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Abstract

The objective of this study was to determine relationship between age diversity and employee
performance of public universities in Western Kenya. The target population composed of four public
universities and the respondents were 120 head of departments. The study adopted a mixed method
design and a survey method was used to collect primary data using a questionnaire pretested for
validity and reliability. Descriptive and inferential statistics were used to analyze the data. Out of the
120 questionnaires sent out, 93 questionnaires were received giving a response rate of 78%.
Regression and correlation analysis established a statistically significant positive relationship between
age diversity and employee performance. The conclusions drawn from the study findings is that age
diversity influence employee performance positively and majority of the employees are positive about
age diversity practices in public universities. The study then recommended that the management
should continue to uphold its age diversity policies and practices in order to increase the benefits of
workforce diversity and come up with motivation programs that recognize younger employees in
team success. Further research should be carried out on other variables of workforce diversity, test
moderating variable on this relationship and a look into other institutions in public and private sectors.
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INTRODUCTION

Workforce Diversity

Increased mobility and networking of people from diverse backgrounds as a result of improved
economic and political systems and the recognition of human rights by most nations has put most
organizations under pressure to embrace diversity at the work place (Williams & O’Reilly, 1998). This
diversity brings with it the heterogeneity that needs to be nurtured, cultivated and appreciated as a
means of increasing organization’s performance. Carrell (2006) defines workforce diversity as ways
that people differ which can affect a task or relationship within an organization such as age, gender,
race, education and ethnicity. The concept of diversity emerged mainly to further the availability of
equal opportunities in the workplace with a philosophy of ensuring that organizations make the
most out of the difference from a diverse workforce rather than losing talent which might assist the
organization to be more efficient and effective (Jain & Verma, 1996).

Contemporary trends in the legal framework have also necessitated the putting in place specific
statutes making it unlawful to discriminate on grounds such as age, sex, marital status, race, national
origin, ethnicity, disability, sexual orientation, religion or belief, union membership or non-
membership, part-time or full time workers, or ex-offenders whose convictions are spent (Torrington,
Hall & Taylor, 2005). Cox (2001) agrees with this but argues that workforce diversity is not the sole
domain of the human resource function in the organization primarily aimed at compliance with legal
requirements; but it is a systematic organization-wide effort based on the premise that for
organizations to survive and thrive there must be an inherent value in diversity. Cox notes that, the
challenge of diversity is not simply to have it but to create conditions in which its potential to be a
performance barrier is minimized and its potential to enhance performance is maximized (Cox, 2001).
Diversity management therefore refers not only to those groups that have been discriminated against
or that are different from the dominant or privileged groups, but to the mixture of differences,
similarities and tensions that can exist among the elements of a pluralistic mixture (Thomas, 2005).
Workforce diversity is a subjective phenomenon, created by group members themselves who on the
basis of their different social identities categorize others as similar or dissimilar (O'Reilly, Williams, &
Barsade, 1998). Loden & Rosener (1991) define diversity as that which differentiates one group of
people from another along primary and secondary dimensions. Primary dimensions of diversity,
those exerting primary influences on our identities, are gender, ethnicity, race, sexual orientation,
age and mental or physical abilities and characteristics. They claim that primary dimensions shape
our basic self-image as well as our fundamental world views and have the most impact on groups in
the workplace and society. Secondary dimensions of diversity on the other hand are less visible, exert
a more variable influence on personal identity and add a more subtle richness to the primary
dimensions of diversity. They include: educational background, geographic location, religion, first
language, family status, work style, work experience, military experience, organizational role and
level, income and communication style. The secondary dimensions impact our self-esteem and self-
definition (Loden & Rosener, 1991).
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Age Diversity

Age diversity is a shared phenomenon that is present in nearly all groupings, such as families, higher
institutions, sport teams, and work or team groups with members of varying ages (Kunze, Boehm, &
Bruch, 2013). Workforce is unique in its generational diversity, which presents new challenges to
organizations attempting to attract, retain, manage, and motivate quality employees. Each
generation believes that its strengths are unique and they do not enhance those of other
generations (Rowe, 2010). Where age diversity is practiced, the benefits accrue both to the
organization and the employees. Having an age diverse environment produces and creates better
working relationships and enhances social cohesion for all. Age stereotypes are features given to
people who belong to a specific age group. They are meant to guide individuals during the process
of social interactions. Most of the time, stereotypes are based on incomplete knowledge about
changes in skills and competences. In actuality, various age stereotypes are negatively colored. For
instance, it is assumed by people that older individuals are flexible, reluctant to change and
underperform (Kite, Stockdale, Whitley, & Johnson, 2005). In spite of the prevalence of the negative
age stereotype against older people, younger employees are not left out as they are assumed to lack
patience, social competence and experiences (Schlick, Frieling, & Wegge, 2013).

Employee Performance

Durga (2017) defined performance as the act of executing a task or an accomplishment or
achievement. He adds that employee performance is how well an employee is effectively fulfilling
his/ her job requirement or discharging his/ her duties so as to achieve good results. O'Flynn, et al.
(2001) citing William and O’Reilly (1998) said employee performance is defined using three criteria.
First criteria, is that employees’ output meets the standard of performance set by the organization’s
external customers. Secondly, employee performance can be defined in terms of how the social
processes utilized in the performance of their jobs enhances or maintain the capability of the
employees to work together on subsequent group tasks. Finally, that employee’s personal needs
are satisfied instead of them being frustrated by the group performance. O'Flynn, et al. (2001) citing
Ancona (1992) argue that there are multiple dimensions when it comes to rating of performance
seeing that different constituents have their different performance criteria and access to data. For
instance, management may be more interested in looking at the output of the employees whereas;
the employees make be interested in creating a productive environment for themselves.
Information and decision making theory predict that a positive outcome exist between employee
performance in intellectual and complex tasks and information as employees have diverse
knowledge, skills, experience and expertise which results in innovation, new product design and
improved decision making.

Public Universities in Kenya

Public universities in Kenya are charged with the responsibility of providing higher education to all in
the country on a competitive yet balanced basis accounting for 80% of the total university students’
enrolment in the country. The universities were previously established under individual Acts of
Parliament until the enactment of Universities Act No. 42 of 2012 which saw all individual Acts
repealed and public universities re-accredited through charter award after institutional quality
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audits. All public universities in Kenya operate under the oversight of Commission for University
Education (CUE) to which they are accredited a move aimed at promoting, regulating, monitoring and
dealing with all matters related to university education. Currently there are 22 fully accredited public
universities and 9 constituent colleges (CUE, 2013).

The public universities are in different geographical locations in the country and are autonomous in
matters of management of their human resources. All public universities major funding is by the
government and their core activities is teaching, research and consultancy services. Being public
establishments, public universities are also affected by legislations and government directives that
are deemed to be of national interest and best human resource practices (Nguata, 2013). This forms
a ground for investigating the relationship between age diversity and employee performance of these
establishments and how this is moderated by the organization culture of each individual institution.

Statement of the Problem

The world’s increasing globalization needs more interaction between people from diverse cultures,
thinking, and backgrounds than in the past (Green et al., 2002). Considering that the world economy
is now globalized and more culturally diverse, these multicultural work forces are making work
environment different from traditional one (Mazur, 2010). Thomas (1990) pointed out that corporate
competence counts more than ever, and today’s nonhierarchical, flexible, collaborative management
requires an increase in tolerance for individuality. The question is not, therefore, one of accepting
that individuals are different but creating an atmosphere of inclusion and making a commitment to
valuing diversity. Research suggests that managers should actively manage and value workforce
diversity because if designed and implemented properly, effective diversity management practices
can support key organizational development initiatives (Storey, 1999).

In Kenya vision 2030- a new development blueprint which aims to transform Kenya into a middle-
income country, intends to create a globally competitive and adaptive human resource base that will
meet the requirement of the country (Government of Kenya, 2007). Its potential lies in the people’s
creativity, work ethics, education, and entrepreneurial skills based on human resource practices of
well qualified and flexible personnel for effective competition in the global economy. This can only
be achieved through effective management of public universities as the main source of future labour
force because they account for 80 percent of the total students’ enrollment in higher institutions of
learning (Kenya National Bureau of Statistics, 2014). Despite government legislations that have been
put in place to ensure workforce diversity in public establishments, questions have been raised
regarding workforce diversity in public universities in Kenya. In a report released by the National
Cohesion and Integration Commission (2012), it indicated that most of the public universities in Kenya
still have major issues relating to age, ethnic, regional, educational and racial inclusion. There is
therefore need for these institutions to rapidly adopt workforce diversity management practices in
the context of their organization culture to achieve this objective.

Several studies have been conducted on the benefits of diversity to organizations. In a research on
Workforce Diversity Management and Employee Performance in the Banking Sector in Kenya by
Munjuri & Maina (2013), it was found out that cultural diversity management seems more sensitive
in the Bank and served a pivotal role. It encourages better employee retention, increased
productivity, better morale, an expanded market share and improved customer service while a study
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by Kundu (2001) in his research on Managing Cross Cultural Diversity concluded that organizations
with high levels of well managed diversity are effective in steering corporate cultures that have new
perspectives, pioneering capabilities and fresh ideas necessary to survive. However, despite several
studies that have been conducted on workforce diversity, there still exists a gap in determining the
relationship between workforce diversity specifically; age diversity and employee performance in
public universities in Western Kenya.

LITERATURE REVIEW

Theoretical Framework

Workforce diversity is a very broad field which arguably, has been generalized across many
boundaries. That is, management research, functional categories, social categories and psychological
research. Diversity theorists have recently turned to the well-established field of social psychology
for insights into how diversity affects individuals and groups in organizations. Social psychologists
have examined the processes involved with social identity and intergroup relations and diversity
scholars recognized that this research tradition can provide a solid background for emerging theories
on workplace diversity. Organizational researchers often refer to inborn human characteristics as
dimensions of diversity, or social category diversity. The theoretical foundations for primary
dimensions of diversity include the self-categorization theory (Turner, 1982), the social identity
theory (Tajfel, 1978), the similarity paradigm theory (Thatcher, 1999), and the racial identity theory
(Jehn, 1999). These theories describe how people react to observable demographic characteristics.
The primary dimensions of diversity shape people’s perception and behavior without regard to work-
task relevance. According to O'Flynn, Ricciotti, Nicholas, Lau, Sammaritino, & Fisher (2001) the three
most commonly used theories of diversity are the social categorization theory, the similarity
attraction paradigm and the informational diversity and decision making perspective.

Empirical Review

Age Diversity

According to Winnie (2008), youngsters who are at their learning stage are more willing to learn new
things and accept new ideas. Older people who have more life experiences are more mature and
possess better problem solving skills. As an addition, she also states that the western findings
suggested that the older and younger employees must come together to form coherent and viable
corporate culture. These values possessed by different age groups can complement each other in
companies and it tends to achieve better firm performance. In her study, result shows that different
age groups provide different values for companies and these values can complement each other
which improves employee performance. However, Gellner and Veen, (2009) argues that age
heterogeneity on its own has a negative effect on individual productivity. Moreover, in the case of
routine tasks, there are no substantial gains from age heterogeneity that could offset the increasing
costs resulting from greater age heterogeneity. Thus, in companies with routine types of work,
increasing age heterogeneity overall leads to a decline in productivity Similarly, Joshi and Jackson,
2008; found no main effect of age diversity on employee reports of team processes or objectives
measure of team performance.
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Growing age diversity has become part of many organizations (Florian Kunze, Stephen Boehm and
Heike Bruch, 2009). There are two major theories which explain this relationship; the social identity
and self-categorization theories. Individuals are suggested to classify themselves into certain groups
on the basis of dimensions that are personally relevant for them according to social identity and self-
categorization theory (Kunze, Boehm and Bruch, 2009; Tajfel and Turner, 1986). As a result,
individuals tend to favor members of their own group at the expenses of the other groups, against
which they may discriminate. Consequently, if the employees’ age or generational belonging is
regarded as a relevant criterion for distinction, a differentiation between age groups within an
organization may emerge, fostering emotional conflicts and age based discrimination between the
age groups (Kunze et al., 2009).

Gelner and Stephen (2009) summarized that age heterogeneity can negatively affect productivity
concerns differences in the values in and preferences of distinct age groups. It has been shown that
productivity diminishing conflicts are particularly frequent in the presence of “generation gaps”
(Gelner and Stephen, 2009; Lau, Murnighan, 2005; Pitcher, Smith 2001). However, Gelner and
Stephen (2009) also include that age heterogeneity may be placed in proximity with its potential
benefits. Complimentarily effects emerge when collaboration in a group enables individuals to be
more productive than when working on their own. Hence, the benefits of age heterogeneity are
based on additional productivity effects that arise due to interaction among individuals of different
ages with differing skill profiles, differing perspectives and perhaps also different personality traits.
Lastly, according to Brown (2008), increased diversity may also provide many challenges for human
resource management, as the workforce ages, for instance, employers will have to struggle with
higher healthcare costs and pension contributions. Employees will need to accept that benefits are
in sync with the vision of the organization; thus, their commitment will increase substantially.

Age Diversity and Employee Performance

Kunze, Boehm and Bruch (2013) drawing from social-identity and social categorization theory, they
theoretically argue that, in age-diverse companies, age-based subgrouping processes occur, favoring
a shared perception of a negative age-discrimination climate. This perceived negative age-
discrimination climate in turn negatively relates to organizational performance. As the main
contribution, top managers’ negative age-related stereotypes and diversity-friendly HR policies are
introduced as organizational-level moderators that increase and attenuate, respectively, the social
categorization processes affecting performance in age-diverse companies. They utilized structural
equation modelling (SEM) to test the proposed hypotheses using a multisource dataset comprising
147 companies. The results supported all hypotheses, indicating that low negative top managers’ age
stereotypes as well as high diversity-friendly HR policies are potential organizational factors that can
prevent the negative relation of age diversity with organizational performance transmitted through
the negative age-discrimination climate. They recommend the result to be discussed in light of their
contribution to the diversity literature and social-categorization theory as well as their implication
for practitioners.

Darwin (2015) in his study on age diversity and its impact on employee performance in Singapore,
identified age as one of the strategic capabilities that will add value to organizations over their
competitors. The study focused on the perception of employees about the effect of the age diversity
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in their organizations. A self-administered questionnaire was used to collect the views of employees
in both manufacturing and service industries in Singapore. The Cronbach’s alpha value of the survey
was 0.708. The empirical relationship of age of the employees with the organizational performance
was computed using SPSS package. The analysis revealed that there is a negative relationship
between age group of employees and their performance. The study concluded that organization
culture, human resource practices, nature of work and business strategy of individual firms are
different from each other and the differences are likely to mask the impact of variables on the
employee performance in one firm with that observed in another firm.

Fidan (2011) study on the consequences of grouping workers into diverse divisions on the
performance of employees using a dataset containing the detailed personnel records of a large U.S.
firm from 1989-1994. The study particularly examined the effects of demographic dissimilarity
among co-workers, namely differences in age, gender and race among employees who work together
within divisions, and non-demographic dissimilarity, namely differences in education, work function,
firm tenure, division tenure, performance and wages among employees within divisions. The study
found out that age dissimilarity, dissimilarity in firm tenure, and performance dissimilarity are
associated with lower worker performance, while wage differences are associated with higher worker
performance. It also reveals that the effects of certain types of dissimilarities get smaller in
magnitude the longer a worker is a part of a division. Finally, the study provides evidence that the
relationships between performance and the various measures of dissimilarity vary by occupational
area and division size.

Zhuwao (2017) in the study to investigate the effects of workforce diversity on employee
performance in a selected higher educational institution in South Africa argues that various legislative
measures were introduced by the government in order to shape the workforce in organizations.
However, these legislative measures expressly focus on compelling organizations to embrace
diversity and thus not considering the business need of it and how it influences employee behavioral
outcomes such as employee performance. It is upon this backdrop that the study investigated the
effects of workforce diversity on employee performance. A cross-sectional research design was used
and a random sample (n = 267) was chosen by dividing employees into homogeneous strata of
academic and non-academic employees. A Workforce Diversity Questionnaire and Employee Work
Performance Questionnaire were administered. The results showed a positive and significant
relationship between independent variables (gender diversity, ethnic diversity and educational
diversity) and the dependent variable (employee performance). The relationship between age
diversity and employee performance was not significant.

Fabian (2015) in his study on the influence of top management team diversity on academic
excellence in universities, applied the upper echelon theory to universities and three hypotheses
were developed: (overall) top management team heterogeneity is positively associated with
successful funding of excellence clusters, (overall) top management team heterogeneity is positively
associated with successful funding of graduate schools and (overall) top management team
heterogeneity is positively associated with academic reputation. The empirical study was based on a
cross-sectional dataset with a time lag, covering characteristics of 75 German public universities from
2008 to 2013. Multiple-regression analysis was applied to test the hypotheses. The results indicating
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that disciplinary and educational diversity of upper echelons has a positive effect on the outcomes.
Other top management team characteristics (age, gender, etc.) show no significant effects.

RESEARCH METHODOLOGY

Research Design

The study used mixed method design which includes the use of more than one method of data
collection in a research study, mixing qualitative and quantitative data (Creswell & Plano Clark, 2007).
Using triangulation or greater validity, quantitative and qualitative data will be converged in order
for the findings to be mutually corroborated (Greene, 2007). Mixed method design was appropriate
for this study because it allowed collection of information for independent and dependent variables
using open and closed ended questions. Qualitative approaches enables collection of data in form of
words rather than numbers. It provides verbal descriptions rather than numerical (Kothari, 2009).
According to Mugenda and Mugenda (2003), qualitative methods can be used to gain more in depth
information that may be difficult to convey quantitatively. Quantitative approach on the other hand
strives for precision by focusing on items that can be counted into predetermined categories and
subjected to statistical analysis (Johnson & Christensen, 2014).

Target Population

Mugenda and Mugenda (2003) assert that, the target population is the population to which a
researcher wants to generalize the results of the study. The target population of this study was the
public universities in Kenya. The sample consisted of four public universities namely: Maseno
University, Masinde Muliro University of Science and Technology, Jaramogi Oginga Odinga University
of Science and Technology and Kisii University. The respondents were 120 head of departments
working in these universities. The head of departments were selected because they are the apex of
decision making in the respective departments, from the four respective universities.

Sample Size and Sampling Procedures

A sample size is the number of subjects that should be studied and from which reliable inferences
can be made about a population. The sample frame for this study included head of departments in
administrative, teaching and non-teaching staff of all fully accredited public universities by 2014 in
Western Kenya region. The study targeted all 120 head of departments from the respective
universities who gave information that best answered the research questions. Sampling is the process
of selecting few cases from a target population in order to provide information that can be used to
make judgments about a much larger number of cases (Kothari, 2004). A census of all the head of
departments from the four universities in Western Kenya was adopted. A census enables a complete
enumeration of all items in the population (Oso & Onen, 2006). According to Saunders, Lewis and
Thornhill (2007) this is an attempt to collect data from every member of the population being studied
rather than choosing a section.

Pilot Testing of the Instrument
Pilot study is defined as a small-scale test of the methods and procedures to be used on a large scale
(Porta, 2008). The Researcher carried out the pilot testing of the questionnaire for validity and
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reliability on a small and similar group to the one that was used in the research in Maseno University.
The process of pilot testing used convenience sampling where members of the population were
chosen based on their relative ease of access (Lucas, 2014) and respondents who volunteer give an
advantage of time and large proportion of the population can be used (Wiederman, 1999). A sample
size of twelve (12) participants was used in the pilot study which is 10% of the sample size of 120
respondents for the actual study. Baker (1994) found out that a sample size of 10% of the sample size
for the actual study is a reasonable number of participants to consider enrolling in a pilot study.
Pretesting the questionnaire was important because: ambiguous and vague questions were revealed
as respondents interpreted them differently; comments and suggestions made by the respondents
were used to improve the questionnaire; deficiencies in questionnaire were revealed and in pilot
study researcher analyzed the questionnaires to see if the methods of analysis were appropriate.
Fink and Kosekoff (1985) suggested that when pilot-testing the questionnaire look out for failure to
answer questions, respondents giving several answers to the same question and written comments;
these maybe indicators that the instrument is unreliable and needs revision. The questionnaire which
incorporated all the suggestions observed was again pre-tested by the researcher on another similar
group to confirm its validity and reliability. The researcher accepted the instrument as suitable for
the research once it met the set conditions.

Validity of the Instruments

Construct validity is the degree to which a test measures what it claims, or purports, to be measuring.
Content validity on the other hand refers to the extent to which a measure represents all facets of a
given subject area. Validity therefore refers to the extent to which an empirical measure adequately
reflects the real meaning of the variables under investigation (Wilson, Pan and Schumsky, 2012). In
ensuring validity of the instruments, an analysis was done on the study variables and linked them on
the test construct by a group of knowledgeable and experienced researchers. Appropriateness of the
guestions was tested by content validity ratios( CVR) by the subject matter expert raters (SMEs) and
the mean CVR across items was used as an indicator of overall test content validity (Lawshe, 1975).

Reliability of the Instruments

Reliability is the degree to which a measurement technique can be depended upon to secure
consistent results upon repeated application. Reliability can be internal or external. Internal reliability
is the extent to which data collection, analysis and interpretation are consistent. If multiple data
collectors are used, they should agree. External reliability is the extent to which the results can be
replicated. The internal consistency method provides a unique estimate of reliability for the given
test administration. There are four common ways of estimating reliability: the test - retest method,
the parallel (equivalent) - form technique, the split - half method and the internal consistency. The
researcher used the split-half reliability test and calculated the reliability of the questionnaire using
the Cronbach’s Coefficient Alpha. The most popular internal consistency reliability estimate is given
by Cronbach’s alpha which is usually interpreted as the mean of all possible split-half coefficients
(Willmott & Nuttall, 1975). Using the correlation matrix alpha the following equation is used; o = NP/
[1+P (N+1)]

Where N equals the number of items and p equals the mean interim correlation.
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The instrument testing reliability used different numbers of scale items in each variable. The study
tested reliability of age diversity (independent), employee performance (dependent) and
organization culture (moderating) variables. A Cronbach’s alpha coefficient of 0.7 and above was
considered high enough to judge the instrument as reliable. A high Cronbach’s alpha coefficient
implied that the items correlated highly among themselves, that is, there was consistency among the
items in measuring the concept of interest (Mugenda& Mugenda 2003). A test-re-test coefficient of
0.904 was achieved and considered desirable. This is consistent with the proposition of Mugenda
(2010) that, the higher the test-re-test coefficient, the better the test-re-test reliability, hence the
stability of the measure across time.

Data Processing and Analysis Techniques

Data analysis was conducted according to the research objectives and hypotheses. This included the
need to establish the relationship between age diversity and employee performance of public
universities in the Western region of Kenya. Before processing the responses, data preparation was
done on the completed questionnaires by editing, coding, entering and cleaning the data. Data
collected was analyzed by descriptive and inferential statistics. Descriptive statistics was used to
summarize the survey data and provide immediate summary statistics for the various objectives.
These included measures of central tendency and measures of relationships. In particular, Regression
Analysis was used to investigate the relationship(s) that had been hypothesized amongst the
variables of study. As espoused by Mugenda and Mugenda (2003) correlation technique was used to
analyze the degree of relationship between the variables. Content analysis was also conducted on
the data that are of qualitative nature. In conventional terms, content analysis involves description
and discussion of the data. Results were presented in tables.

FINDINGS AND DISCUSSIONS

Response Rate

A total of 120 questionnaires were distributed to the head of sections/department of the target
population. The population consisted of four public universities namely: Masinde Muliro University
of Science and Technology, Maseno University, Jaramogi Oginga Odinga University of Science and
Technology and Kisii University. Those respondents who filled and returned usable questionnaires
were 93 making a response rate of 78%. The 22% of the respondents failed to fill the questionnaires
even after several follow up or filled them badly making them unusable. This response rate was in
line with previous researches. According to Mugenda and Mugenda (2003), a response rate of 50% is
adequate for analysis and reporting; a rate of 60% is good and a response rate of 70% and over is
excellent. This meant that the response rate of 78% was excellent and therefore enough for the study
to proceed to the data analysis, presentation, interpretation and discussion.

Bio Data

The study was interested in the background information of the respondents in the areas of the
position held by the responded in the organization, age, highest level of education and length of
service of the responded with the organization in order to determine whether the respondents were
capable of interpreting the information in relation to its implication on employee performance in
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public universities in Western Kenya.

Distribution of Respondents by Age

The study sought to determine the age distribution of the respondents in order to gauge their work
experience, loss of skills due to retirement, institutional memory and employee succession. The rate
of loss or retention of these factors has an impact on employee performance in public universities.
High percentage of young people means the organization lacks experienced people but is well
endowed with energetic people to drive the company forward. High percentage of old staffs mean
that the organization lacks energetic staff to drive its mission and also the organization will lose
experienced people at once which may lead to lose of many experienced people and institutional
memory. The study found out that 28(30.1%) of the respondents were aged above 55 years,
23(24.7%) were aged between 49 to 53 years, 17(18.3%) were aged between 43 to 48 years,
17(18.3%) were aged between 37 to 42 years, 8(8.6%) were aged between 31 to 36 years and none
of the respondents was below 30 years. The population of head of departments was well distributed
and all age groups were adequately represented. According to Winnie (2008), youngsters who are
their learning stage are more willing to learn new things and accept new ideas. Older people who
have more life experiences are more mature and possess better problem solving skills. As an addition,
the researcher also stated that the values possessed by different age groups can complement each
other in companies and this tends to achieve better firm performance.

Distribution of Respondents by Gender

The study sought to determine the gender distribution of the respondents and found out that
67(72%) were male while 26(28%) were female. This study therefore reveals that despite majority of
the head of departments in public universities being of male gender the female gender constitute
28%. This is approximately one third of all the head of departments and hence meeting the threshold
of the legal requirements. Moreover, this representation is adequate to bring in diversity and
therefore answer the research question on gender diversity and employee performance in public
university. According to Emiki & Eunmi (2009), significant amount of workforce diversity remains
ineffective if gender issues are not first recognized and managed. The research and study also state
that the most constitutional challenge is overcoming the thought that woman are not equal to man.

Distribution of Respondents by Highest Level of Education

The study also sought to determine the educational level of the respondents. The results show that
55(59.1%) are PhD holders, 21(22.6%) have Master’s degree, 8(8.6%) have Bachelor’s degree, 7(7.5%)
are diploma holders and 2(2.2%) have other qualifications like higher diploma and post graduate
certificate. The education level of the respondents was ideal because the respondents could read,
interpret and answer questionnaires appropriately. The study indicated that majority of the
respondents had a PhD degree based on the fact that the study was carried out in institutions of
higher learning and the target respondents were head of departments in these organizations. Cagle
(1988) has regarded experience and education as factor that determine the leadership style and
employee performance. Katozai (2005) argued that knowledge is a chief weapon that makes a person
effective as a leader and therefore a leader should be educated, experienced and qualified. Nsubuga
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(2009) concluded that unless principals are well equipped with knowledge and skills in management
and leadership, they would not be effective. This implies that for the public universities under study
the head of departments are well educated and could steer employee performance in these
organizations.

Distribution of Respondents by Length of Service with the Organization

The study sought to establish for how long the respondents have been working with the same
organisation in order to gauge the level of skills acquired, work experience in the company and the
institutional memory stored; The results show that 28(30.1%) of the respondents had worked for the
organisation for more than 15 years, 39(41.9%) had worked for their organization for 10 to 14 years,
17(18.2%) had worked for 5 to 9 years, and 9(9.6%) had worked for less than 5 years. The study show
that out of the 93(100%) respondents, majority of the respondents 39(41.9%) had worked for the
organizations for between 10 and 14 years which shows experienced employees with good
understanding of the organizations’ vision, mission, values and culture. According to Boxall (1998)
the fundamental priority of HR strategy in a firm is to secure and maintain the kind of human
resources that are necessary for the firm’s viability. The labor turnover interferes with total
employees’ experience and working relationships built over the period of time.

Age Diversity and Employee Performance of Public Universities

The objective and null hypothesis the study was to achieve were; to determine relationship between
age diversity and employee performance of public universities in Western Kenya, and Hoi1: There is
no statistically significant relationship between age diversity and employee performance of public
universities in Western Kenya respectively. The study used both the primary and the secondary data
and the descriptive statistics were used to analyze the data and interpretations made from them.
Regression analysis, correlation analysis and hypothesis testing were used to establish the
relationship between age diversity and employee performance in public universities in Western
Kenya. The results are presented in sub- thematic areas.

Descriptive Statistics

The study examined Age Diversity indicators which were, age groups inclusion, mentoring and
bonding in regard to how they influenced the employee performance of public universities in
Western Kenya.

The research results are shown in Table 4.1 using a Likert scale of 1-5 where 5= Strongly Agree;
4=Agree; 3=Neutral; 2= Disagree; 1 = strongly disagree, M= Mean, SD= standard deviation and % =
Percentage of Respondents.
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Table 4.1 Age Diversity

S/N Statement 1 2 3 4 5 M

SD

a) My organization gives equal opportunities % 6.5 8.6 54 57.0 226 3.81
1.09
for diversity training to different age groups

b) Older staff mitigate friction in teams % 10.8 10.8 204 39.8 183 3.44
1.22

c) The risk taken by younger employees % 6.5 43 31.2 43.0 15.1 3.56
1.02

contributes to team success

d) Different age groups are included in team leadership % 2.2 7.5 23.7 441 22.6 3.77
0.95

e) There is bonding among staff of different age groups % 2.2 54 21.5 51.6 19.4 3.80
0.89

f) Age differences causes conflicts in teams % 48.0 37.2 9.2 35 22 3.86
0.85

g) Mentoring by older staff benefits younger staff % 43 75 16.1 57.0 15.1 3.71
0.96

h) | am positive about age diversity in my work place % 12 6.3 129 37.6 419 4.14
0.92
Overall Mean 3.76 0.99

From table 4.1, results from Age diversity show that 57% of the respondents agreed that their
organization gives equal employment opportunities for diversity training to different age groups with
only 6.5% strongly disagreeing with this. The mean Likert item was 3.81 indicating that opportunities
for diversity training to different age groups was practiced to a large extent in public universities. In
addition 39.8% agreed that older employees mitigates friction within teams, with only 10.8%
disagreeing and 10.8% strongly disagreeing. The mean item was 3.44 showing employees perceive
this statement to a moderate extent. The result is in agreement with Scott & Byrd (2012) findings
that supports training and development to different age groups in a work place. The study argues
that this enables all the management and employees to be aware of the elements of individual’s
difference among employees and how to accept, respect and value the similarities and differences
among the workforce.

In addition, 43% of the respondents agreed that the risk taken by younger employees contributes to
team success, with 31.2% remaining neutral while 6.5% strongly disagreeing. With a mean Likert item
of 3.56 the respondents to a large extent agreed that the risk taken by younger employees
contributes to team success in public universities. The findings supports Winnie (2008) study which
found out that youngsters who are their learning stage are more willing to learn new things and
accept new ideas which leads to improved performance in an organization.

The other indicator was on inclusion of different age group members in team leadership and the
study results show that 44.1% agreed and 22.6% strongly agreed with this practice. The results further
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shows that only 9.7% cumulatively disagreed with 23.7% of the respondents remaining neutral on
this statement. A mean of 3.77 indicating that to a large extent team leadership includes members
of different age groups in public universities. These results are in agreement with Boehm and Kunze
(2015) study which argued that an age heterogeneous workforce yields a host of multiple skills,
intellectual styles, morals, and preferences that may result in increased productivity. This supports
Park and Lin (2008) who outlined that the perceptions, cognitive models and interpretations of an
age diverse workforce are different hence, if brought together may result in a larger pool of
knowledge, a larger problem solving toolbox and increased employee performance.

Nevertheless, 51.6% agreed that there is bonding among staff of different age groups with 19.4%
strongly agreeing. 21.5% of the respondents were neutral while 5.4% disagreeing and 2.2% strongly
disagreeing. The mean was 3.80 indicating that to a large extent there is bonding among staff of
different age groups in public universities. This findings corroborates with Winnie (2008) study which
found out that youngsters who are their learning stage are more willing to learn new things and
accept new ideas. Older people who have more life experiences are more mature and possess better
problem solving skills.

Results of this study further show that cumulatively 85% disagrees that age difference causes conflicts
among employees, with 9.2% choosing to remain neutral and 2.2% strongly agreeing. With mean of
3.86 the results indicate that to a large extent age difference does not cause conflict in public
universities. This contradicts Erasmus (2007) study which argued that age diversity creates conflict
and uncertainty in the workforce as management, on average. The study poses that employees still
make decisions to break the rules and policies with their behavior when it comes to age diversity
(Victoria and Mary, 2010).

Nevertheless, 57.0% of the respondents agreed and 15.1% strongly agreed that mentoring by older
employees benefits younger employees in their organization. The results shows that 16.1% were
neutral and cumulatively 11.8% disagreed. The mean of 3.71 shows that to a large extent mentoring
by older employees’ benefits younger employees in public universities. The results corroborates with
Gilbert & Ivancevich (2000) findings that it is essential for management to create a system of equal
opportunity for all employees and ensure diversity management policies that would guarantee the
maintenance of employees’ competence so as to guard the organizations competitive position.
Finally, 37.6% of the respondents agreed that they are positive with the age diversity in their
organization, and 41.9% of the respondents even strongly agreeing with the statement. 12.9% chose
to remain neutral with cumulatively only 7.9% disagreeing. A mean of 4.14 showing that to a large
extent employees in public universities are positive about age diversity. This findings agree with
Bantel and Jackson (1989) study which found out that workgroup diversity is positively associated
with creativity and problem-solving skills.
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Regression Analysis
Table 4.2 Regression between Age Diversity and Employee Performance

Model Unstandardized T Sig. 95.0% Confidence Collinearity
Coefficients Interval for B Statistics
B Std. Lower Upper |Tolerance| VIF
Error Bound Bound
(Constant) 9.734 2.207| 4.410 .000 5.350 14.117
Age Diversity .333 .072| 4.615| .000 .189 476 1.000( 1.000

The regression model was as follows;

Y=9.734+0.333 X +2.279

A regression analysis was carried out and the findings show that there is a significant positive
association between age diversity and employee performance. If age diversity increases by one unit,
employee performance increases by 0.333 units. This is agreement to Gelner and Stephen (2009)
findings that age heterogeneity may be placed in proximity with its potential benefits. They argue
that complimentarily effects emerge when collaboration in an age diverse group enables individuals
to be more productive than when working on their own. Hence, the benefits of age heterogeneity
are based on additional productivity effects that arise due to interaction among individuals of
different ages with differing skill profiles, differing perspectives and perhaps also different personality
traits.

Correlation Analysis
Table 4.3 Correlation between Age Diversity and Employee Performance

Age Employee
Diversity Performance

Pearson Correlation 1 436"
Age Diversity Sig. (2-tailed) .000

N 93 93

Pearson Correlation 436" 1
Employee Performance Sig. (2-tailed) .000

N 93 93

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

The objective the study was to achieve was to determine relationship between age diversity and
employee performance of public universities in Western Kenya. A correlation analysis was carried out
and it was established that there was a statistically significant moderate positive association between
age diversity and employee performance in public universities in Western Kenya; r=0.436, p<0.001,
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CL=95% (2-tailed). This means that when age diversity improves, then employee performance also
improves in public universities in Western Kenya.

Hypothesis Testing
The null hypothesis of the study was;

Ho. There is no significant relationship between age diversity and employee performance in public
universities in Western Kenya. The results are shown in table 4.4.

Table 4.4 Hypothesis testing on Age diversity and Employee performance.

ANOVA
Sum of Squares Df Mean Square F Sig.
Between Groups 828.397 15 55.226 4.595
0.000
Within Groups 925.410 77 12.018
Total 1753.806 92

The study tested the null hypothesis (Ho) that there is no significant relationship between age diversity
and employee performance in public universities in Western Kenya. The F distribution table gave a
reading of critical value= 2.90 and F (15, 77) =4.595, 2.90< 4.595, because the calculated value is
greater than the critical value, therefore we reject the null hypothesis, this means that it is statistically
very unlikely that the null hypothesis (Ho) is true. We revert to the alternative hypothesis (H1) that
there is a significant relationship between age diversity and employee performance in public
universities in Western Kenya. The results corroborates with Parrotta, Pozzoli and Pytlikova (2011)
studies on the impact of age diversity in firms which found out that a diverse workforce in terms of
age has benefits in terms of production of quality products and services. They postulate that the
younger employees bring their knowledge of Information Technology (IT) while older employees bring
their better understanding of the market dynamics to generate products and services that are of high
quality, which capture the intended market.

Employee Performance

Employee performance in public universities in Western Kenya is very critical because it determines
whether they are to achieve their objectives or not. Employee performance also tends to enhance
their corporate image. The study, therefore, sought to measure the extent to which employee
performance contributes to achievement of organizational objectives in public universities in
Western Kenya. The study used both the primary and the secondary data and the descriptive statistics
were used to analyze the data and interpretations made from them. Regression analysis was used to
establish the relationships between various variables. The results are presented in sub- thematic
areas.
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Descriptive Statistics

The research results are shown in Table 4.5 using a Likert scale of 1-5 where 5= Strongly Agree;
4=Agree; 3=Neutral; 2= Disagree; 1 = strongly disagree, M= Mean, SD= standard deviation and % =
Percentage of Respondents.

Table 4.5 Employee Performance

S/N  Statement 1 2 3 4 5 M

SD

a) Employees in the organization achieve their specified targets% 4.3 7.5 20.4 39.8 28.0
3.80 1.07

b) The work performed by employees is of high quality % 22 54 204 376

344 3.97 0.98

c) Employees complete their work in accordance totimeset % 2.2 7.5 21.5 33.3 35.5
3.92 1.03

d) Employees optimize resources to get maximum results % 75 43 11.8 409
35,5 3.92 1.15

e) The employees in the organization are creative % 22 22 129 46.2 36.6
4.13 0.87

and innovative

Overall Mean and SD 3.95 1.01

The study sought information on employee performance and results from table 4.5 show that a total
of 67.8% of the respondents agreed while 7.6% disagreed on the first item which was on employees
in the organization being able to achieve their specified targets. 20.4% of the respondents were
neutral and the mean value was 3.80 indicating that to a large extent employees in public universities
achieve their specified targets. This is supported by studies conducted by Connell et al., (2003) who
sought to establish factors leading to successful performance of organizations. The study revealed
that organizations are able to do better if their employees are focused and perform their tasks as
expected of them. They argue that for this to happen, they (employees) must achieve their specified
targets. Costa (2001) indicate that the level of organizations’ profitability depends on how much their
employees are able to achieve their specified targets.

In addition, the study sought information on the quality of the work performed by the employees.
The results of the research reveal that a total of 72% of the respondents agreed while 7.6% disagreed.
20.4% of the respondents were neutral and the mean value for this item was 3.97 showing that to a
large extent the work performed by employees in public universities is of high quality. The findings
of this study are a true reflection of the studies conducted by Kraut and Kormon (2000) who sought
to establish factors influencing successful performance of organizations in the agricultural sector in
parts of Germany. The study revealed that the basis for successful performance is the expectation
that employees will perform above expectations. Chani and Fullenkamp (2002) argue that an
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organization cannot achieve its objectives if the quality of work is low. Kaser and Miles (2002) also
indicate that organizations should focus on quality of work rather than quantity. The same sentiments
are also shared by Dirks (2000), Bolman and Deal (2003) and Sharkie (2005).

Nevertheless, the study also sought information on employees’ completing their work in accordance
to the time set. Results of the study reveal that a total of 68.8% of the respondents agreed while 9.7%
disagreed with the statement. 21.5% of the respondents were neutral and the mean of the item was
3.92 revealing that to a large extent employees in public universities complete their work in
accordance to the time set. The results of this study corroborate studies conducted by Cornelius
(2010) who sought to establish the indicators of employee performance in an organization. The study
revealed that accomplishing the assigned roles on time played a major role. Torlak and Koc (2007)
indicate that organizations can achieve their objectives if only they set their priorities right and meet
the expected threshold on time. Bell (2000) and Sharkie (2005) also argue that most organizations
would like to retain employees who achieve their targets on time.

The study also sought information on the ability of employees to optimize resources to maximize on
results and the study results show that cumulatively 76.4% of the respondents agreed while 11.8%
disagreed. 11.8% of the respondents were neutral on this item and the mean value of 3.92 revealing
that to a large extent employees in public universities optimize resources to maximize results. The
results support Salihu, Salihu, and Musa (2016) study which examined the impact of organizational
culture on employee performance in Nigeria. Ordinary least square (OLS) simple regression method
of analysis was employed to examine the extent to which Employee Involvement, Consistency, and
Organizational Mission, has impacted on Job efficiency, Job effectiveness, Job productivity. Findings
from study revealed that Consistency as a factor of organizational culture was found to be a
significant predictor of job efficiency. Organizations mission was also found to have a significant
impact on Job efficiency in Nigeria.

The last item on employee performance sought information on the level of employees’ creativity and
innovativeness. The study results reveal that a total of 82.8% of the respondents agreed while only
4.4% disagreed with the statement. In addition, 12.9% of the respondents were neutral and the mean
value of 4.13 was realized showing that to a large extent employees in public universities have high
level of creativity and innovativeness. The results of this study are true reflection of the studies
conducted by Kruse et al., (2010) who sought to investigate factors influencing employee productivity
in an organization. The study revealed that creativity among other factors played a major role in
employee productivity. Curme and Stefanec (2007) argue that employees who are creative and
innovative are able to steer their respective organizations to greater heights of prosperity. Geddes
and Heywood (2003) also indicate that organizations should encourage their employees to be
creative and innovative if they have to achieve their goals.
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Conclusion

Age diversity is very critical and positively influences employee performance in public universities in
Western Kenya as indicated by the regression, correlation and hypothesis testing models. There is a
statistically significant moderate positive association between age diversity and employee
performance. Majority of the employees in public university are positive about age diversity
initiatives and age difference does not cause conflict in this institutions. In addition, there is equal
opportunities for training and development for employees in different age groups. However, public
universities should strive to recognize younger employees in team success this is because majority of
the team leaders are experienced and mature employee and much of the recognition for team
success goes to them. Moreover, age diversity creates a situation in which generational skills,
knowledge and experiences are harnessed in the production process ending the production of good
and quality products. Alesina and La Ferrara (2005) share a similar sentiment arguing that workforce
that is heterogeneous in age, precipitates more creativity and productivity which ultimately
translates into better goods and serves as well as increased productivity of the firm.

The variables of this research were subjected to deeper statistical analysis and the findings and
recommendations of the study offers help to the management in policy formulation and suitable
choice of human resource diversity management practices that will enhance employee performance.
This research further contributes into the existing knowledge in human resource and general
management practices by validating the social identity and self-categorization theory, attraction
selection and attrition theory, behavior engineering model and the theory of organization culture and
effectiveness. It examines the relative magnitude of importance placed upon the organization
workforce diversity toward attaining the improved performance of employees. The research also
contributes to the literature by offering further understanding of the mentioned theories in the
context of public universities therefore opening up this area for further research.

Recommendations

Public universities should come up with motivation programs that recognize younger employees in
team success this is because majority of the team leaders are experienced and mature employees
and much of the recognition for team success goes to them. The study further recommends that
future studies on workforce diversity be undertaken and extend the scope by including other
workforce diversity variables not covered in this study. Since the study concentrated on public
universities, there is also need to undertake similar studies in private and other public sector
institutions.
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