covers a total area of 2085.9 km square, with a population of 968,879 as par the 2009 national census report. The county neighbours Siaya County to the West, Vihiga County to the North, Nandi County to the North East and Kericho County to the East. Its neighbours to the South are Nyamira County and Homa-Bay County to the South West. The county has a shoreline on Lake Victoria, occupying northern, western and part of the southern shore of Winam Gulf. There are 148 active NGOs operating in Kisumu (Nyanza region) representing 27% of the 542 registered (NGO Board Database 2015-2017). 

Statement of the Problem

Workplace diversity is a central issue in human resource management in any organization in the 21st Century. The call for workforce diversity has arisen in part from social movements which challenge traditional patterns of exclusions in most important institutions of society including work institutions and public employment. Workforce diversity has now become a global phenomenon and a necessity for all organizations in the development of human capital. It is used by organizations to maximize on both individual and organizational performance. Organizations that embrace a diverse workforce attract and retain quality employees which in turn increase organizational performance, (Kyomugisha 2016). Redman and Wilkinson (2006), affirmed that effective workforce  diversity contributes to best use of human resource, flexible workforce to aid restructuring, workforce representative of the local community, improved corporate image, attracting ethical investors, integrate equality into corporate objectives and new business ideas.

Organized societies have promoted change in legislation, social values and roles in the workplace. Civil rights, women’s and persons with disabilities movements have to a large degree put pressure to broaden composition of the labour force. This has led to opening up of opportunities for groups which previously had been excluded from accessing societal resources and opportunities.  The Public Service Commission (PSC) of Kenya has crafted an elaborate, inclusive and attractive policy statement on diversity (PSC Policy Guideline on Diversity 2016).  However, a baseline survey report of 2013 -2014 revealed a sorry picture in terms of workforce diversity across many organizations. The report further noted that very few organizations in Kenya had fully adopted and implemented workforce diversity policy. It is also not clear whether the adoption is driven by a competitive strategy in enhancing organizational performance or simply as a mere legal requirement and affirmative action. Many management scholars also report that achieving workforce diversity is a double-edged sword where increased diversity creates challenges and benefits at both organizational and interpersonal levels. 

Although many studies have focused on workforce diversity and its impact on performance of profit-making organizations. It is not clear whether International Non- Governmental Organizations tend to utilize their diverse workforce effectively beyond the affirmative action to influence the organizational performance.  In fact, the assertion has failed to put more stress on the benefits of this affirmative action on organizational performance. This study therefore sought to establish the general perception of employees on the perceived influence of workforce diversity on organizational performance among the International Non-governmental organizations in Kisumu County, Kenya.
Research Questions
The study aimed to answer the following questions:
1. What is the perception of the employees regarding the level of diversity based on gender, age, ethnic, education and professional networks among international non-governmental organizations?
2. What is the extent of performance in international non-government organizations in terms of a) employee effectiveness and b) organizational efficiency?
3. Is there a significant relationship between workforce diversity elements and a) employee effectiveness and b) organizational efficiency?
4. What are the general perceptions of employees in international non-government organizations on the extent of the influence of workforce diversity on performance?

Significance of the Study
This study is of benefit to a cross section of stakeholders in the NGO-sector, including donors and governments. It serves to fill the knowledge gap in understanding the impact of workforce diversity on performance among INGOs. The findings generated from this study are specifically important for management, employees, fund raisers, policy makers, academicians and researchers. First, to researchers and academicians the study will serve as a reference to other researchers who intend to conduct similar or related studies on workforce diversity in the future as it will provide reliable insight that are useful for educational purposes. This study will also provide information that could form the basis for future research.      
Secondly, to employers and management of organizations, this study provides in-depth knowledge explaining how workforce diversity influences productivity, key information in terms of recommendations and suggestions that are useful in improving the general policies and practices of workforce diversity management in organizations.  The study further provides information that is helpful in the formulation of strategies and best practices for hiring or recruiting, developing, retaining, engaging and motivating a high performing diversified workforce in Kenya. To the employees, this study is helps them accept and respect the unique diversity of fellow colleagues who are not only like them but also those who are dissimilar.  It will help them to realize that working together can help improve their performance.
Additionally, this study will help the government in its quest to manage the diversity of its population across regions. It will awaken the government to consider the issue of diversity and ensure the laws that support diversity are obeyed by every organization. This study will help the government to fully embrace the richness of our diversity and harness the benefits that comes from it. Finally, this study is an eye opener to our society as it will help people to begin to see diversity as a blessing rather than a curse that needs to be avoided. It will help the society to see the need for having diversified workforce and confirms that we can work together because of our differences not despite our differences. The community can see the need to value the many cultural differences that makes up the nation Kenya.
Justification of the Study
Based on the research problem stated, it is evident that limited studies have been done in INGOs. Many researchers have concentrated much in profit making organizations and general NGOs as opposed to INGOs, therefore this research concentrated more on INGOs. Secondly, many international non-governmental organizations deal with diverse clients which require diversity in workforce, it would be important to investigate how diversity may affect their performance. There is notable growth in the NGO sector in Kenya especially in the western region in terms of numbers of firms seeking donor support as a source to actualizing their intentions and initiatives. This increased number of INGOs and declining funding implies increased competition for the scarce donor funding. To survive in this cut throat competitive environment INGOs must employ effective and efficient workforce that can handle such environment. However, many INGOs still face challenges around building a diverse environment.
Finally, many studies have explored more on the benefits of working with diversified staff than on how to establish an optimum level of a good diversified workforce that  maximizes performance; thus the  study  concentrated on the effect of diversity on performance of the employees. The performance is measured in terms of employee effectiveness and organization efficiency.
Theoretical Framework

This section presents the theoretical framework used in explaining how workforce diversity may impact on organizational performance.  Organizational performance can be twofold— organizational efficiency and individual employee effectiveness. This section discusses theories underpinning the study. Yin Lu Ng, Muhammad and Kulik (2014), noted that the diversity-based theories yield different results based on different study variables. Their argument was based on the two theories, social categorization theory and similarity attraction theory.

According to by Tajfel and Turner (2005), Social categorization theory was developed at the beginning of the 1970s and the 1980s. According to the theory, social identities are reflections of the social categories, groups, as well as the networks that an individual may belong. Social categorization theory (SCT) emphasizes that similarities and dissimilarities can lead to categorizations which, in turn, lead to favoring one’s in-group to the detriment of one or more out-groups social, (Tajfel & Turner, 2005). On an intra-group level, this approach is typically referred to as relational demography. Thus, categorizations within a work group (based on an attribute such as gender, race, or age) can lead to the problematic formation of sub-groups with the notion of “us” versus “them”.

Social categorization theory assumes that an individual is striving to achieve a satisfactory self-image and a positive concept of him or herself. SCT is the most referred to of the different theories’ researchers apply to explain the processes that underlie diversity effects on organizational and team performance. Wenzel, Mummendey and Waldzus, (2007), emphasized on the need of forming a team that enhances the relations at the place of work.  The theory recognizes group memberships and tries to explain the resulting processes of the group and the individual. The theory predicts that groups heterogeneous on social category characteristics are a likely source of frustration, discomfort, hostility and anxiety in groups, (Turner & Reynolds, 2012).

Diversity, therefore, is a process intended to create and maintain a positive work environment where the similarities and differences of individuals are valued, so that all can reach their potential and maximize their contributions to an organization’s strategic goals and objectives. Proponents argue that diverse social category characteristics are likely to increase the groups’ relationship conflict, (Richard, Barnet Dwyer & Chandwick, 2007). Durga (2017), found that diversity determines not only the effects of the diversity within an organization but also the level of openness to dissimilarity characteristics among the organization’s members, work groups, and culture. The organizational demography literature stresses the importance of social similarity for interaction, communication and cohesion among the workforce, (Richard et al., 2007). For instance, diversity in terms of age, education or gender decreases social similarity and could hamper job satisfaction, communication and organizational performance.  
Similarity – Attraction theory was advanced by Bacharach (2005) and is applied when observing groups about their composition. The theory builds on the argument that when group members feel like others, a mutual desirability is established that leads to positive communication and group integration processes. Depending on this structure, team member interaction and interpersonal processes may vary in terms of communication, cohesion or integration. Individuals perceiving themselves like other group members in background, sexual orientation and age set ups usually share common experiences in private or professional life as well as regarding their values and attitudes. They consider it easier to interact with similar others, thereby gaining positive feelings and creating a desire related to this state. Similarity-attraction theory attempts to explain and predict interpersonal liking by asserting that people are attracted to others who share similar attitudes, personalities, physical attributes, and a host of other characteristics compared to others who do not. Thus, the theory provides a foundation for demonstrating the effect of employees’ values, skills and sexual diversity, hence may help in explaining variation in employee performance or effectiveness.

The study adopted social categorization theory and similarity attraction theory in trying to explain the relationship between workforce diversity and organizational performance. 

Conceptual Framework

A conceptual framework is a logically developed, described and elaborated network of interrelationships among variables integral in the dynamics of a situation being investigated. It explains the theory underlying these relationships and describes the nature and direction of these relationships.
Gupta (2013), argues that the increase in workforce diversity at the workplace has attracted the attention of both researchers and practitioners. The question that arises is whether diversity composition in an organizations’ workforce affects individual effectiveness or organizational efficiency? From the empirical studies, the researcher realized that the five variables of workforce diversity are very important in describing employee effectiveness and organizational efficiency. If the diversity is not managed well, it could cause conflict, hence slow down the organizational performance.  So, the researcher came up with a framework on the relationship among the study variables as stated in figure 1.
Figure 1 shows all the independent variables that were tested in relation to the dependent variable. Using the model, the relationship was sought between workforce diversity and organizational performance.  Organizational performance being the dependent variable was measured using two indicators namely; organizational efficiency and employee effectiveness. Independent variable workforce was measured using five elements namely; gender diversity, age diversity, ethnic diversity, education diversity and professional networks. Each of these elements was measured using respondents’ perception based on a five – Likert scale on various statements testing their benefits to the organization. All these variables were tested to determine the level of linearly relationship. It is assumed in the model that organizations that value diversity cultivate success and have a future in this dynamic global labour market, hence INGOs will provide the best service.

Independent Variable




Dependent Variable
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Figure 1.  Conceptual model.
Scope of the Study

The study covered only the International Non-Governmental organizations operating in Kisumu County, Kenya. The study specifically evaluated the effect of workforce diversity among employees’ working in the INGOs. The performance of NGOs was measured using organizational efficiency and employee effectiveness. The study only considered selected workforce diversity elements namely age, gender, ethnicity, professional networks and educational background diversity. 

Limitations of the Study 

The population of the study was limited to employees of INGOs operating in Kisumu County and did not cover other local NGOs, thus it is imperative to note that the research findings only revealed the views of the organizations under study. Therefore, it could not to be assumed to be generally applicable to all INGOs. The findings of this study are based on the information provided by the respondents which was their perception to a large extent. Another limitation to the study was that the researcher only looked at few independent-variables vis – a – vis the productivity. However, other variables exist which could provide differences in research findings about the employees’ effectiveness.
Operational Definition of Terms
Age Diversity: looks at the ability to accept the different types of age within a business environment. 

Diversity Management: is defined as acknowledging, understanding, valuing, celebrating, and accepting differences among people with respect to age, gender, ethnicity, and class, mental and physical ability. 

Diversity: means any characteristic that makes people different from one another. It is the differences and similarities between employees in terms of gender, age, educational background, ethnicity, sexual orientation, or other physical or demographic dimensions. 

Education Diversity: is used in this study to refer to a broad range of ideas and initiatives to create learning environment that are equitable as a result of acquiring a wholistic knowledge from attaining different learning levels.

Ethnic Diversity: Ethnic diversity implies diversity in language, religions, races and cultures. It refers to a socio-cultural workforce diversity which is specified by the number of people who have dissimilar ethnicity in the company. 

Employee Effectiveness: is used in this study to refer to enhanced level of employee performance that would lead to higher productivity. 

Gender Diversity: is when a company is represented by a more equal proportion of men and women. It is the equal treatment and acceptance of both male and female in an organization.

Non–Governmental Organizations:  these are charities and other voluntary organizations formed to further cultural or public service objectives. These organizations are supported by grants from funding agencies, public donations, and contracts with governments, among others. The terms PBOs, NPOs, NGOs and charities can be used interchangeably at some quarters.

Organizational Efficiency: is the organization's ability to implement its plans using the smallest possible expenditure of resources. It is an important factor in the firm’s organizational effectiveness, this being the ease and degree of success with which the organization is able to accomplish its aims. It is used in the study as a measure of productivity.

Organizational Performance: organisation performance relates to how successfully an organised group of people with a particular purpose perform a function. Also referred to as measures at the individual or group level direct behaviours to the business unit goals, if properly aligned. That is, the individuals or groups will work to the measures; it is the responsibility of the organization to ensure that the measures are in line with the goals.
Professional Networks Diversity: refers to the individual’s current and past professional contacts and networks.

Workforce Diversity: this refers to the important similarities and differences that exist among employees of organizations. It means a workforce composed of people with different human qualities or who belong to various cultural groups. 

Workforce: is a combination of male and female employees coming from various backgrounds, older or younger employees, workers who are physically challenged and all forms of notable physical and demographic differences among the workers of an organization. 

CHAPTER TWO
REVIEW OF RELATED LITERATURE AND STUDIES
This chapter presents an overview of existing literature on workforce diversity based on gender, age, ethnicity, professional networks and educational background and organizational performance.  The chapter also reviews the benefits of workforce diversity to an organization, the concepts and empirical review on the key study variables and their interrelationships. The chapter concludes by presenting a summary of the literature review and research gaps identified.
The goal of the present study is to provide a qualitative review of the research on the workforce diversity (WD) and organizational performance. Demographic diversity has been discussed in most empirical literature as profit enhancing because it may reduce the firm’s communication costs with segments of customers or yield greater team problem-solving abilities. However, diversity may raise communication costs within teams, thereby retarding problem solving and lowering productivity. Unfortunately, there is little empirical research that disentangles the above countervailing effects on NGOs as most of the empirical studies have concentrated on profit making organizations. 
Organizational Performance
According to Sahara (2010), adoption of effective work diversity increases organizational performance as it attracts diverse talents to the organization’s common goal. This in turn improves the organizational capacity to make accurate decisions, solve problems and build synergy which in turn enhances organizations competitive advantage, (Wambari, 2010). Moreover, in many countries currently, organizations are under legislative pressure to diversify their workforce either through quotas or affirmative action. Workforce diversity has thus become an essential organization concern among management and staff. This has resulted into an assertion that diversity should be part of the organization culture and that all organizations should have a comprehensive workforce diversity programs for creating work environment that attracts and retains all cadres of employees for its own advantage, (Anderson 2013; Yang & Alison, 2011). However, the assertion has failed to put more stress on the benefits of the affirmative action on organizational performance to the organizations.

Clarke and Iles (2000), assert that research findings have proposed that maintaining a pro-diversity work environment can effectively provide a firm with a strong competitive advantage.  The sentiment is supported by, Okoro and Washington (2012), who posit that, given the age of globalization and knowledge economy, business organizations will be successful only to the extent that they are able to embrace and encourage diversity by ensuring that their workplace is significantly diverse and that their diverse workforce is respected, appreciated and valued while Kunze, Boehm and Bruch (2011), observes that the underlying premise is that heterogeneous groups are more likely to be creative, productive, or effective in attainment of organizational goals as opposed to homogeneous groups  and that demographic changes occurring in most countries present an urgent challenge for many organizations. These changes imply that organizations that had a largely homogeneous workforce with respect to age must consider a pressing question and concerns on the consequences of age diversity on the company’s overall performance. For organizations to make informed decisions, regarding the use of scarce resources to improve organizational performance, they must be able to compare the effects of different potential initiatives. Currently, the case of diversity is enjoying high profile in organizational debate partly due to changes in workforce demographics, (Armstrong, Flood, Liu, Guthrie & Mkamwa, 2010).

According to Kochan, Ely, Joshi and Thomas (2002), organizations are learning how to leverage on cultural diversity for enhanced competitive advantage and are considering workforce diversity as one of the initiatives for increasing organizational effectiveness.  Jones, James, Ni, Jinlan, Wilson and David (2009), posit that workforce diversity in an organizations can be a source of competitive advantage helping an organization provide customers with better goods and services while Redman and Wilkinson (2006), argue that effective diversity management contributes to best use of human resource; flexible workforce to aid restructuring; workforce representative of the local community; improved corporate image with potential employees and customers; attracting ethical investors; managers can integrate equality into corporate objectives and new business ideas from a diverse workforce.

In their study, Nishii, Gotte and Raver (2007), found that the demographic diversity of senior management teams is positively associated with demographic diversity of work forces at large and those forms that adopted diversity initiatives outperformed those that did not thus acknowledging the fact that diversity recognizes the fact that the human race is characterized by differences in gender, ethnic origin, age, religion, lifestyle, and physical abilities. According to Simons and Rowland (2011), diversity and diverse interpretation of viewpoints into organizations are pertinent in a world of shifting demographic patterns and work practices.

In general, workforce diversity has mixed results on organizational performance. Ackerberg, Cave and Frazer (2006), in their study noted that diversity in education significantly enhances organizational performance. However, diversity in ethnicity and other demographics induces negative effect on firm performance. Their argument suggests that there are two opposing types of effects due to workplace diversity on organizational performance: 1) Diversity can create negative effect due to poor communication, cooperation among workers and lowers social ties and trust. 2) Diversity can be beneficial to organizational productivity due to better decision making, improved problem solving, more creativity and increases information. A few business organizations and NGOs alike have embraced workforce diversity as an important component in management of human resource in their workplace. Although there is an increase in the study of workforce diversification globally, there is scanty information on how this experience is affecting the organizational performance in the NGO-sector. In fact, in the works of Weller (2000), he defines workforce diversity as a multitude of individual differences and similarities that exist among people. These differences and similarities require a closer monitoring to maximize them for the benefits of organizations.

Workforce Diversity and Organizational Performance
According to the works of Alesina and La Ferrara (2005), Mori, Golesorkhi, Randøy, and Hermes (2015), and Dienes and Velte (2016), there are different economic forces underlying the relationship between workforce diversity and organizational performance  more specifically in profit making organizations. These forces may stem from: individual preferences utility to the well-being of members of their own group or they may value diversity as a social good that enhances performance. The same concept and assertion can be implied in the NGOs sector of the economy; however, few studies have been advanced in this area. Diversity may take different dimensions; social, demographic or value. On the contrary, the demographic dimensions of diversity may be more likely to be negatively related to organizational performance (Horwitz & Horwitz, 2007; Joshi & Roh, 2009).
Empirical studies have indicated that the effects of unit member diversity in work place can yield both benefits (better problem solving, experience and knowledge) and hindrances (intensification of emotional conflicts or high turnover), (Horwitz & Horwitz, 2007; Joshi & Roh, 2009). First, diversity in skills and ability may enhance the organizational performance of a team because more skilled workers help and teach the less skilled, and teammates gain more from task coordination, (Hamilton, Jack & Hideo, 2003). Second, demographic diversity potentially impedes within-team communication and thus reduces both the effectiveness of collaboration and peer pressure, as well as the non-pecuniary benefit of joining the team.  According to Roberson and Park (2006), there exists a positive link between diversity and organizational performance as indicated by the variables such as increased company value, which results from diversity reputation in a company. The other indicator is the positive relationship between company revenues and the attitude of the leaders on diversity.  (previous portion on this space deleted)
There is a strong connection between organizational performance and employee attributes. According to Young and Nam (2013), the attributes of worker diversity influence the effectiveness of internal activities at the company level. The study revealed that diversity in education level, age and sex was adversely affected by the hierarchical positions held. The study was based on a survey involving 256 manufacturing firms in Korea, conducted twice for a period of two years. The results showed that hierarchical position entailed promoting incompetent employees and this affected the company’s performance adversely. The most efficient aspect of diversity was found to be education, as it promoted innovation, efficiency of operations and employee competence. Age diversity was found to affect innovation and education diversity negatively. Strydom and Erwee (1998), used the Cox model to explain diversity and performance. The study identified dimensions of diversity and the business imperatives for managing diversity.

Organizations across the world are currently facing changes in the demographic composition of the workforce due to labour and market trends, legislation, and demographic realities, (Villosio, Dario, Allessandro, Paolo & Matteo, 2008; Rubenstein, 2005). Because of the changing composition, managers are encountering demographic diversity "much more frequently and at higher levels both inside and outside their organizations", (Shore, et al., 2009) than they had in the past. Nonetheless, there is limited empirical research that examines the impact of demographic diversity within the workforce of NGOs. Much of the research on demographic diversity has examined the effects of individual characteristics, such as race and sex, on employee attitudes and behaviours in the public and private sector, but little has been done on productivity of the individual employees in the NGO -Sector. 
Organizational demography researchers most often tend to focus on the effects of tenure, functional background, or job-related variables as well as visible demographic characteristics such as age, race and ethnicity, and gender, (Shore et al, 2009; Gupta, 2013). Although the focus of this study is to look at gender diversity, age diversity, ethnicity and education background, the study presents a brief review of the empirical findings on demographic composition and organizational performance studies. Workforce diversity is a dynamic and complex phenomenon, and managing such diversity is a critical organizational concern as labour pools become more heterogeneous and more emphasis is placed on teamwork, (Shore, et al., 2009). However, simply creating diverse teams will not make them more effective; rather, the success of teamwork is largely dependent on the right composition of individual attributes, (Horwitz & Horwitz, 2007). The empirical evidence regarding the effect of workforce diversity on productivity is very inconclusive and very few studies have look at the impact on NGOs. Furthermore, the findings from these studies must often be interpreted with caution because of methodological and/or data limitations. The current study examines more closely a range of specific arguments for why age, educational, gender diversity, professional networks and ethnicity may impact organizational team productivity. 
Gender Diversity and Organizational Performance
Gender differences in the work commitment are deemed significant in enhancement team performance for the employees. A study by Rao, and Bagali (2014), explores the differences in work commitment between male and female employees. The findings reveal that employee work commitment is related to organizational support, job characteristics, and perceptions of gender discrimination. Further, it is found that the level of job commitment of women is lower than that of men, whereas the level of organizational commitment is the same for both sexes. The lower level of job commitment of women is due largely to their stronger perception of gender discrimination, receiving less challenging job assignments, and engaging in a low level of leader–member exchange. Kurtulus (2011), however, argues that the consequences of gender diversity are found to depend on the technological/knowledge environment of firms. While gender diversity generates significant gains in high-tech/ knowledge intensive sectors, the opposite result is obtained in more traditional industries. Rao, and Bagali (2014), suggests that diversity in gender yields superior outcomes for organizations that embrace it. This is supported by the findings of Letting’, Aosa, and Machuki (2012), who studied the effect of gender and occupation of the board on organizational performance and found a positive, however, the studies failed to examine whether finding may be different given the uniqueness of each sector and the motivating factors.
Nakitari, and Okib (2015), were concerned on establishing whether diversity pays in business organization’s performance. They conducted a study to examine how diversity in gender impact on business performance, and the findings were that gender diversity is positively associated with increased sales revenue. This study adopted a different approach from other previous studies in measuring diversity (racial index of diversity) to validate the results. Gender diversity was measured using gender diversity index and business performance was measured using sales volume and number of customers served. The study finding showed improvement in sales volume as the number of women was increased within the workforce. This was a clear indication on the impact of diversified gender.
Nowacka (2017), in her study, identified the problem of inter-generational isolation between different generations because of stereotypical thinking, prejudice, fear, lack of knowledge as possible challenges brought about by social category diversity. He was more emphatic on age diversity which to her was a challenge for contemporary organizations and managers. Most of the organizations are known to be employing people who are at the age of retirement for many reasons. This brings in a challenge of generational diversity gap. Empirical research supports the argument that gender diversity is positively linked to an organization’s performance. McMillan-Capehart (2003), used the resource-based view of the firm to argue that gender diversity at the management and organizational levels can provide a firm with a competitive advantage. The reviewed literature clearly shows that most of the studies have not empirically tested the impact of diversity on performance of the NGOs
Age Diversity and Organizational Performance
 Riach (2009), posits that unlike other forms of equality such as race and gender, age discrimination as a policy issue has only began to emerge over the past twenty years. Duncan (2003), argues that age diversity may be used to stake claim against recruiting older workers, on account of higher employment costs. However, a host of diversity scholars have argued that age-diverse in workforces display a host of different knowledge, values, and preferences given that their perspectives, including their mental models are different, (Richard & Shelor, 2002). This diversity makes organizations to have a larger pool of knowledge and a larger problem-solving toolbox leading to improved firm performance, (Gelner & Veen, 2013). 

 Gelner and Veen (2013), assert that medical, psychological and economic research has shown that employees of different age groups differ in skills, attitudes and abilities and that these differing characteristics have different effects on organizational performance. The implication of the findings is that young employees are more flexible and can portray an attitude of more change readiness as opposed to older employees while the old employees can also be considered as reservoirs of knowledge carrying the institutional memory of an organization thus enabling effective transfer of skill. Page (2007). 
Age diverse teams consist of team members who have accumulated diverse organizational, work, or life experiences (Kunze, Boehm, & Bruch, 2011), providing more variance in task-relevant perspectives and problem-solving capabilities (Kearney & Gebert, 2009). Age diversity has not been expansively studied on compared to other diversity indexes as gender and minority diversities. As remarked by Shore, et al., (2009), research on age diversity is much less developed than research on race and gender, suggesting the need for new paradigms and new approaches to studying age diversity.  Moreover, prior studies report that, younger workers are thought to learn faster, (Skirbekk, 2003) and to have better cognitive and physical abilities. Letting’ et al., (2012) studied the effect of age, gender, occupation of the board on organizational performance and found a positive relation specifically with age diversity. However, many researchers have failed to have a consensus on which age bracket is the most productive.
Kurtulus (2011), uses detailed personal records of a large US firm in the health service industry for the years 1989-1994. Her study concentrated on diversity within organizational divisions with respect to age, and performance which was associated with lower worker’s performance (i.e. subjective performance evaluated by managers), In contrast, Garnero and Rycx (2014), said that age diversity is beneficial (harmful) for firm productivity and wages. Rao and Bagali (2014), suggest that diversity in age, yields superior outcomes for organizations that embraces diversity. However, companies are confronted with the fact that their workforce is getting both older and more age diverse due to the aging of their employees and shortages in the labour pool, (Baltes & Finkelstein, 2011; Dychtwald et al., 2004). At the team level, a meta-analysis reported overall negative consequences of age diversity on team performance, (Joshi & Roh, 2009). At the organizational level, some econometric studies have recently investigated the relationship between age diversity and firm performance in large-scale samples, with mixed results ranging from non-significant

(Ilmakunnas et al., 2004), over inversely U-shaped (Grund & Westergaard-Nielsen, 2008), to positive (Ilmakunnas & Ilmakunnas, 2011) and negative relationships (Backes-Gellner & Veen, 2009).

Yin Lu Ng, Muhammad and Kulik (2014), focused their study on board age, gender diversity and organizational performance in Australia Securities Exchange. The study tested the results on three diversity-based theories. The findings were varied under each theory. The implication is that with difference in diversity there bound to draw varied results given the context of the study. The study presented a positive linear prediction based on resource dependence theory, a negative linear prediction based on social identity theory, and an inverted U-shaped curvilinear prediction based on the integration of resource dependence theory with social identity theory.  The findings suggest that organizations that have a low level of board age diversity can experience high levels of return on assets, and organizations that have high levels of board gender diversity experience high levels of employee productivity. 
Diversity in Ethnicity and Organizational Performance
Kyomugisha (2016), and Adler (2005), assert that workforce diversity can create a competitive advantage. Their finding was found to enhance organizational effectiveness. Reagans and Ezra (2001), noted that ethnic diversity has positive implications on performance. Their study was based on 224 corporate firms in US. Nakitari and Okib (2015), used racial diversity to explain the implication to business performance. The finding was that racial diversity was associated with the increased sales revenue, more customers and greater relative profits. 
Edewor and Aluko (2007), conducted a study on diversity management, challenges and opportunities in the multicultural organizations in Nigeria. Their emphasis was on social diversity (ethnicity, religion, racial and gender). Their finding is that, it is imperative for managers to understand changing workforce demographics and the impact of increasing diversity of human behavior in the work place. The argument was that as workforce grows more diverse, tensions over cultural issues are likely to arise. This gives room for more studies since organizations are bound to grow their workforce. Most workplaces are made up of social, organizational and value diversity, which forces organizations need to learn how to adapt to be successful, (Gwele, 2009).
Birgen (2015), stated that many organizations in Kenya do not have clear policies and strategies in handling diversity in ethnicity, which is a great obstacle in enhancing organizational performance.   The findings clearly show that diversity in ethnicity is still regarded as a legal obligation by many organizations operating in Kenya.  Thus, many organizations have no clear policies and strategies in handling ethnic inclusivity save for the constitutional requirement. The findings are contrary to other global studies which look at diversity beyond the compliance and legality, thus look at is for posterity, (Gwele 2009). 
However, Ehimare, and Joshua (2011), observes that ethnic diversity does not affect the over all performance of an individual or an organization. This finding is contrary to other studies discussed, hence, create motivation to conduct further research in the NGO – sector. 
Diversity in Education and Professional Networks and Organizational Performance
A person’s educational background can be a significant indicator of their knowledge, skills and capability. Lindenberger (2014 ), says that a diverse body of talent with fresh ideas and perspectives is one of the essential ingredients to a company's long-term success. Garnero and Rycx (2014), discussed the impact of workforce diversity on wages and performance of an organization. The conclusion made was that educational diversity is beneficial (harmful) for firm performance. However, Hamilton et al. (2004) noted in their findings that educational diversity only improves organizational performance if there is sufficient mutual learning and collaboration among workers with different educational backgrounds. This argument therefore mean that gains associated to educational diversity are typically greater if the skills of different educational groups are both relevant and complementary for the tasks performed within the organization.
Recadina and Ouma (2017), focused more on effect of board member diversity on performance among NGOs operating in Nairobi County.  Performance was measured using growth. The board diversity was in relation to professional networks. The scope of the study included both local and International NGOs. The findings revealed that education and professional network diversity has a positive relationship with NGOs’ performance.  However, the study acknowledges the difficulties encountered in measuring performance in the NGOs as opposed to profit making organizations, (Kendall & Knapp 2000; Boeteng et al 2016).
Gacherie (2012), conducted a study in the banking sector in Kenya to determine the effect of educational. The finding indicated that employee’s performance is highly affected by diversity in education. The study targeted the top management of the banks. The performance of the banks was significantly depended on professional networks and level of education.
Summary of Literature Review and Research Gap

It is very clear from the reviewed literature of the five variables of workforce diversity is characterized by inconsistency and mixed results. One possible reason for these inconsistencies is that there may be variation of magnitude in the relationship between workforce diversity and organizational performance. As suggested by Horwitz and Horwitz (2007), Alesina and La Ferrara (2005), Mori et al., (2015), and Dienes and Velte (2016), no unified relationship may exist, rather, different types of diversity may have varied effect on organizational performance as measured by efficiency and effectiveness. Grounded in the social categorization theory, information-processing and decision-making theory and similarity attraction theory. It is proposed that there is overall positive relationship between workforce diversity and organizational performance. However, reflecting on theoretical review of the three theories, it is further proposed that there are differing effects of workforce diversity, with the magnitude of relationship dependent on the type of organization performance.

Although there’s a growing body of literature on the effects of workforce diversity on performance (Recadina & Ouma 2017; Wachira 2016; Kyomugisha 2016; Reagans & Ezra, 2001; Gacherie 2012), research in this area remains scanty and unsystematic regarding the definition of what constitutes workforce diversity and the expectations in the NGO sector, the unit of analysis and dependent variables  under investigation. Most research on diversity published in management literature focuses mostly on management of diversity rather than effect of diversity on productivity. Empirically based research on the effect of workforce diversity within the NGO sector is scarce. Furthermore, most of the research on the outcomes of diversity comes from profit making organizations and always link diversity with performance which is measured differently due to operationalization of the term performance.
This study therefore seeks to establish the overall perception of employees on the relationship between workforce diversity and organizational performance among INGOs in Kisumu, Kenya.
CHAPTER THREE
RESEARCH METHODOLOGY
This chapter discuses research design, population, data collection techniques, validity and reliability test, ethics and data analysis.
Research Design
Research design involves decisions on where, what, when, how and through which means regarding a phenomenon is handled, (Gorard 2013). The study adopted both descriptive-correlation design. Descriptive research is a research designed to provide a snapshot of the current state of affairs.  The design allows for collection of both qualitative and quantitative data to make inferences about a population of interest at one point in time, (Creswell 2009).  The design was preferred since descriptive studies use data from many subjects and can estimate prevalence of an outcome of interest because the sample is usually taken from the whole population. The benefit of a descriptive study design is that, it allows researchers to compare many different variables at the same time.  This design generally uses survey techniques to gather data since the method is relatively inexpensive and take up little time to conduct, (Lewis-Beck et.al 2004).
Correlation research is research designed used to discover relationships among variables and to allow the prediction of future events from present knowledge, (Lewis-Beck et al., 2004). Correlation is a statistical measure of a relationship between two or more variables. It gives an indication of how one variable may predict another. The descriptive techniques permit a statement, in the form of correlations, about the sought relationship. However, correlation does not imply causation; that is, simply because two events are in some way correlated (related) does not mean that one necessarily causes the other. A correlation design merely measures two or more variables rather than manipulating one or more independent variables and subsequently measuring the dependent variable (Lewis-Beck et al., 2004). A positive correlation between two variables is when they vary in the same direction. However; a negative correlation occurs when the two variables are opposite (Lewis-Beck et al., 2004). The correlation design used Pearson correlation in determining the relationship among the study variables.

Population and Sampling Techniques
The population of the study comprised all the registered INGOs operating in Kisumu County. There were 40 INGOs registered and operating in Kisumu County as per the NGO Board Database returns of 2017.  These INGOs have field offices within in Kisumu County (former Nyanza region) and provide variety of services ranging from humanitarian services to economic empowerment. 
Since the population is slightly greater than 30, the researcher deemed it fit not to sample the study population; hence the study adopted a census approach by studying the entire population given that most of these INGOs only have regional offices in Kisumu. Therefore, no sampling was done. The study sought to target a total population of 120 employees (three members from each of the 40 INGOs). However, during the pilot study seven organizations were used, leaving a total of 33 INGOs. This makes the actual unit of analysis to be 99 (3 x 33) employees from 33 INGOs.
Research Instruments
The study used primary data to obtain information for the analysis. Primary data was collected by use of questionnaires. The questionnaires comprised of closed -ended questions in form of a four and five-Likert scale. The questionnaire was designed to reflect the four research questions representing the study variables. The choice of a five-Likert scale helped reduce the level of biasness by providing a wide range of response on each statement or question sought. 
The questionnaire was prepared and divided into two parts with six sections. Section ‘A’  contained  a general biodata of the respondents, section ‘B’  contained test items on gender diversity and organizational  performance of the employee, section ‘C’  contained test items on age diversity and  organizational performance. Section ‘D’ contained test items on ethnicity and organizational performance. Section ‘E’ contained test items on educational diversity and organizational performance and finally section ‘F’ contained test items on professional network diversity and organizational performance. 
 The use of questionnaire was preferred in conducting the study because it allows the researcher to reach many respondents and ensure consistency in information collected. The questionnaires were distributed to the three respondents (employees) selected randomly from each INGO. The questionnaires were dropped to the respondents and then picked after two days by the trained research assistant. This was done to ensure that response rate is maximized, and rate of loss, missing or incomplete questionnaires are minimized.
Validity and Reliability of the Instrument

Validity refers to the extent to which the instrument measures the concept to which it has been assigned. It is the accuracy and meaningfulness of inferences, which are based on the research results, (Mugenda & Mugenda 2003). Whereas reliability refers to the extent to which a measuring device produces the same results when applied more than once on the same person under similar conditions. 
To measure the reliability of the study instruments Cronbach’s alpha and factor analysis were used to determine the reliability of the study instruments. Cronbach’s alpha is a reliability coefficient that indicates how well items in a set are positively correlated to one another. The closer the Cronbach’s alpha is to 1 the higher the internal consistency of the items in the research instrument. However, for this study a Cronbach’s alpha coefficient of 0.6 and above was accepted as a good measure of reliability.

Factor analysis is a measure which is more comprehensive. It was also used to test reliability and validity of the instruments that reported a lower Cronbach’s coefficients in the first test. The reliability of the questionnaire is accepted to be good when all communalities are greater than 0.3. Factor analysis was used when Cronbach’s alpha reported a lower coefficient even if the adjustments were done to the study instruments.
The reliability test of the instrument was done after conducting a pilot study among the 7 INGOs that were selected randomly.  The pilot study included a pre-test of the questionnaire by administering the instruments to 3 employees of each organization. The three employees were selected conveniently to respond to the administered questionnaires from the seven INGOs. Based on their responses, the data collection instruments were assessed for their reliability and validity and results of reliability statistics are presented in Table 1 and appendix 8.
From the reliability test results, the items tested on questions related to the seven study variables, the Cronbach’s alpha coefficients were above 0.6, except on two study variables (age diversity and ethnic diversity) (0.386 and 0.433). The researcher further used factor analysis which a more comprehensive measure to test for validity and reliability on questions related to age diversity and ethnic diversity. 
Table 1                                                                                                                   Analysis of Reliability and Validity of the Instruments
	Variables
	Cronbach’s Alpha coefficient
	No. of Items tested

	Gender diversity
	0.708
	9

	Age diversity

Ethnic diversity

Education diversity

Professional Networks
	0.386

0.433

0.614

0.653
	5

4

7

7

	Employee Effectiveness

Organisation Efficiency

Workforce diversity &efficiency

General perception on element of diversity and productivity
	0.610

0.886

0.757

0.850
	9

13

13

5


The measure is acceptable in the social sciences. The validity and reliability test are accepted when all communalities are greater than 0.3. The communalities on questions related to age and ethnic diversity were greater than 0.3 and the questions explained 75% of total variance in age diversity and 67% of total variance in ethnic diversity. Therefore, the entire questionnaire was valid and reliable to measure all the study variables. The summary of the reliability test output is attached in Appendix 8.

Data Gathering Procedures
The questionnaires were dropped to the respondents and picked within two days of delivery after the respondents had filled in their responses. Each questionnaire then was coded for the researcher to know the response rate and trend. The coding technique was only used for matching returned, completed questionnaires with those delivered to the respondents. The questionnaires were preferred in conducting this study because those expected to take part in the study were highly literate and quite able to answer the set of items asked adequately. 
Statistical Treatment of Data
Once data was collected, it was cleaned and coded into meaningful parameters that can be analyzed by the support of SPSS. Data collected from closed-ended questionnaires based on a four and five Likert scales. The collected data was then analyzed by use descriptive statistics with the help of Statistical Package for Social Sciences (SPSS), and presented through frequencies, percentages, means and standard deviations and correlation analysis conducted to determine the relationship. The workforce diversity was measured  using physical and demographic differences among the workers of an organization in (gender, age, professional networks, education background and ethnicity).  The organizational  performance was measure using both the employee effectiveness and organizational efficiency by designing a five Likert scale to establish the level of employee effectiveness and organizational efficiency.  The results from the measurements were then correlated to establish  the statistical relationships between workforce diversity and productivity of employees among INGOs
Ethical Considerations
The researcher adhered to all the general ethical principles outlined in research work in accordance with the University of Eastern Africa Baraton and the Government of Kenya and obtained all relevant documents authorizing research to be conducted.  
The principle of informed consent requires that people should not be involved as participants in research without understanding and freely agreeing to such involvement. The researcher recognized and respected the individual’s right to decline to participate in, or to withdraw up until the time the data is analysed.  The researcher first engaged the respondents before requesting for their participation. In fact, the Office of the Graduate Studies and research provided the authorization letter that allowed the researcher to engage the respondents and gather data from them. The letter is attached as appendix 5, hence there was no problem encountered by the researcher in distributing the questionnaires and collecting questionnaires. 
Letters giving consent to participation in a research project was obtained from the university (appendix 4-6) and other relevant authorities in Kenya. A consent letter was received from NACOSTI to allow me collect data within Kisumu, County. The consent letters are in (appendix 7) and ethics clearance letter from the office of Graduate Studies and Research in appendix 4.  These helped in protecting the researcher and for the participants during the proposal and data collection.  
CHAPTER FOUR

PRESENTATION OF FINDINGS, ANALYSIS AND INTERPRETATION

This chapter presents the data analysis, interpretation and discussion of the findings based on workforce diversity and productivity. Primary data was used in this study and data was collected through closed-ended questionnaires and the findings are presented in frequencies, percentages and tables respectively.

General Background Information

This section presents the general characteristics of the respondents. This includes response rate, gender, age bracket, marital status, education level, work experience, position of the respondent within the organization and department within which the respondent reports to. The study used frequencies and percentages to summarize the data.
The study targeted a total of ninety-nine respondents from 33 (40-7) INGOs after removing seven INGOs used in the pilot study. The response rate was at 96.97% with 96 out of 99 respondents from 33 International Non-Governmental Organizations operating in Kisumu County. The respondents were spread across the INGOs operating in Kisumu County in which three employees from each of the 40 INGOs filled in questionnaires. The findings on respondents’ bio data on gender, age bracket, marital status, education level, work experience, position of the respondent within the organization and department within which the respondent reports to are discussed below.
Gender of the Respondents

The study sought to examine the gender of the sampled respondents to obtain their gender affiliation. This was done to help understand the general response of the respondents and distribution along gender affiliations.  The results of the analysis indicated that 43.8% of respondents were male and 56.3% of those interviewed were women. This shows that there is variation in gender. However, the results indicated that majority of the respondents were female. This is a sign that INGOs have employed more women than men and hence the existence of a diversified gender. The findings are summarizing table 2:

Table 2                                                                                                                 Analysis of Gender
	Gender
	Frequency
	Percentage

	Female
	54
	56.4

	Male
	42
	43.8

	Total
	96
	100.0


Age Bracket of the Respondents

The study sought to determine the age bracket of the respondents in order to help in understanding on how the respondents were distributed along their age bracket. The findings from the analysis are shown in table .3:

Table 3                                                                                                                 Analysis of Age of the Respondents
	Age Bracket
	Frequency
	Percentage

	18 – 30 Years
	47
	49.0

	31 – 40 Years
	41
	42.7

	41 – 50 Years
	  8
	  8.3

	Total
	96
	100.0


The findings indicated that majority of the respondents were between the age of 18 years – 30 years at (49%). It was further revealed that the response rate of respondents between the age of 41 – 50 years were only (8.3%) being the smallest number of the respondents. This is interpreted to mean that most of the respondents were very young employees who still have a long time to work for various organizations. Hence, the current INGOs operating in Kisumu County have employed diversified age groups in their workforce.
Marital Status of the Respondents

The study sought to establish the marital status of the respondents. In order to determine the marital status, the respondents were expected to indicate whether they fall within the three categories:    single, married, or others. The summary of the findings is shown in table 4.

Table 4                                                                                                                 Analysis of Marital Status
	Status
	Frequency
	Percentage

	Married
	61
	63.5

	Single
	35
	36.5

	Total
	96
	100.0


The results of the analysis indicated that majority of the respondents are married and this was represented by a frequency of (61) at (63.5%). From the result of the analysis (36.5%) of the respondents were still single. This can be interpreted to mean that majority of the respondents were married. However, all the groups under the married and single was well represented.

Educational Level of Respondents

The study sought to establish the relationship between educational level of the respondents and the response rate. The study findings revealed that out of the four categories of education level sought, it was clear from the analysis results that majority of the respondents had acquired first degree (49%) followed by diploma holders at (34.4%) and Masters’ Degree at (11.5%). The findings of the analysis are presented in Table 5.

	 Table 5                                                                                                                  Analysis of Highest Educational Qualification
Education level

Frequency

Percentage

O-level

5

  5.2

Diploma

33

34.4

Bachelor’s Degree

47

49.0

Master’s Degree

11

11.5

Total

96

100.0



	


The interpretation of the finding is that most of the INGOs operating in Kisumu County employ highly qualified staff since over 94% of their workforce have diploma certificates and above. This is an indication of efficiently and effectively run organizations that value education of their staff. The results are good for organization’s productivity. Hamilton et al (2004) supports workforce with good education background and well diversified.

Work Experience of the Respondents

The study sought to establish the relationship between work experience and the response rate among the respondents. The findings from the analysis indicated that, the respondents had varied work experience ranging from 1- year to 14 years and above. The results from the analysis show that majority of the respondents had worked for their organizations for a period between 2- 5 years and 6-9 years, an indication of (62.6%). Those than have worked for a period of one year and below were only (17.7%) and those with work experience of above 14year were only (8.3%) The findings from the analysis are presented in Table 6.

Table 6                                                                                                                 Analysis of Work Experience
	Years of Experience
	Frequency
	Percentage

	0 – 1 years
	17
	17.7

	2 – 5 years
	30
	31.3

	6 – 9 years
	30
	31.3

	10 – 13 years
	11
	11.5

	14 years and above
	8
	  8.3

	Total
	96
	100.0


The interpretation is that majority of the respondents (workforce) have at least worked for a period of two years but less than ten years. This can further be interpreted to mean that majority of the respondents had fairly good work experience in NGO –work environment.

Position within the Organization

The study sought to establish the relationship between respondent position within the organization and the response rate. The findings revealed that majority of the respondents were general staff (52.1%). The response rate from senior management was at (7.3%) and those in middle management and supervisory was at (40.7%) The study findings are presented in Table 7.
Table 7                                                                                                                 Analysis of Position within the Organization
	Rank
	Frequency
	Percentage

	Senior Management
	7
	  7.3

	Middle Management
	18
	18.8

	Supervisory Management
	21
	21.9

	General Staff
	50
	52.1

	Total
	96
	100.0


The interpretation of the results from the analysis indicated that the distribution of the respondents across the workforce was a fair representative of all the cadres given that senior management who participated in the study accounted for (7.3%) of the respondents, middle management accounted for (18.8%) in the response to the study and supervisory and general staff accounted for (21.9%) and (52.1%) respectively. This diverse response from all the category of employees helps in improving the validity of the research findings and making generalization of the findings much easy.

Department of the Respondents

The department of the respondent was to help the researcher in establishing how diverse departments may provide information on the extent to which diversity may influence the productivity of INGOs. The researcher identified six major departments within the NGO setups.  The distribution of the response from each recipient department was fairly distributed among the six major departments.  From the analysis results, the highest response was received from operations department (27.1%) and research department (24%). The respondents that report to the department of Human Resource Development were (12.5%) and those from ICT department had a response rate of (3.1%) which was the lowest. The summary of findings is presented in table 8.

The interpretation is that most of the respondents fairly represented the organizations major departments. This finding makes it possible for the researcher to further generalize the findings across the all INGOs and remove the notion of the researcher being biased in drawing a conclusion from the study findings.

Table 8                                                                                                                 Analysis of Departments

	
	Frequency
	
	Percentage

	Finance
	16
	
	16.7

	Operations
	26
	
	27.1

	Research
	23
	
	24.0

	Technical
	16
	
	16.7

	HRD
	12
	
	12.5

	ICT
	  3
	
	  3.1

	TOTAL
	96
	
	100.0


Workforce Diversity among International Non-Governmental Organizations

 The study sought to answer four major questions on workforce diversity among International Non-Governmental Organization namely:

Research question 1: What are the perceptions of the employees regarding how they view gender diversity, age diversity; ethnic diversity; education diversity and professional diversity among international non-governmental organizations?
Research question 2.  What is the extent of productivity in international non-government organizations in terms of a) employee effectiveness and b) organizational efficiency?

Research question 3.  Is there a significant relationship between workforce diversity elements and a) employee effectiveness and b) organizational efficiency?

Research question 4.  What are the general perceptions of employees in international non-government organizations on the extent of the influence of workforce diversity on productivity?

Analysis of the Research Question One
This section of the chapter present, the analysis, results and interpretation of the study findings based on research question one. 

To answer research question one, (What are the perceptions of the employees regarding how they view gender diversity, age diversity; ethnic diversity; education diversity and professional diversity among international non-governmental organizations?) the study sought to establish the perception of respondents on the extent to which they view gender diversity, age diversity, ethnic diversity, education diversity and professional network exist among International Non-Governmental Organizations. The study used a Likert scale to establish the perception of the respondents. The scale of interpretation of the mean was then developed as follows: 3.50 - 4.00 strongly agree; 2.50 – 3.49 agree; 1.50 – 2.29 disagree and 1.00 – 1.49 strongly disagree.  The results from the analysis and interpretations are discussed below.

Gender Diversity

The study sought to establish from the respondents the extent to which they view the extent to which gender diversity is beneficial among INGOs using a four –Likert scale.  The minimum score expected was (1) and the maximum at (4). The respondents were expected to respond to nine issues statements that confirm or discredit the existence and benefits of gender diversity among international non-governmental organizations. The summary of the analysis of results is shown in table 9.  

The results of the analysis clearly show the highest and the lowest responses in each statement made against or for gender diversity. The highest score response had a mean of (3.47) and standard deviation of (.882) on the statement that efficiency in handling finance resources does not depend on gender and the lowest score had a mean of (1.74) and standard deviation of (.849) respectively on the statement that I hate working in a team where members are more of opposite gender. This was an 
Table 9                                                                                                                      Analysis of Benefits of Gender Diversity
	
	N
	Mean
	Standard Deviation

	*Dissimilarity in gender leads to employee ineffectiveness in work operations

*Workforce of the same gender can easily form efficient working group

*I hate working in a team where members are more of opposite gender

Efficiency in handling finance resources does not depend on gender.

Employees have not been discriminated by employer during promotion opportunities based on gender in this organization.

*Women are favoured during career growth and advancement in my organization.

*Women have good skills in financial management than their male counter- parts

*The growth of the organization is highly dependent on men

*Women are known for quality performance and better decision making

Gender Diversity
	96

96

96

96

96

96

96

96

96

96
	2.04

2.09

1.74

3.47

3.26

1.93

2.04

1.82

2.41

3.0729
	.917

.895

.849

.882

.861

.785

.893

.984

.924

.42496


indication that majority agreed with the statement at a mean of 3.47 that efficiency in handling finances does not depend on gender. However, majority of the respondents disagreed with the statement that they hate working in a team where members are more of the opposite gender. The standard deviation was less than one, an indication that the deviation from the mean was very minimal.
The overall response mean on the nine items was (3.0729) and standard deviation of (.42496). This is interpreted to mean that majority of the respondents agreed that gender diversity exist and beneficial among the INGOs. However, out of nine response items, the respondents were able to classify their responses into either positive statements or negative statements depending on the magnitude of the questions asked and the confirmation that gender diversity exist among the employees. The responses with positive statement accounted for a mean of (3.47) and (3.26) respectively. The positive responses were received on the two questions sought to confirm whether efficiency in handling finance resources does not depend on gender diversity and whether employees are being discriminated by employer during promotions based on gender issues.  The results are interpreted to mean that majority of the respondents confirmed that there are some operational activities that are not affected by gender.

The respondents further provided negative responses to statements on the remaining seven items, the responses that tested the perception on negative statements on diversity were basically statements asked to discredit the gender diversity among the employees by favouring one gender type. The highest results on negative statement response had a mean of (2.41) and standard deviation (.917), on the statement that women are known for quality performance and better decision making as opposed to their male counterparts. The lowest recorded mean of (1.74). On the statement that respondents hate working in a team where members are more of opposite gender. The results of the analysis are interpreted to mean that majority of the respondents’ disagreed or strongly disagreed with the negative statements discrediting gender diversity. These finding are in conformity to the findings of Hang-YueN and Chi-SumWong (2009), and Nowacka (2017), who found that the level of job commitment of women is lower than that of men, whereas the level of organizational commitment is the same for both sexes. And further that any differences experienced in the place of work may just be a stereotypical thinking, prejudice, fear and lack of knowledge.
Age Diversity

The study further sought to establish from the respondents the extent to which they view the existence and benefits of age diversity among INGOs using a four –Likert scale.  The minimum score expected was (1) and the maximum at (4). The study posed five statements to either confirm the benefits of age diversity or discredit the existence of age diversity among INGOs. The results from the analysis indicated that out of the five statements only one negative statements on diversity scored a mean of (2.39) and standard deviation of (.977) On the statement that ‘I feel motivated to work with employees of the same age group’ most of the respondents disagreed with the statement. However, the overall mean of (2.9208) and standard deviation of (.47282) indicated that age diversity exists and is beneficial in problem solving (3.23), enhancing satisfaction among team members (3.18), decision making (2.89) and training, innovation, creativity and cohesion (2.70) respectively in the organization. The summary of the results of the study are presented in Table 10.
Table 10                                                                                                               
Analysis of Benefits of Age Diversity
	
	N
	Mean
	Standard Deviation

	*I feel motivated to work with employees of the same age group

Age difference in group formation in the workplace enhances satisfaction among the team members

Age difference affects positively group effectiveness in decision making

My team leader includes all members of different ages in problem solving

Differences in age affect the training, innovation, creativity and cohesion at my work place positively.

Age Diversity
	96

96

96

96

96

96
	2.39

3.18

2.89

3.23

2.70

2.9208
	.977

.754

1.055

.814

1.037

.47282


The interpretation is that the respondents agreed that age diversity exists and is beneficial to organizations. The findings are in line with a few empirical studies such as Kearney et al., (2009), Skirtbekk, (2003) and Letting et al., (2012), who all agreed that age diversity plays a great role in problem solving, enhances satisfaction, reflective thinking, group effectiveness, level of training and cohesion.

Ethnic Diversity

The study further sought to establish from the respondents the extent to which they view ethnic diversity among INGOs using a four –Likert scale.  The minimum score expected was (1) and the maximum at (4). The respondents were expected to respond to four statements in determining the extent to which ethnicity exists and beneficial among the INGOs. The results from analysis indicate clearly that majority of the respondents confirmed that ethnic diversity exists and is beneficial among the employees. The overall mean of (2.7604) and standard deviation of (.49460) shows that most of the respondents agreed with the statement that ethnic diversity is helpful in the organizational workforce in enhancing decision making ability with mean response of (3.03) and standard deviation of (.900), efficiency with mean response rate of (2.93) and standard deviation of (.874) and enhancing cohesion with a mean response of (2.36) and standard deviation of (.942) respectively. However, a good number of respondents (mean of 2.28) and standard deviation (.937) disagreed that ethnic diversity reduces effectiveness in service delivery.  The finding is just a further confirmation from the positive statements that ethnic diversity is beneficial to a moderate extent.  The summary of the findings is represented in Table 11.
Table 11                                                                                                                                      Analysis of Benefits of Ethnic Diversity
	
	N
	Mean
	Standard Deviation

	Working with colleagues from different ethnic background enhances my level of decision-making ability

Different languages used to communicate in the work place do not create conflict among employees but enhances cohesion

My efficiency in handling work increases when working in a team of different ethnic group

*The language difference among employees reduces effectiveness in communication and service delivery

Ethnic Diversity
	96

96

96

96

96
	3.03

2.36

2.93

2.28

2.76040
	.900

.942

.874

.937

.49460


The study findings are inconformity with Kyomugisha (2016); Nakitari and Okib (2015); Cox (2001) and Reagans and Ezra (2001), that ethnic diversity is associated with employee effectiveness and organizational performance. However, the study findings contradict Ehimare, and Joshua, (2011), who found out that ethnic diversity does not affect the overall performance of an individual or an organization.

Education Diversity

The study further sought to establish the view of the respondents on the existence and benefits of educational diversity among the employees of INGOs in Kisumu County. The respondents’ responses were on seven statements based on 4- Likert scale. The statements were either meant to discredit or confirm the benefits of education diversity among the employees. The overall response mean was (3.1354) and standard deviation of (.45854). This is interpreted to mean that majority of the respondents were of the view and agreed with the statements that education diversity brings experience among employees (3.40), improves ability to perform core tasks and responsibility (mean of 3.33) brings efficiency in operations (mean of 3.02). However, a few respondents disagreed with the statement that education diversity limit problem solving (mean of 1.93, standard deviation of .811) and that education diversity creates lack of confidence among the employees (mean of 1.72; standard deviation of .804). The findings are summarized Table 12.
Table 12                                                                                                               Analysis of Benefits of Education Diversity
	
            
	N
	Mean
	Standard Deviation

	Differences in educational background brings diverse experience and it enhances productivity

My educational level and background improve my ability to perform my core tasks/responsibilities.

My efficiency in operations increases with my level of education and background

I do my job effectively when I am in a team of workmates with different educational level

*Working with colleagues with different educational background and level is limiting problem solving and decision making

*I experience lack of confidence due to my educational background

The differences in educational background do not encourage conflict among employees

Education Diversity
	96

96

96

96

96

96

96

96
	3.40

3.33

3.04

3.02

1.93

1.72

2.80

3.1354
	.801

.890

.807

.833

.811

.804

.925

.45854


The respondents were expected to rate the statement whether ‘Differences in educational background brings diverse experience and it enhances performance or vice versa.’  The highest response from the statements supporting education diversity among the employees in INGOs had a mean of (3.4) and standard deviation of (.801). The minimum score was expected to be (1) and maximum score to be (4).  Thus, the overall mean shows that majority of the respondents agreed that education diversity is helpful for INGOs.  This finding is in line with other empirical studies such as Hamilton et al., (2004), and Lindernberger (2014), who assert that efficiency in operations increases with education and background and that learning and collaboration among workers can only take place if education is diverse.
Professional Networks

The study also sought to establish the view of the respondents on the existence of professional diversity among employees of INGOs in Kisumu County. To answer the question, the respondents were expected to respond to seven statements. The response was based on a four-Likert scale. The analysis indicate that majority of the respondents agreed that professional diversity is good for the organization’s workforce. This is represented by an overall mean of (3.0982) and standard deviation of (.47281). Most of the respondents agreed that professional diversity is beneficial in improvement in work output (mean, 3.39; standard deviation,.716 ), improvement on corporate governance (mean, 3.21, standard deviation .679), improves relations between staff and community service (mean, 3.21; standard deviation .716), innovativeness at the place of work (mean, 3.05, standard deviation .773), strengthening weak ties among staff (mean, 2.89, standard deviation .832) and helping in increasing funds for the organization (mean, 2.85; standard deviation .917). However, the respondents disagreed with the statements that professional networks are necessary for top management only (mean, 1.91 and standard deviation .884). The summary of the results is presented in Table 13.
The study findings are in conformity with the empirical studies such as Recadina and Ouma (2017), who assert that professional networks impact on performance of organizations. This is interpreted to mean, increase in funding, improvement on corporate governance, innovativeness and improvement in work output.

Table 13                                                                                                                                     Analysis of Benefits of Professional Networks
	
	N
	Mean
	Standard Deviation

	My professional networks help in increasing funds for my organization

Professional networks improve on corporate governance

*Professional networks are necessary for the top management only

My professional networks have impacted on innovativeness at my place of work

My professional network has strengthened weak ties among the staff and the organization

Professional networks have increased the interconnectedness between the staff and the community service

Professional networks have increased employee relations leading to improvement in work outputs

Professional Networks
	96

96

96

96

96

96

96

96
	2.85

3.21

1.91

3.05

2.89

3.21

3.39

3.0982
	.917

.679

.884

.773

.832

.739

.716

.47281


Analysis of the Research Question Two

To answer research question two, (What is the extent of productivity in international non-government organizations in terms of a) employee effectiveness and b) organizational efficiency?) the study sought to establish the extent of organizational performance in non-governmental organizations by using effectiveness, the respondents were expected to respond to nine issues surrounding the goal/mission attainment of each organization basing their opinions on a five Likert scale. The response was expected on a five-Likert scale, with the Scale of interpretation of the mean as follows: 4.50 – 5.00
Very large extent, 3.50 – 4.49 large extent,2.50 – 3.49 Small extent, 1.50 – 2.49 Very small extent and 1.00 – 1.49 not at all. The analysis interpretation and discussions are presented below.
Employee Effectiveness
The respondents were provided with nine questions meant to help in establishing the extent to which productivity is achieved by employees working for INGOs. The response was on a five Likert scale, with a minimum score of (1) and maximum score of (5). The summary of the findings is presented on Table 14.

	Table 14                                                                                                                  Analysis of Effectiveness among Employees
N

Mean

Standard Deviation

To what extent do you achieve your organizational goals?

To what extent do you use your co-workers in evaluating your work?

To what extent do you value the time during working hours?

To what extent do you rate your free time of socializing?

To what extent does your organization allow you make decisions without interference?

To what extent would you understand the clarity of your role and what you should be working on?

To what extent are you happy with the achievements of the organization?

To what extent do you have fun at the workplace?

To what extent do you get an opportunity to do innovative things at work?

Employee Effectiveness

96

96

96

96

96

96

96

96

96

96

4.03

3.94

4.43

3.31

3.57

4.22

4.17

3.56

3.50

3.8588

.717

.723

.707

1.019

.949

.873

.675

1.003

.894

.48163



	


The overall mean of (3.8588) and standard deviation (.48163) indicated that majority of the respondents agreed that most employees are effective in discharging their duties. From the analysis of the nine statements provided to test the extent of effectiveness among employees, eight statements and questions sought were found to have received above the average   mean score (3.50). Majority of the respondents indicated to a large extent that, they value time during working hours, clarity of their role, are happy with the achievement of the organization, are working towards organizational goals, value evaluation and appraisal of co-workers and being innovative at work. The responses are represented by the following mean scores (4.43; 4.22; 4.17; 4.03; 3.94; 3.50) and standard deviation (.707; .873; .675; .717; .723; .894) respectively. The interpretation is that most of the employees were able to rank the preferences toward achieving productivity. From the summary of results in table 14, employees clearly indicated that they value time, clarity of duties, happy with the achievement of organizations goals and team work towards achieving organizational goal and sometimes socializing and having fun during their free time. This helps in enhancing productivity among the employees.

Organizational Efficiency
For organization efficiency, a measure of the performance, the respondents were provided with thirteen questions to help assess to what extent the INGOs productivity is achieved in terms of organizational efficiency. The response was on a five Likert scale, with the minimum score of (1) and maximum score of (4). The summary of the findings is presented on Table 15. 

The results from the analysis clearly show that, eleven questions out of the thirteen had a response above the mean of (3.59) and standard deviation of (.947), an indication that majority of the respondents acknowledged and agreed on the existence of organization efficiency in INGOs. The highest response was at a mean of (4.07) and standard deviation of (.861) - where the question sought was to determine the extent to which the organization’s allows for achievement of its goals. The lowest response was on the question – the extent to which organization’s cause job stress to its employees with a (mean, 2.58) and standard deviation of 1.073).

	Table 15                                                                                                                           Analysis of Organizational Efficiency
Mean

Standard Deviation

To what extent has your organization enabled you to utilize most of your skills and ability in your job?

To what extent has your organization enabled people who are hardworking and result-oriented to be praised and rewarded?

To what extent is the inter-departmental communication effective and reliable in this organization?

To what extent has your organization ensured that the seniors at work care about employees’ performance?

To what extent has your organization enabled training programmers to be conducted from time to time?

To what extent has your organization viewed employees as assets?

To what extent is the management of your organization flexible and understand the importance of balancing your work and personal life?

To what extent does your organization show respect for a diverse range of opinions, ideas and people?

To what extent has your organization ensured time management to be always a priority during official working hours?

To what extent has your organization provided you with all resources to perform?

To what extent has your organization made you feel stressed in your job?

To what extent has your organization facilitated employee support and team work from other departments?

To what extent has your organization enabled you to understand the organization‘s objective and try to achieve the same?

Organizational Efficiency

96

96

96

96

96

96

96

96

96

96

96

96

96

96

3.77

3.69

3.59

3.90

3.35

3.61

3.57

3.68

4.03

3.79

2.58

3.59

4.07

3.6338

1.000

1.009

.969

.827

1.114

.999

.855

.801

.900

1.004

1.073

.947

.861

.51229




The findings are interpreted to mean that INGOs operate as open systems which allow employees to interact, utilize most of their skills, and provide reward to hardworking employees, accommodative to diverse range of ideas, opinions and people. In fact, it was clear from the results in table 15 that INGOs ensure that the seniors at work care about employees’ performance and ensures time management to be always a priority during official working hours. The findings are therefore clear, that the extent of productivity in international non-government organizations in terms of a) employee effectiveness and b) organizational efficiency is a greater extent a priority. This is supported by the overall mean scores (3.8588, 3.6339) and standard deviation (.48163; 3.6338) respectively. However, the findings seem to be inconclusive since there are few empirical researches that support the extent to which productivity is rated in the NGO- sector. Hurwitz (2005) found out that the success of an organization largely depends on the right composition of individual attribute. On the other hand, Durga (2017) and Armstrong (2012) found out that effectiveness and efficiency is a function of ability and motivation, thus employees need both ability and motivation for effective performance.
Analysis of the Research Question Three

Correlations between Workforce Diversity Elements and Employee Effectiveness
The study sought to answer research question 3 (Is there a significant relationship between workforce diversity elements and a) employee effectiveness and b) organizational efficiency?) by testing the significant relationship between workforce diversity elements and employee effectiveness. To answer the question, Pearson Correlation analysis was conducted at p≤0.05 significance show the relationship between workforce diversity and employee effectiveness. The results of the analysis are summarized in Table 16.
The results of the analysis show that only two (education diversity and professional networks) elements of workforce diversity were significantly related to employee effectiveness. The relationship was a weak one since the Pearson 
Table 16                                                                                                        Correlations between Workforce Diversity Elements and Employee Effectiveness
	
	
	Employee Effectiveness

	Gender Diversity

Age Diversity

Ethnic Diversity

Education Diversity

Professional Networks


	Pearson Correlation

Sig. (2-tailed)

N

Pearson Correlation

Sig. (2-tailed)

N

Pearson Correlation

Sig. (2-tailed)

N

Pearson Correlation

Sig. (2-tailed)

N

Pearson Correlation

Sig. (2-tailed)

N
	.134

.193

96

.194

.058

96

.061

.552

96

.268**

.008

96

.256*

.012

96


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

coefficient was less than 0.5. The findings further revealed that there is no significant relationship between employee effectiveness and gender diversity, age diversity, and 
ethnic diversity. The p–values were greater than 0.05 (.193; 0.058; 0.552) respectively.  However, there was a significant relationship between employee effectiveness and education diversity and professional networks (p- values 0.008 and 0.012) such that employees tend to be more effective in terms of mission/goal attainment if education diversity and professional networks are present in the organization. However, the implication of the presence of this relationship does not mean there is causal relationship between the variables. The low coefficient could also be as a result of low sample size or population of the study.
The findings on relationship on age, gender and ethnic diversity are contrary to Reagans and Ezra (2001); Rao, and Bagali, (2014); Herring (2009); Letting’ et al., (2012); Kyomugisha (2016) and Page (2007), who assert that gender diversity, age diversity and ethnic diversity is associated with improved performance, organizational effectiveness and superior outcomes. However, the study findings are in agreement with Ehimare, and Joshua (2011), that gender, age and ethnicity diversity does not affect the overall performance of an individual or an organization whereas gender, age and ethnicity are correlated to each other.
 On the other hand, the findings that significant relationship exist between employee effectiveness and education and professional network conforms with Garnero and Rycx (2014); Recadina and Ouma (2017), and Gacherie (2012), who also found positive relationship between education diversity and performance (productivity).  However, Hamilton et al., (2004) noted in their findings that educational diversity only improves firm productivity if there is enough mutual learning and collaboration among workers with different educational backgrounds.
Correlations between Workforce Diversity Elements and Organizational Efficiency
The study sought to answer research question 3 by testing the significant relationship between workforce diversity elements and organizational efficiency. To answer the question, Pearson Correlation analysis was conducted at p≤0.05 significance relation illustrating statistically significant relationship between workforce diversity and organization efficiency. The results of the analysis are summarized in Table 17
Table 17                                                                                                               Analysis of Correlations between Workforce Diversity Elements and Organizational Efficiency
	
	
	Organizational Efficiency

	Gender Diversity

Age Diversity

Ethnic Diversity

Education Diversity

Professional Networks


	Pearson Correlation

Sig. (2-tailed)

N

Pearson Correlation

Sig. (2-tailed)

N

Pearson Correlation

Sig. (2-tailed)

N

Pearson Correlation

Sig. (2-tailed)

N

Pearson Correlation

Sig. (2-tailed)

N
	.112

.276

   96

.127

.217

   96

.182

.076

  96

.148

.149

   96

.014

.889

  96


The findings of the correlations show no significant relationship with the workforce diversity. Hence, there is no significant relationship between organizational efficiency and workforce diversity elements. The p values are greater than 0.05 as presented in Table 17. The study finding is in line with studies such as Kendall and Knapp (2000), and Boeteng et al., 2016), who acknowledge difficulties in measuring performance in the NGO-sector as opposed to profit making. This means that other measures of productivity among INGOs should be used other than organizational efficiency. The findings also conform to the works of Horwitz (2005), Mori et al., (2015), and Dienes and Velte (2016), who suggested that no unified relationship may exists, rather, different types of diversity may have varied effect on productivity as measured by efficiency and effectiveness. 
Analysis of the Research Question Four

The study sought to answer research question four, (What are the general perceptions of employees in international non-government organizations on the extent of the influence of workforce diversity on productivity?) by posing six items that were perceived to be enhancing efficiency in an organization. The employee’s perception was sought to determine to what extent the six items were perceived to be influencing employees’ effectiveness; these included- understanding the information systems, training, work experience, work knowledge, leadership style of top management and professional networks. A five-Likert scale was used to determine the general perception. The scale of interpretation of the mean was developed along as follows- 4.50 – 5.00
Very large extent, 3.50 – 4.49
 large extent; 2.50 – 3.49; Small extent; 1.50 – 2.49
Very small extent and 1.00 – 1.49 not at all. The summary of analysis results of the mean and standard deviation is summarized in table 18.

Table 18                                                                                                           Descriptive Statistics on Perceptions of Employees on the Extent of the Influence of Workforce Diversity on Performance
	
	N
	Mean
	Standard Deviation

	Understanding the information systems

Training


Work experience

Work knowledge

Leadership style of top management

Professional Networks
	96

96

96

96

96

96
	3.88

3.77

3.94

4.07

3.94

3.74
	.886

1.051

.916

.837

.880

1.008


The findings on the perceptions of employees on extent to which workforce diversity has enabled the following aspects to lead to efficiency in performance in the international non-governmental organizations.

Table 18 shows that respondents agreed with the statements; work knowledge of employees (with a mean of (4.07), work experience (mean of 3.94) and leadership style of top management (3.94, .880) have great influence on efficiency. At the same time, respondents agreed that understanding the information systems, having trainings and professional networks affect efficiency of NGOs.  The extent of the perceived influence could be rank in terms of the highest to the lowest from the mean scores as follows:

Knowledge of work (4.07), leadership style of the top management (3.94), work experience (3.94) understanding the information systems (3.88), training (3.77) and professional networks (3.74) respectively.

The study further sought to evaluate the perceptions of employees on the extent to which the following (gender, age, ethnic, education and professional networks) diversity elements affected the performance levels of international non-government organizations. The summary of the findings is shown in table 19:

Table 19                                                                                                               Analysis of Employee Perception on Diversity and Performance
	
	N
	Minimum
	Maximum
	Mean
	Standard Deviation

	Gender Diversity

Age Diversity

Diversity

Educational Diversity

Professional Diversity
	96

96

96

96

96


	1

1

1

1

1
	5

5

5

5

5
	3.06

3.03

2.77

3.66

3.77
	1.304

1.301

1.294

1.212

1.227


The findings show that majority of the respondent’s perceived professional diversity (mean 3.77 and standard deviation 1.227) and education diversity (mean 3.66 and standard deviation 1.212) to affect the level of performance to a larger extent among the INGOs. However, using a five Likert scale, gender diversity (mean 3.06 and standard deviation 1.304), age diversity (mean 3.03 and standard deviation 1.301) and   ethnic diversity with a mean of 2.77 and a standard deviation of 1.2994 were perceived to be affecting the level of productivity of the INGOs to a smaller extent  

 The interpretation is that workforce diversity is perceived by majority of the respondents to be affecting the level of performance to a large extent going by the results in Table 19. The study findings are in line with other empirical studies such as Ozgen, Nijkemp and Poot (2011), Taylor (2015) and Sahara (2010), who indicated that workforce diversity has impacted on the performance of the organizations.
CHAPTER FIVE
 SUMMARY OF FINDINGS, CONCLUSIONS AND RECOMMENDATIONS
This chapter contains the summary of the study, the summary of findings, conclusion and recommendations of the study and areas of further research.  The findings are based on the four research questions that have been used in drawing conclusions and recommendations that the researcher provides.

Summary of the Study
The study sought to answer the four research questions which were adequately answered by the study findings in chapter four. The research questions that guided the study were:
1. What are the perceptions of the employees regarding how they view gender diversity; age diversity; ethnic diversity; education diversity and professional diversity among international non-governmental organizations?

2. What is the extent of organizational performance in international non-government organizations in terms of a) employee effectiveness and b) organizational efficiency?

3.  Is there a significant relationship between workforce diversity elements and a) employee effectiveness and b) organizational efficiency?

4. What are the general perceptions of employees in international non-government organizations on the extent of the influence of workforce diversity on organizational performance?
The study adopted descriptive-correlation research design. The study used both descriptive and inferential statistics in analysing the data that was collected. Descriptive statistics included the frequency, percentages, mean and standard deviation in summarizing and interpreting the analysis results.  The inferential statistics included correlation analysis, which was used to determine the relationship among the variables. 
Summary of Findings
The summary of research findings under the four research questions were as follows:

1. Majority of the respondents’ agreed that education diversity (3.1345), professional networks (3.0982), gender diversity (3.0729), age diversity (2.9208) and ethnic diversity (2.7604) exist among the workforce of INGOs and their perception was that workforce diversity is beneficial for the operations of INGOs given their responses from the statements sought.
2. The study found out that the extent to which performance of INGOs in terms of: a) employee effectiveness and b) organizational efficiency varied among the respondents.  From the research findings it was clear that most respondents agreed that employees are effective in discharging their duties, through valuing their time during working hours, seeking clarity of their role and working towards achieving organizational goal and mission. Most of these employees worked towards achieving organizational goal, observing time judiciously and setting time for socializing and having fun.  Hence the finding is largely perceived to enhancing performance among the employees.
3. On organizational efficiency as a measurement tool of performance,  the study findings clearly indicated that majority of the respondents acknowledged the extent to which organizational efficiency is attained in INGOs. Thus, allow the employees to achieve their goals by setting clear objectives, sound time management and caring more about the employee’s performance.
4. The research question three was to determine the relationship between workforce diversity and employee effectiveness.  In answering the research question three, the findings showed mixed results, out of five elements of diversity tested; only two elements had a significant positive relationship with employee efficiency as a measure of performance. There was no significant relationship between employee effectiveness and gender diversity, age diversity, and ethnic diversity. However, there was a significant relationship between employee effectiveness and education diversity and professional networks .This relationship was found to be more effective in terms of mission/goal attainment if education diversity and professional networks are present in the organization. 
5. Finally the study’s overall findings on general perception  showed that workforce diversity is  perceived to have an influence on employee efficiency. The perceived influence was deduced from statements asked to respondents regarding having greater knowledge about work, leadership style, work experience, understanding information systems, training and professional networks.  Thus, workforce diversity is perceived  to have an influence on organization’s performance in terms of employee  effectiveness  and organization  efficiency.

Conclusions
Based on the findings from the four research questions, the following conclusions have been drawn:

1. First, majority of the respondents agreed that work force diversity is beneficial to the organizational performance. More specifically majority of the employees believed they have never been discriminated on their gender differences. Age differences was also found to be beneficial in motivation, training, decision making and problem solving. On ethnic diversity is can be concluded that it enhances level of decision-making ability and reduces conflicts among various employees by creating good cohesion. Education diversity was found to be useful in enhancing performance and ability to perform more tasks effectively. Finally, the analysis of the benefits of professional networks was overwhelming. The conclusion is that the diversity leads to improvement in work outputs, corporate governance and interconnected between staff and community 
2. Secondly, organizational performance was measured by two indicators. These were employee effectiveness and organizational efficiency. Using the two indicators as a measure of performance, majority of the respondents agreed that employees working for INGOs are effective in discharging their duties. This was achieved by accomplishing organizational goals, understanding their roles and value the working hours. On organizational efficiency it was found to be a good measure of organizational performance, since most of the respondents agreed that INGOs operate as open systems which allow employees to interact, utilize most of their skills, provide reward to hardworking employees and accommodate divergent ideas.
3. Thirdly, it is also concluded that there were mixed results on the relationship between workforce diversity elements and the measures of organizational performance. The conclusion drawn from research question three was that there was a positive relationship between education diversity, professional networks and employee effectiveness among INGOs operating in Kisumu County. This implied that the employee effectiveness is paramount to organizational performance, though there may not be any causal effect on education and professional diversity with employee effectiveness among INGOs. However, there was no relationship between gender diversity, age diversity and ethnic diversity with organization efficiency among INGOs operating in Kisumu County.
4. Finally, it is also concluded that diversity in gender, age, ethnic, education and professional networks were perceived to have a greater influence on organizational performance. The perceptions though no statically significant, were found to bring motivation, satisfaction, and effectiveness in training, creativity, cohesion, team, decision making and team work among the employees. 
Recommendations

  The study serves to fill the knowledge gap in understanding the relationship between workforce diversity and organizational performance among INGOs specifically on the employee effectiveness and organizational efficiency. Given the findings from the study, the researcher is specifically recommending the following: 

1. That the INGOs should continue to encourage workers to pursue higher education in order to improve their performance in the workplace. That the current policy in education and professionalism in the INGOs should focus on skills, training, leadership and innovation agenda which is appropriate in enhancement of organizational performance. 
2. That management should come up with specific policies on employee effectiveness and organizational efficiency. This should specifically be on funding, corporate governance, staff cohesion and community that will enhance workforce diversity in improving organizational performance.  The information-rich networks on effectiveness and efficiency should be built among the employees of INGOs to enable the organizations improve on; funding, corporate governance, innovation staff and community cohesion, community trust and hence improves work output. 
3. The use of professional network can drive both work performance and job security, but there is need for trade-offs between engaging networks that are both beneficial to both organization and the employees. The study recommends further, that a framework be developed for ensuring that employee effectiveness remains critical in areas of training, promotions, annual leave and reward scheme. And that elements of sound organizational efficiency should be enhanced and closely monitored.

4. The study finally recommends, other workforce diversity that were found not to be significant with either, employee effectiveness or organizational efficiency should be revisited, and benefits identified in line with employees’ perceptions.

Recommendations for Further Study
1. The study suggests that the same study needs to be conducted in future to explore further the extent to which workforce diversity may affect leadership style, funding opportunities and corporate governance among other NGOs operating in Kenya. Further research should be conducted on other diversity variables that were left out in the current study.
2. The study adopted descriptive-correlation research design that focused on INGOs in Kisumu. It was noted that information collected did not include the views of stakeholders in the NGO sector. Using a different methodology, a similar study needs to be replicated in other non-governmental organization but under different classification such as health, development, poverty eradication and empowerment sub–sector. This is to ensure further research provides information that represents views of the larger sector of the NGO. It will be easy to make references due to increased number of interviewees.
3. The study suggests that similar studies need to be done on other sectors of the economy with same workforce diversity to get overall reaction of people to diversity and to compare with the findings of this study. Several studies done using different contexts will assist gather a lot of information for analysis and provide better insight on workforce diversity. Findings might also be validated during replication.
4. Similar studies may be conducted in NGOs with more advanced methodologies such as structural modelling, regression analysis, factor analysis. This will help in determining effect among the diversity variables with other measures of organizational performance other than efficiency and effectiveness. Given that the current study only looked at the relationship among the study variables.
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APPENDICES
Appendix 1: Research Questionnaires
Dear Sir / Madam

My name is Dip A. Akach. I am a post-graduate student in the Department of Management.  I wish to state here that the research is purely for academic purpose and at no instance will it be used for any other purpose other than this. Hence information given will be treated with strict confidentiality. I look forward to your prompt response.

BIO-DATA

Please tick ( ) as may be appropriate

1. Gender:  Female (  )                     Male (   )    

2. Age bracket:    18-30 yrs. (   )        31-40 yrs. (   )    41- 50 yrs. (   )      50 yrs. and above   (   )

3. Marital status:     Single (   )                  Married   (   )                           Others   (  )

4. Highest education Qualifications: 

O-Level (  )    Diploma (   )    Bachelor’s Degree (   )      Master’s Degree (     )   

Doctorate / PhD    (     )     Others     (    )

5. Work experience: 

0-1 yr.  (   )    2-5 yrs.  (   )   6-9 yrs. (   )   10-13 yrs.  (  )   14 yrs & above (  )

6. What is your position within the organization?  

Senior Management (   )   Middle management (    )   Supervisory management (   )  

General Staff (    )   Others (   )    

7. Which department do you report to? 

Finance (    )   Operations (  )    Research (   )     Technical (    )      HRD (    )  

ICT (   )

WORK FORCE DIVERSITY IN THE ORGANIZATION

This section contains items to examine the relationship between workforce diversity, (gender, age, education, ethnicity and professional networks diversity) and employee productivity.

Please rate the following statement on the scale of 1-5, where 

1= Strongly disagree (SD), 2= Disagree (D), 3 = Agree (A) and 4 = Strongly Agree SA).

	N0.
	ITEMS 
	1
	2
	3
	4

	Gender Diversity



	1
	Dissimilarity in gender leads to employee ineffectiveness in work operations
	
	
	
	

	2.
	Workforce of the same gender can easily form efficient working group
	
	
	
	

	3.
	 I hate working in a team where members are more of opposite gender
	
	
	
	

	4.
	Efficiency in handling finance resources does not depend on gender.
	
	
	
	

	5.
	Employees have not been discriminated by employer during promotion opportunities based on gender in this organization.
	
	
	
	

	6.
	Women are favored during career growth and advancement in my organization.
	
	
	
	

	7.
	Women have good skills in financial management than their male counter- parts
	
	
	
	

	8.
	The growth of the organization is highly dependent on men
	
	
	
	

	9.
	Women are known for quality performance and better decision making
	
	
	
	

	Age Diversity

	1.
	I feel motivated to work with employees of the same age group
	
	
	
	

	2.
	Age difference in group formation in the workplace enhances satisfaction among the team members
	
	
	
	

	3.
	Age difference affects positively group effectiveness in decision making
	
	
	
	

	4.
	My team leader includes all members of different ages in problem solving
	
	
	
	

	5.
	Differences in age affect the training, innovation, creativity and cohesion at my work place positively.
	
	
	
	

	Ethnic Diversity

	1.
	Working with colleagues from different ethnic background enhances my level of decision-making ability
	
	
	
	

	2.
	Different languages used to communicate in the work place do not create conflict among employees but enhances cohesion
	
	
	
	

	3.
	My efficiency in handling work increases when working in a team of different ethnic group
	
	
	
	

	4.
	The language difference among employees reduces effectiveness in communication and service delivery
	
	
	
	

	Education Diversity

	1.
	Differences in educational background brings diverse experience and it enhances productivity
	
	
	
	

	2.
	My educational level and background improve my ability to perform my core tasks/responsibilities.
	
	
	
	

	3.
	My efficiency in operations increases with my level of education and background
	
	
	
	

	4.
	I do my job effectively when I am in a team of workmates with different educational level
	
	
	
	

	5.
	Working with colleagues with different educational background and level is limiting problem solving and decision making
	
	
	
	

	6.
	I experience lack of confidence due to my educational background
	
	
	
	

	7.
	The differences in educational background do not encourage conflict among employees
	
	
	
	

	Professional Networks

	1
	My professional networks help in increasing funds for my organization
	
	
	
	

	2
	Professional networks improve on corporate governance
	
	
	
	

	3
	Professional networks are necessary for the top management only 
	
	
	
	

	4
	My professional networks have impacted on innovativeness at my place of work
	
	
	
	

	5
	My professional network has strengthened weak ties among the staff and the organization
	
	
	
	

	6
	Professional networks have increased the interconnectedness between the staff and the community service
	
	
	
	

	7
	Professional networks have increased employee relations leading to improvement in work outputs
	
	
	
	


PERFORMANCE OF THE NGOS

Please indicate the level to which you agree that the following measures of productivity have been achieved in your organization:  

1- Not at all; 2. Very small extent; 3 – Small Extent; 4-  Large extent; 5 – Very Large extent

	
	
	111
	2
	3
	4
	55

	Goal/Mission Attainment - Effectiveness

	1.
	To what extent do you achieve your organizational goals?
	
	
	
	
	

	2.
	To what extent do you use your coworkers in evaluating your work?
	
	
	
	
	

	3.
	To what extent do you value the time during working hours?
	
	
	
	
	

	4.
	To what extent do you rate your free time of socializing?
	
	
	
	
	

	5.
	To what extent does your organization allow you make decisions without interference?
	
	
	
	
	

	6.
	To what extent would you understand the clarity of your role and what you should be working on?
	
	
	
	
	

	7.
	To what extent are you happy with the achievements of the organization?
	
	
	
	
	

	8.
	To what extent do you have fun at the workplace?
	
	
	
	
	

	9
	To what extent do you get an opportunity to do innovative things at work?
	
	
	
	
	

	Efficiency



	1
	To what extent has your organization enabled you to utilize most of your skills and ability in your job?
	
	
	
	
	

	2
	To what extent has your organization enabled people who are hardworking and result-oriented to be praised and rewarded?
	
	
	
	
	

	3
	To what extent is the inter-departmental communication effective and reliable in this organization?
	
	
	
	
	

	4
	To what extent has your organization ensured that the seniors at work care about employees’ performance?
	
	
	
	
	

	5
	To what extent has your organization enabled training programmers to be conducted from time to time?
	
	
	
	
	

	6
	To what extent has your organization viewed employees as assets?
	
	
	
	
	

	7
	To what extent is the management of your organization flexible and understand the importance of balancing your work and personal life?
	
	
	
	
	

	8
	To what extent does your organization show respect for a diverse range of opinions, ideas and people?
	
	
	
	
	

	9
	To what extent has your organization ensured time management to be always a priority during official working hours?
	
	
	
	
	

	10
	To what extent has your organization provided you with all resources to perform?
	
	
	
	
	

	11
	 To what extent has your organization made you feel stressed in your job?
	
	
	
	
	

	12
	To what extent has your organization facilitated employee support and team work from other departments?
	
	
	
	
	

	13
	To what extent has your organization enabled you to understand the organization‘s objective and try to achieve the same?
	
	
	
	
	


GENERAL PERCEPTIONS ON THE INFLUENCE OF WORKFORCE DIVERSITY ON PERFORMANCE
Rate the following on a scale of 1 – 5, with 1 - Not at all; 2. Very small extent; 3 – Small Extent; 4- Large extent; 5 – Very Large extent.

1. To what extent has workforce diversity enabled the following aspects to lead to efficiency in performance in your organization?

	
	1
	2
	3
	4
	5

	Understanding the information systems
	
	
	
	
	

	Training
	1
	2
	3
	4
	5

	Work experience
	
	
	
	
	

	Work knowledge
	
	
	
	
	

	Leadership style of top management
	
	
	
	
	

	Professional Networks
	
	
	
	
	


2. To what extent have the following diversity elements affected the performance levels of your organization?

	
	1
	2
	3
	4
	5

	Gender Diversity 
	
	
	
	
	

	Age Diversity
	
	
	
	
	

	Ethnic Diversity
	
	
	
	
	

	Educational Diversity
	
	
	
	
	

	Professional Diversity
	
	
	
	
	


Thank you for your participation!!!

Appendix 2: List of INGOs Operating in Kisumu County
	NO.
	NAME OF INGO

	1. 1
	World Vision

	2. 2
	Global Fund – Red Cross

	3. 3
	Plan International

	4. 4
	CARE International

	5. 5
	SANA International

	6. 6
	Ogra Foundation

	7. 7
	Impact Research Development Organization

	8. 8
	USAID

	9. 9
	K-MET

	10
	KIWASH - SNV

	11
	Watersan

	10. 12
	Liverpool Health

	11. 13
	Centres for Disease Control - CDC

	12. 14
	Global Programs for Research & Training

	13. 15
	Aphia - Plus

	14. 16
	Henry Jackson Foundation Medical Research & Training

	15. 17
	University of Maryland

	16. 18
	Palladium

	17. 19
	Mercy Corps

	18. 20
	International Potato Centre

	19. 21
	Self-Help Africa

	20. 22
	Innovations for Poverty Action

	21. 23
	PATH 

	22. 24
	Elizabeth Glacier Paederatic AIDS Foundation

	23. 25
	International Centre forAIDS Care and Treatment Programs - ICAP

	24. 26
	Concern Worldwide

	25. 27
	Jphiengo

	26. 28
	Merlin

	27. 29
	GIS

	28. 30
	Make Me Smile

	29. 31
	Lake Sea Network International (LASENI)

	30. 32
	Mildmay International

	31. 33
	Netherlands Development Organization - SNV

	32. 34
	ABT Associates

	33. 35
	Omega Foundation

	34. 36
	Safe Water and AIDS Project - SWAP

	35. 37
	Heifer International

	36. 38
	Nehemiah International Organization

	37. 39
	Red Cross International

	38. 40
	International Centre for Cancer Research - INCARE


Source: NGOs Co-ordination Board. (2017). National Survey of NGOs Report
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OFFICE OF DIRECTOR OF GRADUATE

STUDIES AND RESEARCH

UNIVERSITY OF EASTERN AFRICA, BARATON
P.O. Box 2500, Eldoret, Kenya

19 September, 2018

TO WHOM IT MAY CONCERN:
Re: REQUEST FOR PERMISSION TO GATHER RESEARCH DATA

Dip A. Akach is a graduate student pursuing the degree Master of Business Administration in
Management at the University of Eastern Africa, Baraton. She is currently writing her thesis
entitled An evaluation of workforce diversity on productivity among International Non-
Governmental Organization in Kisumu County, Kenya.

[ am requesting you to please allow her to administer her questionnaire to selected respondents in
your organization. She will gather her data within the months of October and November 2018.

Any assistance you will grant her will be greatly appreciated. May God richly bless you in all
your undertakings.

Sincekely yours,

Prof. Korso Gude
Ag. Director

Cc: Chair, Department of Management
Office File

A SEVENTH-DAY ADVENTIST INSTITUTION OF HIGHER LEARNING
CHARTERED 1991




[image: image6.jpg]OFFICE OF THE DIRECTOR OF GRADUATE

STUDIES AND RESEARCH

UNIVERSITY OF EASTERN AFRICA, BARATON
P.O. Box 2500, Eldoret, Kenya

7 September, 2018

TO WHOM IT MAY CONCERN

Re: PILOT STUDY OF RESEARCH INSTRUMENT

Ms. Dip A. Akach is a graduate student pursuing Master of Business Administration in
Management at the University of Eastern Africa, Baraton. She is currently writing her thesis
entitled An evaluation of the influence of workforce diversity on productivity among

International Non-Governmental Organization in Kisumu County, Kenya.

To establish the reliability of her research instrument, Ms. Akach is conducting a pilot study.
Please allow her to administer her questionnaires to selected respondents in your institution.

Any assistance you will grant her will be greatly appreciated. May God richly bless you in all
your undertakings.

Sificerely yours

Prof. Korso Gude
Ag. Director

Cc: Chair Department of Management
Office file

A SEVENTH-DAY ADVENTIST INSTITUTION OF HIGHER LEARNING
CHARTERED 1991







Appendix 8: Reliability Test Analysis
Reliability (Gender Diversity)
	Reliability Statistics

	Cronbach's Alpha
	N of Items

	.708
	9


	Item-Total Statistics

	
	Scale Mean if Item Deleted
	Scale Variance if Item Deleted
	Corrected Item-Total Correlation
	Cronbach's Alpha if Item Deleted

	*Dissimilarity in gender leads to employee ineffectiveness in work operations
	25.14
	16.029
	.579
	.644

	*Workforce of the same gender can easily form efficient working group
	25.71
	20.014
	-.017
	.776

	*I hate working in a team where members are more of opposite gender
	25.05
	18.048
	.335
	.691

	Efficiency in handling finance resources does not depend on gender.
	24.57
	17.457
	.481
	.668

	Employees have not been discriminated by employer during promotion opportunities based on gender in this organization.
	24.81
	17.062
	.483
	.665

	*Women are favored during career growth and advancement in my organization.
	25.05
	14.448
	.654
	.619

	*Women have good skills in financial management than their male counter- parts
	24.95
	17.448
	.443
	.673

	*The growth of the organization is highly dependent on men
	24.86
	16.429
	.587
	.646

	*Women are known for quality performance and better decision making
	25.76
	19.990
	.088
	.730


	Scale Statistics

	Mean
	Variance
	Std. Deviation
	N of Items

	28.24
	21.290
	4.614
	9


Reliability (Age Diversity)

	Reliability Statistics

	Cronbach's Alpha
	N of Items

	.386
	5


	Item-Total Statistics

	
	Scale Mean if Item Deleted
	Scale Variance if Item Deleted
	Corrected Item-Total Correlation
	Cronbach's Alpha if Item Deleted

	*I feel motivated to work with employees of the same age group
	12.57
	4.457
	.320
	.234

	Age difference in group formation in the workplace enhances satisfaction among the team members
	12.14
	6.029
	.017
	.435

	Age difference affects positively group effectiveness in decision making
	12.52
	4.362
	.329
	.223

	My team leader includes all members of different ages in problem solving
	12.10
	5.890
	-.001
	.459

	Differences in age affect the training, innovation, creativity and cohesion at my work place positively.
	13.14
	3.429
	.305
	.220


	Scale Statistics

	Mean
	Variance
	Std. Deviation
	N of Items

	15.62
	6.548
	2.559
	5


FACTOR ANALYSIS (Age Diversity)

Communalities
	
	Extraction

	*I feel motivated to work with employees of the same age group
	.970

	Age difference in group formation in the workplace enhances satisfaction among the team members
	.723

	Age difference affects positively group effectiveness in decision making
	.664

	My team leader includes all members of different ages in problem solving
	.726

	Differences in age affect the training, innovation, creativity and cohesion at my work place positively.
	.671


Total Variance Explained
	Component
	Initial Eigenvalues
	Extraction Sums of Squared Loadings

	
	Total
	% of Variance
	Cumulative %
	Total
	% of Variance
	Cumulative %

	1
	1.453
	29.069
	29.069
	1.453
	29.069
	29.069

	2
	1.293
	25.860
	54.929
	1.293
	25.860
	54.929

	3
	1.007
	20.140
	75.069
	1.007
	20.140
	75.069

	4
	.691
	13.830
	88.899
	
	
	

	5
	.555
	11.101
	100.000
	
	
	


Note:  The Cronbach’s alpha coefficient is less than 0.6.  However, using factor analysis which is a more comprehensive measure to test validity and reliability, all communalities are greater than 0.3 and the questionnaire explains 75% of the total variance in age diversity, which is acceptable in the social sciences.  Therefore, this questionnaire is valid to measure age diversity.
Reliability (Ethnic Diversity)

	Reliability Statistics

	Cronbach's Alpha
	N of Items

	.433
	4


	Item-Total Statistics

	
	Scale Mean if Item Deleted
	Scale Variance if Item Deleted
	Corrected Item-Total Correlation
	Cronbach's Alpha if Item Deleted

	Working with colleagues from different ethnic background enhances my level of decision-making ability
	8.05
	6.748
	-.206
	.653

	Different languages used to communicate in the work place do not create conflict among employees but enhances cohesion
	8.90
	3.290
	.445
	.109

	My efficiency in handling work increases when working in a team of different ethnic group
	8.57
	3.757
	.401
	.188

	*The language difference among employees reduces effectiveness in communication and service delivery
	8.33
	3.633
	.346
	.240


	Scale Statistics

	Mean
	Variance
	Std. Deviation
	N of Items

	11.29
	6.514
	2.552
	4


FACTOR ANALYSIS (Ethnic Diversity) 
                    Communalities
	
	Extraction

	Working with colleagues from different ethnic background enhances my level of decision-making ability
	.695

	Different languages used to communicate in the work place do not create conflict among employees but enhances cohesion
	.568

	My efficiency in handling work increases when working in a team of different ethnic group
	.757

	*The language difference among employees reduces effectiveness in communication and service delivery
	.675


Total Variance Explained
	Component
	Initial Eigenvalues
	Extraction Sums of Squared Loadings

	
	Total
	% of Variance
	Cumulative %
	Total
	% of Variance
	Cumulative %

	1
	1.504
	37.595
	37.595
	1.504
	37.595
	37.595

	2
	1.191
	29.764
	67.359
	1.191
	29.764
	67.359

	3
	.758
	18.951
	86.309
	
	
	

	4
	.548
	13.691
	100.000
	
	
	


Note:  The Cronbach’s alpha coefficient is less than 0.6.  However, using factor analysis which is a more comprehensive measure to test validity and reliability, all communalities are greater than 0.3 and the questionnaire explains 67% of the total variance in ethnic diversity, which is acceptable in the social sciences.  Therefore, this questionnaire is valid to measure ethnic diversity.
Reliability (Education Diversity)
	Reliability Statistics

	Cronbach's Alpha
	N of Items

	.614
	7


	Item-Total Statistics

	
	Scale Mean if Item Deleted
	Scale Variance if Item Deleted
	Corrected Item-Total Correlation
	Cronbach's Alpha if Item Deleted

	Differences in educational background brings diverse experience and it enhances productivity
	18.24
	8.990
	.334
	.586

	My educational level and background improves my ability to perform my core tasks/responsibilities.
	18.52
	8.162
	.458
	.547

	My efficiency in operations increases with my level of education and background
	19.00
	7.600
	.352
	.569

	I do my job effectively when I am in a team of workmates with different educational level
	18.90
	7.990
	.387
	.559

	*Working with colleagues with different educational background and level is limiting problem solving and decision making
	18.95
	7.248
	.272
	.616

	*I experience lack of confidence due to my educational background
	18.38
	8.548
	.318
	.582

	The differences in educational background do not encourage conflict among employees
	18.86
	7.629
	.313
	.585

	Scale Statistics

	Mean
	Variance
	Std. Deviation
	N of Items

	21.81
	10.262
	3.203
	7


Reliability (Professional Networks)

	Reliability Statistics

	Cronbach's Alpha
	N of Items

	.653
	7


	Item-Total Statistics

	
	Scale Mean if Item Deleted
	Scale Variance if Item Deleted
	Corrected Item-Total Correlation
	Cronbach's Alpha if Item Deleted

	My professional networks help in increasing funds for my organization
	18.38
	8.248
	.273
	.657

	Professional networks improve on corporate governance
	18.00
	8.300
	.597
	.561

	*Professional networks are necessary for the top management only
	17.76
	8.790
	.237
	.660

	My professional networks have impacted on innovativeness at my place of work
	18.00
	9.500
	.181
	.667

	My professional network has strengthened weak ties among the staff and the organization
	18.52
	8.162
	.343
	.626

	Professional networks have increased the interconnectedness between the staff and the community service
	17.90
	8.190
	.648
	.550

	Professional networks have increased employee relations leading to improvement in work outputs
	17.71
	8.914
	.522
	.590


	Scale Statistics

	Mean
	Variance
	Std. Deviation
	N of Items

	21.05
	11.048
	3.324
	7


Reliability (Effectiveness)
	Reliability Statistics

	Cronbach's Alpha
	N of Items

	.610
	9


	Item-Total Statistics

	
	Scale Mean if Item Deleted
	Scale Variance if Item Deleted
	Corrected Item-Total Correlation
	Cronbach's Alpha if Item Deleted

	To what extent do you achieve your organizational goals?
	31.43
	12.057
	.237
	.596

	To what extent do you use your coworkers in evaluating your work?
	31.33
	11.933
	.138
	.618

	To what extent do you value the time during working hours?
	30.81
	11.962
	.232
	.596

	To what extent do you rate your free time of socializing?
	32.05
	10.448
	.416
	.550

	To what extent does your organization allow you make decisions without interference?
	31.76
	11.290
	.421
	.562

	To what extent would you understand the clarity of your role and what you should be working on?
	31.00
	10.500
	.455
	.543

	To what extent are you happy with the achievements of the organization?
	31.14
	10.329
	.328
	.572

	To what extent do you have fun at the workplace?
	32.10
	8.890
	.473
	.521

	To what extent do you get an opportunity to do innovative things at work?
	31.81
	11.462
	.089
	.652


	Scale Statistics

	Mean
	Variance
	Std. Deviation
	N of Items

	35.43
	13.257
	3.641
	9


Reliability (Efficiency)
	Reliability Statistics

	Cronbach's Alpha
	N of Items

	.886
	13


	Item-Total Statistics

	
	Scale Mean if Item Deleted
	Scale Variance if Item Deleted
	Corrected Item-Total Correlation
	Cronbach's Alpha if Item Deleted

	To what extent has your organization enabled you to utilize most of your skills and ability in your job?
	44.19
	57.562
	.818
	.864

	To what extent has your organization enabled people who are hardworking and result-oriented to be praised and rewarded?
	44.43
	54.557
	.835
	.862

	To what extent is the inter-departmental communication effective and reliable in this organization?
	43.95
	65.248
	.662
	.876

	To what extent has your organization ensured that the seniors at work care about employees’ performance?
	44.48
	56.862
	.760
	.867

	To what extent has your organization enabled training programmers to be conducted from time to time?
	44.52
	57.662
	.812
	.864

	To what extent has your organization viewed employees as assets?
	44.38
	57.648
	.802
	.865

	To what extent is the management of your organization flexible and understand the importance of balancing your work and personal life?
	44.05
	65.548
	.533
	.880

	To what extent does your organization show respect for a diverse range of opinions, ideas and people?
	44.00
	69.100
	.266
	.891

	To what extent has your organization ensured time management to be always a priority during official working hours?
	43.67
	63.833
	.619
	.876

	To what extent has your organization provided you with all resources to perform?
	43.86
	61.429
	.617
	.876

	 To what extent has your organization made you feel stressed in your job?
	45.10
	77.690
	.322
	.916

	To what extent has your organization facilitated employee support and team work from other departments?
	44.05
	67.948
	.496
	.883

	To what extent has your organization enabled you to understand the organization ‘s objective and try to achieve the same?
	43.62
	63.748
	.612
	.877


	Scale Statistics

	Mean
	Variance
	Std. Deviation
	N of Items

	47.86
	73.229
	8.557
	13


Reliability (Perceptions of effects of workforce diversity on efficiency of productivity)
	Reliability Statistics

	Cronbach's Alpha
	N of Items

	.757
	6

	Item-Total Statistics

	
	Scale Mean if Item Deleted
	Scale Variance if Item Deleted
	Corrected Item-Total Correlation
	Cronbach's Alpha if Item Deleted

	Understanding the information systems
	20.57
	7.057
	.514
	.720

	Training
	20.86
	6.829
	.514
	.718

	Work experience
	20.62
	7.148
	.506
	.723

	Work knowledge
	20.67
	6.933
	.610
	.701

	Leadership style of top management
	20.76
	6.890
	.433
	.739

	Professional Diversity
	20.81
	5.462
	.523
	.733

	Scale Statistics

	Mean
	Variance
	Std. Deviation
	N of Items

	24.86
	9.229
	3.038
	6


Reliability (Effect of diversity elements on productivity levels)
	Reliability Statistics

	Cronbach's Alpha
	N of Items

	.850
	5


	Item-Total Statistics

	
	Scale Mean if Item Deleted
	Scale Variance if Item Deleted
	Corrected Item-Total Correlation
	Cronbach's Alpha if Item Deleted

	Gender Diversity
	13.29
	14.014
	.600
	.843

	Age Diversity
	12.86
	13.229
	.815
	.773

	Ethnic Diversity
	13.52
	16.162
	.514
	.856

	Educational Diversity
	12.71
	15.514
	.778
	.797

	Professional Diversity
	12.57
	15.757
	.663
	.820

	Scale Statistics

	Mean
	Variance
	Std. Deviation
	N of Items

	16.24
	22.490
	4.742
	5


Appendix 9:  Curriculum Vitae

P.O. Box 105084 – 00101 Jamia, Nairobi, Kenya, E-mail – akachdip@yahoo.com  

Tel: +254 – 791 – 571718 or +254 734 143262 
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Education

	2017- to date

2013-2016
	University of Eastern Africa, Baraton

MBA – Management Option

University of Eastern Africa, Baraton

Bachelor of Business Administration – Management Option

	1986-1989
	Ng’iya Girls High School

Kenya Certificate of Secondary Education (KCSE) Certificate


Professional Training

2012:
Blanes College of Business Studies, Typing 50wpm and Office Management III examinable by Kenya National Examinations Council (KNEC) http://www.knec.ac.ke/main/index.php
1993 – 1995:
National Youth Service Secretarial College, Full Secretarial training examinable by Kenya National Examinations Council (KNEC) http://www.knec.ac.ke/main/index.php  
Other Training

2008:
African e-development Resource Centre Nairobi, Records and Archives Management Capacity Building Training: This training ensures creation of effective records management strategy.

2005:

The Act Institute, Management Skills Training 


This training ensured:

· Enhanced team spirit at work, 

· Effective interpersonal communication, 

· Effective management of conflict & stress, 

· Effective public relations and image management

Developed Abilities & Skills

· Team player with strong interpersonal skills

· Computer skills in MS Word, MS Excel,  MS Power point and ERP System - Maconomy

· Excellent listening and communication skills (both verbal and written).

· Experience delivering within a multicultural and multi professional contexts under minimum supervision

· Very good organization skills 

· High level of professionalism and confidentiality.

Languages 


	
	Reading
	Speaking
	Writing

	English
	Excellent
	Excellent
	Excellent

	Kiswahili
	Good
	Good
	Good


Professional Experience

	May 2017 - Date
	Position: Operations Officer 

Reporting to: Director of Programmatic Operations

Organisation:  Global Programs for Research & Training

Global Programs for Research & Training is an affiliate of the University of California, San Francisco which provides technical assistance to the Ministry of Health and its partners for HIV and STI program.

Duties

The Operations Officer is responsible for managing the administrative and operations functions of projects supported by Global Programs. Duties include, but are not limited to:

Office Administration 
· Manage the front office:  Receive guests/incoming calls and direct them appropriately; receive mails and invoices, record, scan and distribute appropriately; dispatch documents/items to various locations via courier.

· Support in planning, organizing and coordination of program activities including trainings, workshops and meetings. This includes but is not limited to initiating and following up on travel requests, booking and confirming venues and accommodation; processing air tickets, printing and delivery of materials. 

· Maintaining online database of vendors as well as paper files for vouchers, invoices, purchase orders etc. 

· Responsible for facilities management, ensuring premises are clean, in good repair and security procedures are in place and complied with. 

· Internal Meetings:  Reserve meeting rooms, send invitations for meetings & take minutes, make available projectors whenever required, etc

· Assisting in maintaining and updating assets register and ensuring that all equipment is tagged and regularly maintained. 

Procurement 
· Assisting in the procurement of goods and services 

· Maintains service contracts and agreements

· Assisting in identifying potential vendors, preparing and negotiating competitive bids, quotations in compliance with the procurement policy and ensuring conformity with U.S. funding regulations 

· Tracking billing of various services including utilities, internet etc. 

Human Resources 
· Support HR assistant during recruitment & assist new staff with on-boarding processes

· Ensuring monthly timesheets are completed on a timely basis and signed by the supervisors 

· Ensure newly hired independent consultants sign their contracts in good time

· Maintains a database of all independent consultants

· Submit all consultants’ invoices to HR Manager and makes follow-up on any pending payments

· Representative on staff welfare issues 

Finance Support

· Validates all Mpesa bulk payment requests received by Program Administrators 

· Uploads all invoices ready for payment in unpaid folder and makes follow ups on any pending vendor payments

· Maintains office petty cash

· Bank agent – withdraws/deposits cash



	Sep. 2015 to Apr. 2017
	Position: Executive Secretary 

Reporting to: Director

Organisation:  Anjarwalla & Khanna Advocates (http://www.africalegalnetwork.com/kenya/)

Anjarwalla & Khanna (A&K) is the largest corporate law firm in Eastern Africa, with over 90 lawyers, and is generally considered the leading full-service corporate law firm in Kenya. A&K is the founding member of ALN, Africa’s widest and most integrated legal alliance of independent top-tier law firms.

Duties

This position supports six (6) lawyers in Real Estate and Finance Departments.

Specifically, my duties included but not limited to:

Business Development Support (BD)

· Sharing client contact information on a regular basis with Business Development (BD)

· Working with BD to ensure up-to-date CV’s are kept on record for all lawyers in your team

· Development of proposal outlines using A&K house templates in both Power Point & MS Word with a view to enhancing quality

· Formatting correspondences & reports, printing and ensuring timely dispatch

Work in progress (WIP) - Finance matters (management)

· Opening files for new clients and new matters 

· Ensure all time entries are up to date

· Following up on Withholding Tax Certificates 

Emails and communication management

· Return calls and provide feedback and update

· Reviewing and screening correspondence to ensure that they have been responded to and are delivered to the appropriate person flagging important information requiring action i.e. deadlines, dates, feedback, clarification, follow up, bring-ups

Meetings management

· Ensure proper diary management with no/minimal conflicts and proper prioritisation

· Ensure organisation of internal and external meetings including logistical arrangements (for instance venue, equipment, conferencing set up)

· Assisting the lawyers in my team with the necessary preparatory work

Administration Department and Travel management

· Ensuring original and copies of documents are kept in the safe e.g. Titles Deeds, Logs Books, Registered Lease, Grants, Registered Charge, Registered Debentures and other securities 

· Ensuring safekeeping of confidential materials (filing) i.e. scanning on worksite and physical filing

· Ensuring filing systems are logically maintained and are kept up to date

· Accounting for allowances in a timely basis 

· Working together with the travel desk to ensure timely visa processing

· Preparing travel requisition forms in a timely manner

· Working together with the Travel Desk for best and most economical routing; ensuring appropriate hotel bookings and preparation of travel itinerary

· Working with the travel desk to ensure the travel Pack is complete before travel

Knowledge Management (KM)

· Assisting the KM department during trainings to ensure timely attendance, all necessary documents are prepared

· Assisting the KM department in ensuring that application forms for practicing certificates are completed in good time. 

Departmental Support

· Assisting with preparing the agenda and any other materials needed for the meeting and ensure they are circulated before the meeting

· Sending invites to all attendees

· Booking meeting rooms

· Taking minutes during the meeting

· Circulating minutes after all meetings



	2006 – Aug 2015
	Position:  Management Assistant

Reporting to:  Country Director

Organization:  SNV Netherlands Development Organization

SNV is an International Not-For-Profit Development Organization.  Founded in the Netherlands almost 50 years ago, SNV has local presence in Asia, Africa and Latin America.

In Kenya, SNV started operations in 1967 focussing on Agriculture, Water, Sanitation and Hygiene and Renewable Energy Sectors in alignment with Kenya’s Vision 2030 and Sustainable Development Goals (SDGs)

Duties

The Management Assistant’s duties included, but were not limited to:

Correspondence

· Register incoming and outgoing mail/courier and pouch to Netherlands

Calendar Management

· Manage assigned Manager’s calendar/country management team

Logistics

· Organize and co-ordinate meetings, workshops, events ensuring housekeeping affairs

· Coodinate travel, book flights, accommodation, car hire, airport transfers

Communication

· The country focal point person for the intranet – Kenya page

Archiving

· Maintain filing system both electronic/hard copies & archive documents

· Keep records of knowledge materials eg. Newsletters, books etc

Administration/Finance

· Maintain petty cash

· Support Human Resources Officer during interviews, orientation and on boarding

· Manage the front office in absence of Office Assistant

	July 2002 - 2005
	Position:  Administrative Assistant

Reporting to:  Portfolio Coordinator, Northern Kenya Portfolio

Organization:  SNV Netherlands Development Organization

Duties

The Administrative Assistant’s duties include, but are not limited to:

Logistical Support

· Coordinate drivers
· Make travel arrangements and accommodation for portfolio team members.

· Organize events, workshops and meetings

Administration/Finance

· Manage front office

· Purchase office supplies

· Prepare a budget for office supplies

· Maintain office petty cash

· Facility maintenance/supervise office cleanliness

Records Management

· Keep client files in compliance with house style

· Format standard documents for consultants, local capacity builders

· Maintenance of Information Management System

	Apr 2000 –June 2002
	Position: Administrative Assistant 

Reporting to: Administrator SARDEP Programme

Organisation: Semi-Arid Rural Development Programme 
(SARDEP) Laikipia

The Semi-Arid Rural Development Programme was a district focussed initiative that started operations in 1999 in Kajiado, Laikipia, Keiyo and Marakwet Districts in Kenya.  It was administered by SNV Netherlands Development Organisation and implemented in close cooperation with Kenya Government Institutions, NGO’s and the Private Sector.

Duties
Duties included but were not limited to:

· Petty Cash Administration
· Logistical Support 
· Administrative Support
· Secretarial Duties
· Front Office Management

	Jun 1998 – Apr 2000
	Position: Secretary 

Reporting to: GCA Coordinator, Laikipia 

Organisation: Laikipia Development Fund, Nanyuki

Laikipia Development Fund is a Micro-Finance Institution with its base in Nanyuki

Duties
Duties included but were not limited to:

· Front Office Management
· Secretarial/Administrative Duties
· Document Management (Photocopying & Filing)
· General Support in running the office

	Jul 1997 – May 1998
	Position: Secretary 

Reporting to: GCA Coordinator, West Pokot

Organisation: Pokot Development Fund, Kapenguria

Pokot Development Fund was a Micro-Finance Institution with its base in Kapenguria.

Duties
Duties included but were not limited to:

· Front Office Management
· Secretarial/Administrative Duties
· Document Management (Photocopying & Filing)
· General Support in running the office
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1. Mr Sabastian Ouma, Program Administrator, Global Programs for Research & Training, P O Box 614-40100, Kisumu, Tel: +254 717 443211, sabastian.ouma@ucglobalprograms.org
2. Mr Henry P Mugane, Country Human Resources Manager, SNV Netherlands Development Organisation, P O Box 30776 – 00100 Nairobi, Tel: +254 733 607700, hmugane@snvworld.org 

3. Mr Chris Shimba, Policy & Research Manager, Kenya Markets Trust, P O Box 52421 – 00100, Nairobi, Tel: +254 720 879039, chrisshimba@gmail.com
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Dip A. Akach





Profession:  	Administrative & Operations Professional





Nationality: 		Kenyan





Dip is an Operations Officer presently based in Kisumu and working with Global Programs for Research and Training, an affiliate of the University of California, San Francisco.  To date, Dip has served as an officer pitching in various re-known organizations within International Development, International Law and Private Sector. To date, Dip has provided high level administrative support to Project Teams, Country Directors and Country Management Teams (CMTs).  At Global Programs for Research and Training, she is responsible for program operations in Nyanza Kenya Region covering Kisumu, Homabay, Migori, Rongo and Suba and at SNV Netherlands Development Organization, she worked closely with and supported the Regional Management Team for SNV East and Central Africa (ESA) region involving 9 countries. Her job has combined administration, operations, and petty cash management as required in this role: She has facilitated travel, supported procurement process and organized events. 


Dip reports to the Director of Programmatic Operations and is responsible for managing the administrative and operations functions of projects supported by Global Programs which involves office administration, logistics, procurement and human resources.
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