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AB TRACT 

There have been different findings as to whether Top Management Team 

Diversity affects the performance of organizations. Some past studies have 

found that the characteristics of the Top Management Team influence the 

performance of organizations while others have found that they do not. This 

study, which is founded on the Upper Echelon Theory, investigated the effect 

of TMT diversity on organization performance. Some researchers have 

suggested that top management characteristics, specifically their demographic 

characteristics could impair decision making and thus organization 

performance. Others have shovm that workforce diversity can lead to positive 

organizational outcomes such as increased morale, higher satisfaction, greater 

commitment and improved performance. As a result, the study sought to find 

out the effect of TMT diversity in the performance of commercial banks in 

Kenya. The target respondents were the Heads of Human Resources in all the 

banks and out of the 43 targeted banks, thirty three responded which was a 

good response rate of seventy seven percent. The questionnaire was the main 

tool of data collection. The data was analyzed using descriptive statistics and 

regression analyses. The TMT diversity attributes under study were age, 

gender, academic qualifications, tenure in the bank and at the top, professional 

and functional background diversity. The balanced score card which has four 

perspectives, namely financial, customer, internal business processes and 

learning and growth, was used as the measure for performance. The study also 

used secondary data obtained from the Banking Survey of Kenya to measure 

performance in terms of increase in customer deposits, increase in average 

assets and profit before tax. The study found that diversity in tenure in bank 

service by the TMT had a significant effect in the quality of decisions made. 

The study also found that the quality of decisions have a significant effect on 

the internal business processes and learning and growth perspectives of the 

balanced scorecard. However, most of the factors making up TMT diversity, 

namely gender, age and tenure at the top management have a negative effect 

on quality of decisions and also the performance of banks. Past studies have 

however shown that the question as to whether diversity leads to organization 

performance depends of the performance measures used. Since past studies 
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have shown mixed results in the effect of TMT diversity on organization 

performance, the study sought to find out under which conditions this effect 

was significant. As a result, an intervening variable. quality of decisions and 

two moderating variables, namely involvement culture and diversity 

management strategies were introduced to the equation. The study found that 

the two moderating variables had a signi ficant effect on the relationship 

between TMT diversity and quality of decisions and TMT diversity and 

organization perfonnance. Studies on diversity are usually not easy to 

undertake because of the emotions which it evokes and also due to legal issue 

in some countries. This was not an exception in the study which focused on 

commercial banks which are mostly privately owned. Since most 

organizations have diversity at the TMT, they need to make deliberate efforts 

and invest in good management practices which enhance organization 

performance. Future researchers can concentrate on other diversity attributes 

like religion, race and ethnicity to find out how they affect quality of decision 

and organization performance. Future studies can also use other moderators to 

find out if they influence or not the relationship between TMT diversity and 

the quality of decisions and organization performance. Results from a similar 

study in public institutions, especially parastatals in Kenya will be interesting 

as they wi ll show the extent of gender representation at all levels of the 

organizations since the implementation of the new constitution in August 

2010. 
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CHAPTERO~E 

f!\TRODt;CTIO~ 

Thts chapter presents the background of the study and a description of the key 

variables. namely Top Management Team (TMT) diversity and organization 

performance. In brief, the chapter also gives highlights on im.ohement culture, 

di·versity management strategies and a review of the commercial banks in Kenya. In 

addition, the chapter presents the statement of the problem, the objectives and the 

value of the study. 

1.1 Background of the study 

As organizations increasingly operate in a multinational and multicultural context, 

understanding how diversity in the composition of organization group affects 

outcomes such as satisfaction, creativity, turnover and performance is of increasing 

importance {Johnston & Packer. 1987). Top Management Team and their importance 

as potential determinants of organization performance continue to be a focus of 

strategic management researchers (Carson, Mosley & Boyar, 2004). Morison (1992) 

argued that organizations need to become more diverse in respect to their employees' 

characteristics to match the diverse backgrounds represented in their markets. The 

potential cognitive benefits of having a heterogeneous group stem from the argument 

on the impact of diversity on creativity (Hoffinan & Maier, 1961) and requisite 

variety. 

Researchers have argued that in service industries like banks where competition is 

stiff and new players enter easily, there is a constant need to think strategically. 

According to Milliken and Martins (1996), diverse groups may make higher quality 

decisions. Organizational scholars (Cox, Lobel & Mclead, 1991) have illustrated that 

demographic characteristics of TMT have the potential to result in strategic decision 

making, greater creativity. more innovation and the ability to reach more and different 

types of customers, \Vhich is important in the banking sector. Proponents of diversity 

maintain that different opinions provided by diverse groups lead to quality decisions 

(Cox, 1993; McLeod & Lobel, 1992) as diverse teams are able to produce a wider 

range of solutions and decision criteria for strategic decisions. 



Other rcsearche:, however indicate that demographic variation signals variation in 

underlying and invisible cognitive processes. As a result, the decision making process 

by the Top Management Team can be a source of strive as many dec1sions are 

decided by majority vote. This type of decision often leads to 'winners' and ' losers'. 

The significant potential for conflict within TMT diversity can thus slow down the 

decision making process resulting to inability to remain competitive. An 

organizational culture which involves the executives as well as employees may lead to 

commitment and a strong sense of ownership. The people feel that they have input 

into decisions that will affect their work and see a direct connection to the goals of the 

organization (Fey & Denison, 2003). 

Irrefutable measurable benefits can also be derived from properly implemented 

policies and strategies to promote diversity management (Jamrog, 2002). The most 

e\ident measurable benefits are improved bottom line, competitive advantage, 

superior business performance, employee satisfaction and loyalty, strengthened 

relationship with multicultural communities and attracting the best and the brightest 

candidates (Ashforth & Mae!, 1989). Barney and Wright (1998) noted that in order 

for human capital to contribute to sustainable competitive advantage, it must create 

value, remain hard to imitate and appear rare. The current study focuses on the 

relationship between Top Management Team diversity and organization performance 

in the Commercial Banks in Kenya. The relationship is moderated by diversity 

management strategies and involvement culture. 

1.1.1 Top Management Team diversity 

Carson et al., (2004) defined diversity as any attribute that humans are likely to tell 

themselves that another person is different from them while Miller, Linda and 

William (I 998) defined the Top Management Team as all executives who report to 

the Chief Executive Officer or Chief Operating Officer. Researchers have categorized 

diversity in different ways. 
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One distinction is bct\\een dhcr~it~ on ob-.enablc or rcadil~ detectable auributes 

-.uch as ngc and gender and di,er~it~ in rc-.pcd tu lc:.s 'isiok or undcrl~ ing auribute:.. 

-.uch a-. education. functional h;lckgroumh .• md tc.:nun.: in the urganitation. per~onalit) 

.111d \alue-. (Cumming. Zhou & Oldham. 19lJ3: I ... ui. I gun & (fRcill). 1992). 

fhe Tor Management ream di\er .. it) diseu-;,ed in the: stud~ i' the C\tCntto \\ hkh tht• 

e\.ecutiH! team is heterogeneous" ith respect to gender. age. academic qualiticatiom. 

tenure. profes::.iunal qualifications and functional back grounds. <,imon-.. Pelted and 

Smith ( 1999) studkd the same f~lctors of I \11 diH:rsit) \<\ ith the c:-.ception of gender 

and profe::.sional qualifications. Oi,ersit) is an increa.;,ingl) important factor m 

organitational tile as organitatiom, \\Orldwide become more div~:rse in terms or 

gender. race. ethnkity. age and other characteristics (<)ha" & Barrell-Po\\ cr. 1998). 

llamrid; and \Ja,on. ( 1984) .~rgucd that I :\II dl\crsit) \\Ould he best ahk to manage 

turbulent cumpk:\ cl1\ ironmcnh sin~..:c ll.:;tm member di ITen:n~cs lllJ) stimulate dl!b,uc 

about the appropriatl! stratcg). alto\\ them to gl!nenlh.' greater range nl .,tratcg11. 

alternati\es and collecti\.el} better C\aluatc the 1\:a-,ibilit) of ... uch altt!rnati,es. B<llltd 

and Jackson ( 1989) concluded that "hen soh ing com pte.\, non routine problems. 

groups are more effecti\C \\hen the) comprise indi\ iduals "ith diverse skills. 

kno,dcdge. abilities and per~pcctive!>. 

Pfelli!r. ( 1983) lound out that increases in T:v1T dh crsit) enhances tht.: organiiLJtit)n.., 

abilit) to acquire critical resources. Top f\lanagemcnt l cam dhl!r!>il) ho\\C\I!r comes 

\\ ith some challenges as initial contlict ari,es as the team~ .... et norm.., (( .tr'>on ct at.. 

2004). In order li.)r teams to he c.:rtidcnt and eiTI:cti\c.:. the) mu'>t be able to reach a 

~un~en ... us reg.arding gn>up dcct'>IOib (Coli 6.:. lu...:~ 1 . 200 I) . 

I .J.2 OrganiLation performance 

Businesses toda) arc faced \\ith an increasing!) competithc erl\ ironment. To cope 

with this competition. organitations must be more adapti\C. rhe performance of an 

organinnion can be me<Ntred in various \\U)s "hich include lfUalitati\e and 

quantitative. One measure breaks down organil(Hion performance in to two broad 

\\ 3)S. 



Firstly, some assess the stewardship of the top management or how efficient the 

organization utilizes its resources to produce a profit. Since the penod cons1dered is 

usually brief. these measures can be interpreted as indicators of how well fitted the 

organizational is to present conditions (Murray, 1989). 

The second set of measure is based on the prevailing price of an organization's stock. 

The efficient markets hypothesis states that the stock price multiplied by the number 

of shares outstanding is the best available estimate of the true value of an organization 

(Murray. 1989). Some studies have shown that team heterogeneity had opposite 

effects on performance depending on the measure of heterogeneity selected 

(Wiersema, 1992). 

Other studies especially in the service sector have measured performance based on 

employee productivity (Orlando, 2000). This is an important performance criterion in 

banks because human labor costs are high and is calculated as the logarithm of net 

income per employee per year . This measure reflects employee efforts disassociated 

from variations in product and capital markets (Jackson & Packer., 1987). Qualitative 

measures can be considered under outcomes which have affective (satisfaction, 

commitment, turnover, role conflict and group social integration), cognitive 

(innovation, range of perspective, number and quality of ideas) symbolic (behavior of 

lower level employees) and communication (communication with group members) 

consequences. Comparative performance can be measured in terms of an 

organization's current performance relative to other organizations in its industry in 

terms of product quality, employee morale, on time delivery, inventory management 

and employee productivity (Milliken & Martins,l996) 

Hopkins and Hopkins (1997) used three measures in the financial performance of 

banks, namely, profits (or net income) as also used by Ansoff (1991), return on 

investment and return on shareholder equity (ROE). Bird ( 1991) also supports this 

measure. Deposit growth is another measure (Gup & Whitehead, 1989) which is 

unique to banking and related financial services industries. It is measured as the 

deposit percentage change in consumer deposits from one year to another. Dalaney 

and Huselid ( 1996) used both financial and non financial indicators. 
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The financial indicators \\ere a percentage growth in sales. labeled as sale!) grO\vth 

and percentage profit margin labeled as profitability They used public 1mage and 

good,., ill. quality of services and efficiency of operations as the non financial 

indicator. 

The Top Management Team understands that organizational measurement system 

strongly affects the behaviors of management and employees The TMT also 

understand that traditional financial measures like return on investment and earnings 

per share can give misleading signals for continuous improvement and innovation 

(Kaplan & Norton, 1992). As managers and academic researchers have tried to 

remedy the inadequacies in performance measurement systems, some have focused on 

making financial measures more relevant while others improve on operational 

measures such as cycle time and defect rates. Kaplan and Norton ( 1992) thus 

introduced the concept of a Balanced Scorecard as a basis for a strategic management 

system. This approach not only included financial and non financial aspects but also 

blended busmess strateg~es into management systems. 

1.1.3 Di\.ersity Management Strategies 

D1versity Management means establishing a heterogeneous workforce to perform to 

its potential in an equitable work environment where no member or group of members 

has an advantage or disadvantage (Torres & Bruxelles, 1992). Diversity Management 

strategies include creating and maintaining an environment that naturally allows all 

individuals to reach their full potential in pursuit of organizational objectives 

(Thomas, 1994). Through the key human resource functions of rec ruitment and 

selection, trai ning and development, performance management and remuneration, an 

organization will have a competitive advantage. Potential benefits of diversity 

management include better decisions, higher creativity and innovation and greater 

success in marketing to the minorities (Jain & Anil, 1996). 
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Indhiduals from minority group:. face challenge:. everyday dealing with prejudice. 

discrimination and stereotyping. Webber (1984) defined prejudtce as an adverse 

optnton or judgment formed beforehand or without full knowledge or complete 

examination of the facts; a preconceived idea or bias \\ hich can either be positive or 

negative. Webber ( 1984) defined discrimination as making a c lear differentiation and 

actmg on the basis of prejudice. 

Cox (I 993) stated that stereotyping is a factor in IO\\er acceptance of minority group 

members as leaders, job segregation based on identity, and differences in hiring and 

performance ratings between majority and minority group members. Up until the 

I 990s, much of the research relating to diversity focused on affirmative action, equal 

employment opportunity (EEO) and representative bureaucracy (Pitts, 2009). The 

approach was mainly due to legal reasons with little emphasis on management that 

might help promote outcomes for diverse employees. Roosevelt ( 1990) was one of the 

first to bring attention to diversity management, calling organizations to draw on 

diversity as a strength and competitive edge. 

1.1.4 Involvem ent Culture 

The culture of an organization is the psychology, attitudes, experiences, beliefs and 

values of that organization. These values and norms are shared by the people and 

groups in the organization and control the way they interact with each other and with 

stakeholders (Wikipedia, 20 I 0). Culture can be classified in many ways depending on 

the dimensions of its variations. Human resource practices typically reflect and 

reinforce national culture and organizational culture. Because culture is a complex 

phenomenon, ranging from underlying beliefs and assumptions to visible structures 

and practices, some researchers question as to whether culture can be measured in a 

comparative sense. 

The empirical literature on organizational culture can be traced back to organizational 

theorists like Likert ( 1961 ). Researchers have presented empirical culture studies 

which have re lied on quantitative survey data to characterize and compare 

organizational cultures (Hofstede, 1991; O'Reilly, Caldwell & Barnett, 1991 ). 

Corporate culture affects how an organization copes with competition and change, 

whether in terms of technology, economics or people. 
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Cuhurc gi,·es people a sense of who they are. how they should behave and what they 

should be doing (Harris & \itoran, 1989). Both quantitative and qualitative studies 

have been undertaken to study organizational culture and effectiveness based on the 

four traits of involvement, consistency, adaptabihty and mission. Two of the traits 

(involvement and adaptability) are indicators of flexibility, openness and 

responstveness and arc strong indicators of growth. The other two traits (consistency 

and mission) are indicators of integration, direction and vision and are better 

predictors of profitability. Each of the four traits are also sigrtificant predictors of 

other effectiveness criteria such as quality, employee satisfaction and overall 

performance (Denison & Aneil, 1995). The study will specifically focus on 

involvement traits which are reflected in participative management. 

1.1.5 Quality of Decisions 

Top Management Teams make strategic decisions and the quality of these decisions 

influence organization performance. Quality decisions are the ones that consider all 

issues deserving thought with respect to the situation. They depend on thoroughness. 

Researchers have found that group process conflict is multi dimensional in that 

cognitive conflict can improve decision quality, whereas effective conflict may 

weaken group relations by generating acrimony. Timely, high quality decisions that 

enjoy the understanding and acceptance of those who will implement them are the 

hallmark of an effective TMT. A team's cognitive capability is related to its cognitive 

diversity as diversity provides a resource of capabilities upon which the team can 

draw when making complex decisions. 

Research findings indicate that TMT with diverse capabilities make more innovative 

and higher quality decisions than teams with less diverse capabilities (Bantel & 

Jackson, I 989). However, the quality of decisions depends heavily upon the process 

that the group actually employs. Rigorous debate of different and opposing positions 

produces a synthesis that is qualitatively superior to either of the initial positions. If 

group members sense that their own interest are at risk, they may undermine, sabotage 

or delay implementation of the decision. Top Management Teams make strategic 

decisions by combining their diverse cognitive capabilities with an interactive process 

resulting in the byproducts, quality decisions and satisfaction. 
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1.1.6 The C'ommercial Banks in Kenya 

As at 31 11 December 2010. the banking sector in Kenya comprised of 44 banking 

institutions of which 43 were commercial banks while 1 was a mortgage finance 

company The sector witnessed an increase in the branch network from 930 branches 

in June 2009 to 1.063 in December 2010. Sixty Seven (67) new branches were opened 

in 2010 while the Automated Teller Machines (ATMs) increased from 1,717 in 

December 2009 to 1.979 in December 2010 (Central Bank of Kenya Annual Report, 

2010). 

The banking sector is the bon~that holds the Kenyan economy together. In the wake 

of global financial crisis and economic recession. commercial banks in Kenya have 

been operating in a challenging business environment. The global financial crisis is 

evidenced by weakening of the Kenyan Shilling as foreign exchange reserves dwindle 

together with subdued demand for loans for both import and export businesses. The 

sector is also faced with competition from mobile banking offered by the 

telecommunication sector especially in the rural areas. To survive in the competitive 

environment, commercial banks in Kenya may be aided by attracting, selecting and 

retaining demographically diverse managers. 

Past research findings indicate that diversity in the TMT enhances creativity, 

innovation and quality of decisions. Recent trends in banks, such as integrated product 

development are based on the premise that organizations are more efficient if they 

bring together diverse set of experts to solve complex problems (Krishna et at., 2005). 

Diversity is also known to have important effects on organization's outcomes because 

the composition of TMT has symbolic significance to both internal and external 

stakeholders (Ely, 1994; Hambrick, 1994; Pfeffer, 1981; Orlando, 2000). This means 

that nev. employees and customers are attracted to banks whose TMT characteristics 

are similar to theirs. 

Investment in Technology propels the banks to offer innovative products and services 

which include flexible banking hours, wider reach in terms of delivery of banking 

services and competitive pricing. In May 20 l 0, agent banking was introduced 

whereby banks were allowed to engage third parties to offer specified banking 

services. 
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This was in a bid to cut costs, enhance efficiency and increase access of financ ial 

ervices. Credit information sharing was also introduced in July 2010. This process 

enable:, banks to share credit information on their customers to facilitate better 

assessment of the risks associated with prospective borrowers. L banking services 

which include the electronic transfer of funds between accounts, payment of utility 

bills, airt1me top up, balance enquiries, loan application and cheque book requests 

have been introduced. It is expected the products will play a significant role in 

expanding access to affordable financial services by the general public as well as 

reduction of banking costs to the banks' customers (Central Bank of Kenya Annual 

Report, 20 I 0). 

1.2 Research Problem 

Effective human resources strategies recognjze that people from different 

backgrounds can bring new ideas to the workplace. The available research indicates 

that higher levels of Top Management Team diversity leads to executive creativity, 

more effective decision making and more positive organizational outcomes (Kochan 

et at., 2003). Organizations can benefit from Top Management Team diversity by 

creating an environment that attracts people from diverse labour markets and recruits 

the best regardless of ethnicity, gender or age. Kochan. Bezrukoza, Ely, Jackson, 

Joshi , Jenn, Jonathan, Levine and Thomas, (2003) established the importance and 

value of organization- wide, diversity-sensitive managerial strategies, human resource 

policies and organizational culture. 

Other studies have, however, shown a negative re lationship between diversity and 

performance. G reenhaus, Parasuraman and Wormley (1990) found that diversity leads 

to lower career satisfaction and organizational commitment while Tsui et at. ( 1992) 

found that minorities in teams were less committed to the organization, more likely to 

be absent from work and more active in search of other employment. Organizations 

can however, overcome these problems by promoting progressive human resource 

practices that encourage involvement and participative decision malong as it leads to 

job satisfaction. 
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According to Denison and Aneil ( 1995), management practices fostering 

participation, autonomy and creativity are closely correlated with obJective indicators 

of organization performance. Banks in Kenya are known to be dynamic in terms of 

management practices due to the stiff completion in the market. To enhance their 

competitive advantage, some have invested in mentorship programmes for women 

and Executive Management Development programmes for younger managers. Banks 

in Kenya arc also known to recruit diverse employees in terms of professional 

backgrounds and train them to fit into their cultures. Advancement to the top is 

usually determined by merit unlike the public service were years of experience are 

very crucial. 

The study focused on commercial banks in Kenya to determine if the diverse TMT 

enables them be more creative, develop innovative products, make important 

decisions and improve on efficiency as supported by past studies in the banking 

sector. Sante! and Jackson (1989), for example found that innovation was greater in 

banks headed by more educated managers coming from more functional backgrounds. 

Pitts (2009) found that diversity management was positively and strongly related to 

job satisfaction and perceptions of work group performance. Since the banks are quite 

diversified, they are likely to face problems if the diversity is not well managed. 

Banks should therefore, have diversity management strategies which attract and retain 

the best. 

Carson et al. (2004) found that organizations that do not attempt to increase the 

diversity in their TMT run the real risk of losing current performance benefits and 

being less prepared for the coming wave of even more diversity. They recommended 

future research on the role of TMT demographics in determining organization 

performance outside the United States of America. They further recc.mmended study 

of any moderator or mediator variables to establish how they affect the relationship 

behveen TMT diversity and organization performance. Other demographic variables 

recommended for futu re research by Carson et al. (2004) are race, gender, handicap 

status, sexual orientation and functional background. 
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\1ost studies have used financial indicators especially return on investment as the 

performance measure. In a related local study. lrungu (2007) researched on the effect 

of TMT on the performance of publicly quoted companies in Kenya. lie used 

financial measure~ of performance and recommended future research to focus on non 

fmancia l measures. Carson et al. (2004) also recommended research on other 

organizational outcomes. This study focused on financial and non- financial 

performance mdicators modeled on the Balanced Scorecard approach. 

As observed by Carson et al. (2004), most past researches on TMT diversity and 

organization performance have been undertaken in the United States of America. 

Although these studies on Top Management Team diversity suggest positive effects, 

arguments from other studies suggest that diversity negatively affects performance. 

Given these inconsistencies in the findings of previous studies on the relationship 

between TMT diversity and organization performance, it was not clear which 

moderating variables have positive effects on this relationship. Variables which may 

moderate this relationship are an involvement culture and diversity management 

strategies. Chatman, Polzer, Ba.rsade and ~eale ( 1997) found that organizational 

culture moderated the effect of diversity, specifically; they indicated that an 

involvement culture encourages participation, which is closely correlated with good 

decision making and the performance of organizations. 

lt has been found that diversity management strategies lead to an increase in 

performance due to the ability to attract and retain the best talent and also due to 

better problem solving and decisions making skills (Pitts, 2009). Both an involvement 

cultu re and diversity management strategies focus on bringing group members 

together, thus enhancing team spirit in order to make quality decisions and achieve 

higher performance. The study was done is commercial banks in Kenya to establish if 

TMT diversity affects the quality of decisions they make and also how TMT diversity 

affects the performance of the banks. Further, the study sought to find out the 

influence of an involvement culture and diversity management strategies for the banks 

practicing the same. The research question is under which conditions TMT diversity 

has an effect on organization performance. 
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1.3 Rc\ca rch O bjccth c' 

'The broad obk<:the ,•fthb stud) "n' to dctennine the eflcl:l ofTop Management 

Team Ji, cr<:.it) on organ11ation performance. 

~pecilk oblel:tl\c-. \\ere: 

i) To e:>tabli~h the eflcct of1 op \lanagcment T t.!am di\Cr..,it) on organization 

performance.! 

ii) To Assess the efTect of Top t-.lanagement 1 earn diversit) on quality of 

decisions 

iii) To lind out the eftect of quality of decisions on organization performance 

iv) To dt!termine the influence of an iO\ohcmcnt culture and diH~rsit) 

management strategies on the relationship bet,,een Top lanagcment 

Team di' er~it} and qualit) of decbions. 

\) To \! ... tablbh the influence or invohemem culture and di\Cr~ll) 

management ..,trategk~ on the rdationship bet\\cen 1 up Mana~emcnt 

ream diH~r ... it) and organi;ation pcrlormanc~:. 

I A Value of the Stud~ 

The study objccti,es maJ.\e a contribution to the stud) of Top ~1anagement ream 

di\ersit) and organization performance. The stud) brings more understanding on the 

concept of \aluc in dhersit) in the Ken)an conte:-..t. Ken) a has adopted strategies in 

Vision 1030 to main..,tream gcndcr in all aspect<. of societ). I he !..e) areas identified 

tor fundamental changes in order to adthss gender cquit) an.! opporlllnit). 

cmpo,,crment. <.apabilities and 'ulncrabilities. As seen in the .,tud). lema~\! 

representation at the 1 \1T \\aS 17 pen.:l!nt. lhi., io; also rdkcteJ in the presentation of 

\\Omen in the puhl1c ... c<:tor in 1--cn~J \\here ll!mak member ... of parliament arc on I~ 8 

percent. pcrmanl!nt -,ecrctarie'> arc onl) 19 percent "hile dirlomtll'- ronn onl) 27 

percent. As thc go,ernmcnt and the public -,ector main.,tream gender di\ er'll). thb 

stud) will guide them in that diverstt) is good tor allirmauve acuon not lor better 

decisions or pcrfonnance as this stud) found negative etTect of gender dh crsit) on 

both qual it) of decisions and perlonnance. 
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Furthers. approximately 38 percent of the Kenya population is composed of the youth 

aged between 15 to 35 years. The Kenya government recognizes the cntical role 

played by the youth and "ill undertake several strategies and initiatives under Vision 

2030. The interventions are capacity bui lding and empowerment of the youth, giving 

the youth a voice to articulate their issues as well as participate in decision making 

and community service. As the government implements strategies to give the youth a 

\'Oice, llus study can guide in the significant negative effect age diversity has on 

performance of institutions. Ensuring equity in both gender and age by the 

government should be for affirmative action not better quality decisions or 

performance 

The study may influence formulation of human resource policies in relation to 

recruitment and selection, training and development. performance management and 

reward management. where diversity is recognized and embraced. Further, it can be 

used by Board of Directors to guide in hiring demographically diverse TMTs in terms 

of functional backgrounds in order to reap the best in terms of performance. The 

results are best when the organization is implementing diversity management 

strategies. The study highlights the influence of diverse human capital as a strategic 

asset in obtaining competitive advantage. 

Human resources practitioners are expected to appreciate if diversity increases 

employee satisfaction and loyalty, reduces absenteeism and tum over. If ne\\ women 

and mjnority hires see no one who looks like them has ever made it into upper 

management, they will conclude that they have to go elsewhere for advancement. 

Diversity therefore should be taken up by organization for affirmative action not for 

improvement in performance. 

Kenya experienced violent incidences following the 2007 elections. As a result, this 

study can guide the government in policy formulation and legal framework on equal 

employment opportunities and affirmative action by understanding the effects of 

embracing those from diverse cultural backgrounds. Research suggests that people of 

similar ages tend to view the world in general in terms of reflecting shared 

experiences and socialization. llis study also forms a basis of future research in 

Kenya on how diversity affects performance in the service sector as moderated by 

organizational culture and diversity management strategies. 
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2.1 Introduction 

CHAPTER TWO 

LITERAITRE REVIEW 

This chapter covers the literature review in the field of diversity and organization 

performance. The concept of diversity is reviewed together with the theoretical 

foundations upon which Top Management Teams studies are based. Overview of how 

TMT variable influences quality of decisions and organization perfonnance are 

discussed. The chapter further discusses the moderating variables, involvement 

culture and diversity management strategies. 

2.2 Theoretical Foundation of Top Management Team 

This study is anchored on the broad theoretical framework of the Upper Echelon 

Theory. According to Hambrick and Mason (1984), the TMT has three key 

mterrelated and reinforcing elements, namely a team's level of collaborative behavior, 

quality and quantity of information exchanged and emphasis on joined decision 

making. Research on TMT links their characteristics to organizational outcomes such 

as expansive global strategies, strategic change, commitment to innovation and 

competitive moves. Researchers have explained these linkages by attributing 

underlying meaning to TMT characteristics often reflecting an aspect of team process. 

Recognizing the high level of organizational related tasks that each TMT member 

faces, both individually and as a top manager, and interdependently as team members, 

Hambrick (1994) recast specific social and task processes into the behavioral 

integration. This consists of social dimension (the level of TMT collaborative 

behavior), task dimensions (the team 's quality and quantity of infonnation 

exchanged) and its emphasis on joint decision making. 

14 



\ccording to Hambrick (1994). this mutually reinforcing proces:;, when taken in 

concert, better captures a TMT wholeness and unity of effort than does each 

dimension examined separately. Behavioral integration more fully captures the salient 

aspects of TMT process, because it includes not only the social and affective TMT 

tendencies but task and behanoraltendencies (Zeki, John, Michael & Dino, 2005). 

2.2.1 Upper Echelon Theorl 

The Upper Echelon Theory has foundations in the concept of dominant coalition 

which suggests that 'The human social biases, filters and idiosyncratic processes at 

the top of the organization substantially influence competitive behaviors' (Hambrick, 

1994). These competitive behaviors are likely to influence organization performance. 

In their 1984 theoretical paper on Upper Echelon Theory, Hambrick and Mason 

suggested that top management characteristics, specifically their demographic 

characteristics could impair decision making and thus organization performance. 

TMTs are important determinants of organizational success. Research has shown that 

workforce diversity can provide for positive organizational outcomes such as 

increased morale, higher satisfaction, greater commitment and improved performance 

(Wright, Ferris, Hiller & Kroll, 1995). 

One of the core fundamentals of Upper Echelon Theory is that demographic 

characteristics are tangibly intertwined to the psychological and cognitive elements of 

the executive orientation. ln tum, TMT demographics are used as extended referents 

of executive orientation. The orientations, a direct result of demographic 

characteristics affect strategic choices and decisions and therefore have tangible 

effects on organizational outcomes (Carson et at., 2004). Other theories related to this 

study are Resource Based View, Social Identification and Categorized Theory and 

Attraction Theory indicated below; 
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2.2.2 Re ource Based \'ie" Theory 

Proponents of the resource based view recognize the nature of human resources by 

focusing on their subjectivit), ambiguity and creativity (Orlando, 2000). Human 

resources. particularly diverse resources are protected by knowledge barriers and 

appear socially complex because they involve a mix of talents that are elusive and 

hard to understand. Orlando (2000) noted that in order for the h11man capital to 

contribute to sustainable competitive advantage. it must create value, remain hard to 

tmitate and appear rare. Organizations may increase their number of women and 

racioethnic minorities to better match the demographic characteristics of their 

significant customers in order to achieve a competitive edge in the market (Cox, 

1993). 

\1any valuable resources are protected from imitation not by property rights but by 

knowledge barriers. Therefore an organization with a diversity of perspectives should 

have more resource to draw on and should be more creative and innovative. The value 

obtainable from large number of diverse individuals who work together is quite high, 

and in most cases a given mix is impossible for competitors to imitate. Cultural 

diversity creates tremendous potential for organizations to exploit the rare 

characteristics of a diverse employee base for competitive advantage (Wright et al., 

1995). 

2.2.3 Social Iden tification and Categorization Theory 

Social identification begins with the assumption that each individual wishes to 

maximize his or her self esteem. Individuals engage in a series of social comparisons 

which involve placing themselves and others, into a series of categorization along 

gender, ethnic and socioeconomic line, among others. To maintain high self esteem, 

tndividuals will deem the categories to which they belong as "good" (in group) and 

the categories which other belong as "bad" (out group). 

16 



According to Tajfel ( 1982), individuals often (falsely) attribute negative 

characteristic to out groups members believing that they are comprised of indivtduals 

\\ ho are less trust worthy. honest. cooperative or intelligent. Categorization often 

involves phy!)ical traits such as gender. ethnicit} and age (Pitts & Jarry, 2007) Social 

ldentificatton and Categorization Theory. then assumes that individuals quickly 

stereotype and make judgments about those from other groups. In a diverse team, 

there are more out groups than in groups, a pattern expected to cause problems with 

trust, communication and cooperation. This theory suggests a negative relationship 

between organizational diversity and work related out comes (Pitts & Jarry, 2007). 

2.2.4 Attraction Theory 

Research indicates that similarity in attributes, particularly demographic one increases 

interpersonal attraction and lining (Byrne, Clore & Worchel, 1996). Individuals with 

stmilar backgrounds may find they have more in common with each other than with 

others from different back grounds, making it more comfortable for them to work 

together and collaborate towards producing a product or service or in problem 

solving. 

Research has shown that in a situation where one has the opportunity to interact with 

one of a number of different people; he or she is most likely to select a person who is 

similar (Burt & Regans, 1997). Early research using the attraction concept found that 

dissimilarity generated a lack of attraction to others that manifested itself through 

decreased communication, message distortion and communication error (Trandis, 

1960). 

2.3 The Concept of Diversity 

Diversity may be defined as the presence of differences among members of a social 

unit (Jackson & Packer, 1987). It has been classified in many categories, among them 

demographic and cogmti\e diversity. Demographic diversity focuses on variables 

such as age, gender, nationality and race which are directly measurable attributes of 

indi\iduals while the cognitive diversjty focuses more on attitudinal and normative 

differences between individuals (Pfeffer, 1983). 
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Research on diven;ity is a challenge to review. because it spans multiple disciplinary 

boundarie:,, assesses the effects of various types of diversity focuses on many 

different dependent variables, and employs a , .. ide range of types of groups and 

settings. Past research results on heterogeneity m groups suggests that di .. ersity offers 

both a great opportunity for organizations as we11 as an enormous challenge. On one 

hand, some research suggests that more diverse groups have the potential to consider 

a greater range of perspectives and to generate more high-quality solutions than Jess 

d1verse groups (Hoffman & Maier, 1961). A group that is diverse could be expected 

to have members who have had significantly different experiences and, therefore, 

significantly different perspectives on key issues or problems (Jackson et al., 1987). 

On the other hand, the greater the amount of diversity in a workplace or an 

organizational subunit, the less integrated the group is likely to be (O'Reilly e t al., 

1989) and the higher the level of dissatisfaction and turnover (Wagner, Pfeffer & 

O'Reilly, 1984). Further. greater negative effects have been found for diversity on 

race and gender than for diversity on age (Tsui et al., 1992). This study wi11 focus on 

five major individual attributes which influence organizational functioning; these are 

age and gender which are observable and tenure, educational and functional 

backgrounds which are not observable (Williams & O'Reilly,l998 ). 

2.3.1 Diversity of Observable attributes 

Observable differences are likely to evoke responses that are due to biases, prejudices 

and stereotypes (Jackson et al., 1987). Diversity in observable attributes has 

consistently been found to have negative effects on affective outcomes (identification 

with the group, satisfaction) at both the individual and group levels of analysis. 

Research suggests that diversity in observable attributes may affect cognitive 

outcomes (number of alternatives considered, quality of ideas, and degree of 

cooperation in complex tasks) in positive ways (Cox et al., 1991; McLeod & Lobel, 

1992. Watson eta!., 1993). 
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C llgnitht: bia:-~ and prejudice pia~ .1 role "hen cat~gori1ing in group l1r tenm 

-,ctung . Unkncm ingl~ "c ma~ mak~ di-..~rim in~llo~ dcci-.ion' m tal-~: ,J,.,crim in~llor~ 

act1uns that arc n retkction of our education. em irlmmcnt. or past cn~:ountcr~. I hc'c 

di-;criminator~ behavior' nrc ingrained a" non-di,criminatnry and im nl\:e thl' 11,,. nf 

applying ">tercot)pcs and generalities to individuals "ith ccnain pcr!>Onal 

charat:tcristics. rhe ob~crvable attributes under stud) an: gender and age. 

Gender DiH~rsit): Ke) issues like \\Ork-tbmily contlict'>. child- care programs. duel 

career couples and sc\ual haras">ment at the work place aflcct performance (Antoni. 

200 I). According to Cascio (2006). 50% or the management and pn>tes .. ional jobs 

"ere held b) \\Omen in 2002 in l S:\. Funher. about halfofall \\Orking ''omen ''ere 

.. ingk. diH,rc~:d. '' id\l\\Cd tJr head' l,f their familie-.. ·\.., more ''omen join "age

~:arning "''r"-. earning anJ em pill~ mcnt pallcrn .... "iII l:ontinue 10 change (ca .... ~ it>. 

2006). 

Research on the effects of gender dh crsit} in groups found that women ''ere more 

likel) to be absent and to expl!rience turno,er than were men (Cummings ct al.. 

1993) fhe) also found that belonging to the minorit) gender in \\Orkgroups appeared 

to ha\c more negathe effects on men than on \\Omen. In se\-integratcd organiLation~: 

women vic"ed female partners more positi\CI) and beha\ed in more supporti\e \\U~s 

toward their peers. El) ( 1994) argued that difl'erl!nce:, in the representation of "omen 

at the lOp altered the pcrct:ption~ or IO\\er lc\el \\Omen about the lil-dihood of 

;.Hh an~cment in the organ i;ational. thl!rcb~ a !feet ing their bd1<.1\ ior. 

1 he tindtng~ reported b) El) (1994) anti ~<~cl-eu and colleagues ( 1991) dra\\ attention 

to Kanter'<; (I Q77) idea that the rwportinn flf rerrc<;Cntatinn i.; lil\l'ly IP h·· .,, 

important 'ariablc in predicting the outcomes of diversity. lloiTmun and Maier ( 1961) 

ho\\cver, found that gender divcrsit~ in groups faci litated creativity. l\1an) \\Omen 

pa} a high personal price for their organitational ~latus. Some arc faced "ith brol-en 

marriage:::.. ''hilc others choose nc,er to marr) at all. ·1 he dnmage can be minimized if 

most managers positi' el) !>Upport the advancement of competent women. Sm it ( 1999) 

.,tate~ that onl) a handful of\\omcn manage to rt:ach the top management leH:I. 
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Age Qp.erstty; Similar to groups that are diverse in race or gender. groups that have 

more dtversity in terms of ages represented tend to have higher turnover rates 

{O'Reilly et al. , 1989: Wagner et al., 1984). Not surprisingly, the people who arc 

different from their group members in terms of age are more likely to tum over 

(Cummmgs et al., 1993; O'Reilly et al., 1989; Wagner et al., 1984). Cummings and 

colleagues (1993) also found that people who were different from the group in terms 

of age tended to be absent more frequently and tended to receive lower performance 

ratings than people who were more similar in age. 

Subordinates who are dissimilar from their supervisors in age appear to experience 

higher levels of role ambiguity (Tsui et al., 1992). Zenger and Lawrence (1989) 

reported that a project group's diversity on age was negatively related to the 

frequency of communications within the project group. Stereotype and prejudices link 

old age with senility, incompetence and lack of worth in the labour force. According 

to Certo (2000) a research carried out by Sonnenfeld Jeffrey revealed that most 

managers view older workers as "deadwood" and seek to remove them through 

incentive schemes, biased performance appraisal and other means. With regard to 

actual work performance, the evidence of performance of older employees is mixed. 

Problems can occur for older workers when deployed in a plant job requiring 

considerable physical activity. Repetitive jobs that must be performed at a rapid pace 

present difficulties. Quality may be excellent but quantity may decline. 

However for cognitive activities especially those of verbal nature, older workers may 

be superior. Older workers suffer substantial performance deficits in the cases of 

obsolescence. This occurs when the person requirement of a job, which are demanded 

by tasks. duties and responsibilities become incongruent with the stock of knowledge, 

sktlls and abilities currently possessed by the individual. Age in the African work 

environment is an important factor. It is believed that the older one gets the wiser one 

becomes as the individual has had many experiences. Young people may not oppose 

the opinions of the elderly. They may not agree, but they must respect the opinion 

(Harris & Moran., 2004). 
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There: are m:.tn) \\:t)' in "hich group') can be Ji,er-.. e in terms of undcrl) ing or n1)n 

ob,en able charncterbtic!>. I hb ~tud) "ill rocu~ on the mu-.t common underl) ing or 

no ob')l!r\ able attribute') namel). educational background. ti.mctional bad;ground and 

tenure in the organization. 

Educational background : Being different from one·s colleagut:s in terms of bel or 

t) pe of education seem') to increase the probabilit) of turno' er in I up \1anagemcnt 

(Cummings ct al.. 1993: Jackson et al.. 1991). Wiersema and Bantd (1993) faikd to 

find significant effects of educational curriculum heterogeneit~ on I op ~anagement 

I cam turnm er in a -.ample of lJnitcd States of America organitations afkr t.:Ontrolling 

lor mean tenure. \\ ier .. emu and £3antel ( 1993) tound that tllp management leum 

heterogeneity on edu~.::.nion curril:ulum "a" po-..iti,el) n:latclf to an ~lrgantt<lllnn·, 

change in d i' er'>i tic at ion strategies. 

In another stud). Smith. Smith. Olian. Sims. O"Bannon and l)cull) ( 1994) found that 

T~lT hetcrogcneit) "ith respect to educational Le\el ''as found to be posith el) 

rt!latcd to an organitation ·s return on im estment and to gro" in sale!>. a linding that 

presumabl) operates through some cognitive benelits of educational hetcrogeneit) . 

Bantel and JacJ..son ( 1989) found that dhersit) in education specialitation had no 

effect on inno\ativencss ofthe T\!tT. 

I unctional BacJ..grnunu: in a stud) of 1 \11. Bnntel and .I net.. -..on ( 19g9) ltlllnd that the 

more dher .... c till! group in terms of functional background'>. the grcalt.!r the number ol 

admini~trative innovations the bank had made. They did not ho"e'cr lind an) 

rdation!>hip bemccn functional heterogencit) of the I ~II and the numbt.!r or 

technical inno,·ations. One benefit of functional divcrsit) in project teams lies in the 

creation or lint..agcs to those not on the team. Korn. Millit..cn and Lant ( 1992) found 

that incrca-;ing the functional diver:>it) of the T\11 \\;.\!> <tssociatcd \\ ith positive 

pcrlo rmancc returns as measured b) increase~ in return on <I!>'>Cts (RO \) 
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These finding suggests that functional diven;ity in management teams may add value 

in terms of dealing with environmental complexity but that it may not facilitate 

coping with environmental volatility. Smith and colleagues ( 1994) predicted that 

heterogeneity in functional backgrounds of TMT would increa. e the use of 

bureaucrattc controls mechanisms thereby slo\vtng the decision makmg process and 

impeding organization performance in volatile industries. They found that functional 

heterogeneity of the TMT had no effect on organization performance specifically 

return on in\'estment and sales growth. It did not also have any effect on 

communication patterns and social integration. 

Tenure; Jackson and colleagu es (1991) found that the more heterogeneous a top 

management team was with respect to experience outside the industry, the higher the 

rate of tumo\'er on the team. Top management team members who were different 

from their counterparts on outside experience were more likely to turnover if they 

were so called non elite members of the team. 

2.4 Organization performance 

According to Ongore (2008), organization performance can be measured using three 

main perspectives, namely Return on Assets (ROA), Return on Investment (ROI) and 

Dividend yield (DY). Following previous TMT researches, Simons et al. (1999), 

measured organization performance using profitability and sales growth. Pitts (2009) 

used perceived performance in order to tap on to whether employees believe that their 

group performs well. In other research, performance outcomes are given as stock 

performance, productivity, profitability, quality and organizational survival rate. 

Dess and Robin ( 1984) suggested that in the absence of data, self assessing measures 

constitute an acceptable and equally reliable performance measure. 
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Rc!)carch has dcmon•.tratcd that sd f reponing organi1ation performance me:.t::.urc~ arc 

positi,cl~ related to objl!cti'e organi1ation performance mca ... urc~ "ith a correlation 

of 0.40 (PO\\CII. 1992). Additional!~. the compari,on of cro,.., indu,tr~ urgani.~ation 

pcrfonnan e is inllucnccd o~ C\tcrnal economic lilctor' ~uoiecti\1..' C\alumion' ma~ 

be e\cn more npprupnate than u~jcdi\\: one' in some 'ludic' \dl reponing mca,urc' 

hO\\C\er ha\ e potential problems and mea,ure~ 'huultl he tal.:cn ~~~ rcliaoilit) and 

'alidit). The Top ~tanagcmcnt T cam do not al"'aY' rei) on onc <;.ct l 'l pcrfo rm:mct' 

measure as they ha\e realiLed that no single measure can pro' ide a clear pcrlormance 

focus on the critical areas of the business. The TMT wants a balanced pn.:scntation or 

both the financial and operational measures. 

As a result. Kaplan and Norton ( 1991) de-.iscd a ''balance scorecard ... ''hich i" a set 

of measures that gives the T\11T a fast but comprchensi' e 'h!'' of the bu ... ines-.. The 

balanced .... corecard comph:ments the financial measure'> '' ith operational measure' on 

customer satisl<.lction. internal processes. and organitational inml\ at ion and 

imprOH!rnent acth itie .... 1 he balanced scorecard thcrchm.: allo"" manager:-. Ill look at 

busmesc, from lour imponant perspecti' es. namd). ( ustomer. Internal Bu-.inc-, .... 

in no' at ion and learning and Finan\:ial (Kapl:ln & l\0non. I <J<>~) . 

Custornl!r Pcrspecti,e: llo" a compan) is performing from the cu<:.tomer per~pecti"'e 

is a priority to the Top Management Team. For existing products, lead time can be 

measured from the time the organiL.ation receive., an order to the time it actuall) 

tklhers the service to the customer. Qualit) measures the on time deliver) and the 

accurac) or the organi7ation's J eli,ery forecasts. The combination or perfonnancc 

und .,crvicc mca'>ures ho" the organilation·s sen icc~ contributl! to creating \alue to 

the custorm:r-,. Organitation-. therefore articulate go;~b lor time. qualit~ and 

pcrforrlli.llll.:e and .,en II:C thl!ll tran.,latc them lO pcrf\.mnancc llh.\1\llrC". 
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lntemal Busmess Perspective: Th1s refers to the efficiency of an organization's 

mtemal operations. It includes measures that spur innovation, development of new 

products, quality of products and services and improving internal processes. 

Qualitative measures include average lead hmes, average time products spent as work 

m progress and resource efficienc)' and growth of technological innovations, 

Learning and Growth Perspective: This measures how well an organization is able to 

adapt and improve. It also measures employee training and corporate culture attitudes. 

'vfeasures include mcrease in market share. Other measures include collaboration with 

coUeagues and internal communication 

2.5 Organizational Culture 

Organizational culture is the pattern of values, norms, beliefs, attitudes and 

assumptions that may not have been articulated but shape the v.ays in which people 

behave and things are done (Annstrong, 2008). Culture represents the 'social g lue' 

and generates we-feeling, thus counteracting processes of d ifferentiating which is an 

unavoidable part of organizational life. Organizational culture offers a shared system 

of meaning which is the basis for communication and mutual understanding. If these 

functions are not fulfilled in a satisfactory way, culture may significantly reduce the 

efficiency of an organization (Fumham & Gunter, 1993). 

There have been many attempts to classify or categorize organizational culture as a 

basis for the analysis of cultures in organizations and for taking action to support or 

change them. The best known are by Harrison (1972) and called it organizational 

ideologies. Handy (1981) based his typology on Harrison's classification. Schein 

(1985) identified the four cultures of: power, Role, achievement and support while 

Williams et at. ( 1989) redefined the four orientations of Power orientation, Role, task 

and people. 
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Carl and Denison, (2003) presented organizational practices through four cultural 

rraits of involvement. consistency, adaptability and mission. Employee involvement 

was suggested in the classical Hawthorne experiment of the 1930s. Rensin Likert's 

empirical research of 1960 on the employee oriented supervisor added further support 

to the participative style. Later research found out that when employees fee l a sense of 

participation and task involvement, they witt identify with the organization, take 

responsibility and strive to contribute to the organizational objectives. 

Involvement cultures encourage participation of stakeholders at all levels of an 

organization m the analysis of the problem, development of the strategies and 

implementation. Involvement is created by the following processes; Firstly, 

empowerment w hich refers to information sharing about the economic status of the 

organization. According to Kim (2002), the basic assumption of employee 

involvement is that sharing manager's decision making powers with the employees 

will enhance performance and work satisfaction. 

Secondly, capacity building, this involves raising the skills level to enable them make 

effective decisions. Lastly, Team orientation where rewards should be tied to 

suggestions, ideas and performance. There are a few executives who whole heartedly 

support participative decision making. Effective organizations empower people, 

organize around teams and develop human capability (Likert, 1961 ). 

There are many companies which have adopted involvement culture. Toyota is one of 

the best examples. The company has been following suggestion schemes and 

employee involvement procedures for over a decade. The management receives 

almost 2,000,000 suggestions and ideas every year and around 95% of them are 

implemented. British Airways is another example. During the economic downsizing, 

employee suggestions helped them cut annual costs of their operations by 4.5 million 

pounds (Carl & Denison, 2003).However in Crane (1976), Fred Fielder maintains that 

managerial effectiveness is contingent on a number of factors, including the 

predominant style of the leader. the type of people being led and the circumstances of 

the particular situation. 
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2.6 Diversit)· Management 

Diversit) management means establishing a heterogeneous workforce to perform to 

its potentml in an equitable work em ironment \\here no member has an advantage or 

a disadvantage (D'Netto & Amrik, 1999). Diversity management emphasiLes bui lding 

specific skills and creating policies that get the best out of every employee (Thomas, 

1994). Three types of organizational goals contribute to the growth of diversity 

management. 

First, organizations must center round a goal of social justice. This has to do with the 

moral, ethical, and social responsibilities that guide efforts to impro\e the conditions 

of racio-ethnic and gender minorities. Second, affirmative action and gender 

mainstreaming are key mechanisms in meeting legal obligations and refers to positive 

efforts necessary to eliminate racial and gender discrimination in employment. Third, 

there is an increased focus, especially by US businesses, to maintain and increase 

competitiveness in the global marketplace. 

Corporations acknO\\ ledge cultural diversity as a necessary factor in competing in the 

multinational business environment. For the first time, corporate America sees 

diversity as having a significant influence on performance and profitability 

(Ramakrishnan & Balgopal, 1995). lmplementing and achieving these goals is very 

important especially since cultural clashes can be a significant drain on the energy of 

the people involved, thus bringing down the productivity of the company (White, 

1999). 

The most critical goal of Human Resource policies is to enhance performance of 

individuals and teams (Morrison et al., 1 993). At Avon in America, managing 

diversity is viewed as a necessary condition for enhancing performance. Recognizing 

the importance of leadership diversity is only the first step. No change will occur 

unless an effective strategy is developed for achieving inclusion through a 

commitment to diversity at all levels of the \\Orkforce, especially at the senior 

management levels, where it is most strategically important and least in evidence 

(Conklin, 2001). "Such a strategy should involve a systemic, results-oriented, 

business-based approach" (Fitzpatrick, 1997). 
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At the individual level. diversity management Interventions should focus on exploring 

and understanding ho~· mdividual differences impact on employee perceptions, 

attitudes, needs, expectations and beha,ior. Th1s implies the exploration of the 

mdi\idual's propensity to change h1s or her usually hidden attributes, such as beliefs. 

attitudes and values that impact negatively on empowering a diverse workforce 

(Apparov, 2000). 

Interventions directed at the interpersonal or inter group level involve an examination 

of group-related values, beliefs and attitudes in order to increase awareness of 

differences, to lead to better understanding and to eliminate prejudices and stereotypes 

that inhibit constructive inter group relationships among employees. At the 

organizational level interventions should be aimed at identifying the barriers to 

organization performance that exist in the organization's culture, policies, systems 

and procedures. 

2. 7 Diversity M a nagement Strategies 

There are several views on the strategies to manage workforce diversity. The first is 

the traditional view based on recruitment, outreach and Affirmative Action (AA)/ 

Equal Employment Opportunities (EEO). This view seeks to ensure that there is 

adequate representation of all groups in an organization. 

Another view is more management oriented based on employee retention. 

performance and collaboration. The third, wh1ch is the focus in this study, is Pitt's 

model of 2009 which is made up of three interrelated components: recruitment and 

outreach, valuing of differences and pragmatic policies and programmes. 

2.7.1 Recruitment and outreach 

This considers whether an organization is extending itself to all potential sources of 

employees. A plan for the recruitment of the underrepresented groups is a key 

component of this aspect of diversity management. Research indicates that steps and 

criteria used by organiations to select and test candidates are inadequate or 

inappropriate for a number of applicants, including minorities (Morrison, 1992). 
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Recruitment and outreach therefore does not mean simply adhering to affirmative 

action guidelmes and legal constraints but seeking out employees in the labour market 

who may not be found through typical venues (Pitt!;, 2009). Successful organizations 

can benefit from workforce diversity by creating an organizational environment which 

attracts people from diverse labour markets. Diversity management promotes 

competitive edge by recruiting the best people for the job, regardless of ethnicity, 

gender or other individual characteristics (Cornelius, 1999). 

Therefore, recruitment and selection must be based on organizational and job relevant 

criteria (Kandola & Fullerton, 1994). To improve diversity management at 

recruitment, some best practices include presence of diverse managers on selection 

committees and training interviewers with techniques that can be used when dealing 

with applicants from different backgrounds (Morrison, 1992). Increasing 

organizational diversity has the potential to increase performance (Pitts, 2009: Adler, 

2002) 

2.7.2 Valuing of difference 

This considers whether employees and managers appreciate cultural assumptions and 

biases that employees bring to the workplace. Multicultural understanding is 

imperative and for managers who oversee the work of diverse employees and 

understanding is improved through programmes aimed at bridging the gaps (Adler, 

2002). The goal of diversity management awareness is to improve the performance of 

individuals and in so doing, the organization. Some good practices under the area of 

training include; identifying specific training needs which are linked to the 

organizational objectives, assessmg indiYidual workers training needs, developing 

individual training plans which cover knowledge, operational and interpersonal skills 

(Morrison, 1992). 
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At Digitull·quipmcnt Compan~. nH:mbers arc cncour<~gcd to n: ... pond l(l. ad.;nn" kdgl' 

and rc\\ard diiTcrcnt opinion-... I he I op ~lnnugcrncnt 1 cam bclic'c' that a common 

al:ccptancc ordi,cr..,i t> 'viii enable the organization tt• be mon: cllecthc global!~ and 

respond to man) 'ancd CU\tomcr demand~ .. \ com pan) mu\t htlue dl\ cr!>ll). I he 

main objccti\ es of 'aluing dh crsit) include a"arcncss. education. and po-,itive 

recognition or the ditlercnces among people in the \\Orkforcc. ·1 he> must respect and 

support cultural divcr!>ity through the recognition of cultural and n:ligious holida)s. 

L bscr\ances, practices. and diet rc...,trictions. 

2.7.3 Policies and pro~rammcs 

lhc polictcs and programme'> that maf..l" up the di,cr-,it) management functi<ll1 var~ 

-..igntlicantl~ bet\\CCil llrganii;HillllS. itl\l)l\ing training progranune-... famil) l'ricndl) 

policies. mentoring opportunities and advocac) groups (Pith. ~009). l hcse tend to 

In\ ol\c mcntoring programmec; . ..,uccc.,.,ion pktnning family friend!~ prngrnmm1.'' 

alternativl! ''orf.. arrangements and a mix of group based and individual oriented 

assignments. 

ll is assumed that IIR policies shape employee attitudc.!s and behavior" and rc.!inforce 

the organizational culture. thereb) aiTccting the succcsc; of mateg) implementation 

and the organitation·s abilit} to adapt to cnv ironmental change {Koller & lle,h.ett. 

1992). A company must improve its suppl) or dher-.1! \\Orf..cr~ through recruiting. It 

mtbt break the "gla-,s ceiling" and incrca~e the number of \\Omen and minoritic~ in 

the higher -,alar} group~ through ~.:areer de' clopmcnt. mcntllring. <llld C\ccutiH' 

appointment. ~mcc organi7ation~ ofkn result to internal promotion" to fill in 

\acancies. recruiting a divcr!>C \\Orf..lorce nt the points ofentr) erhure-; that a dhcro,c 

pool oftalent is available lor promotion. 
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2.8 Qual it} of Decisions 

According to Gilmore (1998), decision making is an incremental, subsequent process 

which does not necessarily happen at one point in time. It is the most hypothesized 

intervemng variable in discussions of executive diversity and organization 

performance (Fredrickson & Mitchell, 1984). 

Schwenk and Valacich (1994) found that evaluating and critiquing, engaging conflicts 

about a task, yields better decisions in teams than when members avoid conflicts. 

Putman (I 994) showed that explicit task disagreement helped group members better 

identify issues and encouraged group members to develop new ideas and approaches. 

Often, making quality decisions involves managers liaising and negotiating people 

outside the department or even the organization. Overall, making quality decisions 

requires managers who are proactive and well prepared rather than reactive managers 

sticking to past practices when they are no longer suitable (Gilmore, 1998). 

2.9 TMT diver sity and Organization performance 

Minority views stimulate consideration of non obvious alternatives in work setting 

(McLeod et al., 1992) and appear useful for making valuable judgments in novel 

situations. Heterogeneity in decision making and problem solving styles produces 

better decisions through the operation of a wider range of perspectives and more 

thorough critical analysis of issues (Jackson, 1992). Results from a controlled 

experimental brain stonning study showed that the ideas produced by ethnically 

diverse groups were judged to be of a higher quality than the ideas produced by 

homogeneous groups. 

According to Barney and Wright (1998), cultural diversity in human capital serves as 

a source of sustained competitive advantage because it creates va lue that is both 

difficult to imitate and rare. Organizations may increase their numbers of women and 

racial-ethnic minorities to better match the demographic characteristics of their 

significant customers in order to achieve a competitive edge in the market. O'Reilley 

et al., ( 1989) studied an organization \vith the reputation of valuing diversity and 

found that within the organization's work teams, diversity created positive 

performance related results. 
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Greenhaus et al.. ( 1990) found a negative relationship between diversity and 

performance He found that organi1ational diversity leads to lov.er career satisfaction, 

organizational commitment and employee perceptions of the likelihood of promotion. 

Tsut et at., (1992) found that in a diverse work team, members ofthe minonty or the 

primary out group were less committed to the organization, more likely to absent 

themselves from \vork and more likely to be acti'e in search for ne\\- work . 

2.10 TMT diversity and Quality of Decisions 

There are several arguments for or against the theory that diversity affects quality of 

decisions. Those for argue that diversity leads to disagreements on basic resources. 

When there are many disagreements surroundtng an immediate opportunity or threat 

or a long range plan, TMT as a group and as individuals are aware of more issues, 

more ways of viewing each issue and more alternative courses of action (Bantel & 

Jackson, 1989; Wiersema & Bantcl, 1992). Once aware of the range of issues and 

options, the TMT can discuss them, commission relevant analysis and may hire 

consultants to help in areas of weak knowledge. 

The second argument by Fredrickson and Mitchell ( 1984) concerns costs. The need to 

resolve disagreements or at least partiality reconcile divergent positions in order to 

move forward leads to greater willingness to expand the resources for decisions 

comprehensiveness. When there are a few disagreements, the executives will not feel 

the need to expand such resources. Others however feel that, because of the 

disagreements involved, one or a few executives may quietly address strategic issues 

behind the scenes while not opening the process out to others. Another argument 

suggests that disagreements affect TMTs cohesion. Cohesion is defined as the extent 

to which TMT like each other and stick up for each other (0 'Reilly et al., 1989). 

Academic and popular writing has suggested that decision quality is a highly 

influential process in Top Management Teams. In this process, team members look at 

an issue with a wide lens, considering multiple approaches, choice of action and 

multiple decision criteria (Simons et al., 1999). Members brainstonn about possible 

alternatives and systematically list the pros and cons without disputing the ideas of 

one another. 
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Dess ( 1987) argued that organizations competing in a dynamic industry may actually 

benefit from le~s demographic homogeneuy and less strategic consensus. If there are 

fe" or no disagreements at the outset, the TMT are not likely to constder a wide range 

of issues and options when making decisions (Carson et al, 2004). 

1.11 Qualit) of Decisions and Organization Performance 

When making complex decisions, organizations must evaluate \\hat is at stake in 

making the decisiOn and also the parties involved. It involves planning and 

implementation. The planning stage involves diagnosis of what is wrong or needs to 

be changed, developed and refined- the initial problem identificatiOn. Obstacles arise 

at this stage from clashes in organizational structure, personalities and group 

d]namics. Analytical obstacles emerge from uncertainty, complexity, business cycles 

and variability in risk attitudes while content obstacles stem from information 

overload, lack of data, biases or the existence of too many or too few alternatives 

(Polzer et al., 2002) 

Before undertaking any analysis, it is important to identify a broad set of alternative 

directions for a strategic decision. The alternatives should be creative, comprehensive, 

significantly different and compelling. It is also critical to identify clear decision 

criteria which ensure that values fit the corporate philosophy. The alternatives can be 

evaluated through individual idea generation and group brain storming. Alternatives 

can be evaluated through use of small group synthesis of key evaluation points, large 

group reviews and prioritization. When reaching the final decision, one to one 

previews of results or recommendations are used. Insight focus dialogue is also used 

(Gilmore, 1998). 

The next level involves managing the actual output of decision making. This turns 

strategies and plans into action in order to achieve set objectives. Proponents of 

diversity hold that differences among group members give rise to varied ideas, 

perspectives, knowledge and skills that can improve the ability to solve problems and 

accomplish their work (Polzer et al., 2002). Complex tasks require problem solving, 

have a high degree of uncertainty and have a few set procedures, while routine tasks 

have a low level of variability and are repetitive (Polzer et al., 2002). 
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This stage involves hannonizing activitie::., coordinating efforts, superYi::.ing material 

and, responding to change quickly and having alternative plan::.. In addition. 

successful implementation involves the ability to be adaptable in order to respond to 

clbtomers and competitors' acti\'ities in times of change (Gilmore. 1998). Persistence 

and perseverance are necessary for continuous impro\ement in order to resist erosion 

from competitive behavior and maintain conststency to avoid slipping standards. 

2.12 T\fT dh·ersit}. Involvement Culture, Dh·ersity Management Strategies and 

Quality of Decisions 

Hambnck and Mason (1984) studied top management groups and linked group 

characteristics with organization performance and other variables. Hambrick and 

Mason ( 1984) argued that differences in Top Management Teams back grounds may 

be associated with less strategic consensus and subsequent poorer performance, due to 

decreased communication and increased conflict 

Dess and Origer (1987) however proposed that an organization's industry 

environment will moderate that entire relationship. When employees perceive the 

workforce to be diverse, this should lead to an increase in performance due to the 

aforementioned effects which include ability to attract and retain the best talent 

possible, reduced cost due to lower turnover, enhanced market understanding , greater 

creativity and innovations, better problem solving, organizational flexibility, better 

decisions making and better organization performance (Kochan, 2003). 

Diversity goals must be linked to business goals, not just meeting affirmative action 

and legal requirements. Diversity must be stressed and Top Management Teams must 

be held accountable for meeting diversity goals. Diversity initiatives benefit 

companies' bottom line and help them maintain a competitive edge. Diversity may 

improve performance when the TMT is trained to deal with group processes issues 

like communicating and problem solving in diverse teams. 
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The HR Practices of recruitment. selection, training. motivating and rewarding staff 

partiall} detenmne whether team members are skilled to communicate with diverse 

teams (Kochan, 2003). If an organization's top management believes in the 

ad\ antages that diver:;ity brings, they should emphasize hiring a diverse '' orkforce in 

non managerial pos1tions within the organizational in order to capitalize on creativity 

and innovations (Momson, 1992). However in organizations where d1versity 

management strategic:; are not in place, such organizations a re likely to experience 

negative outcomes such as disruptive conflict, increased tum over and poor 

performance (Kochan, 2003). 

Carl and Denison, (2003) found that involvement cultures encourage participation of 

stakeholders. Other benefits include: secures co~tment to action, promotes the 

"whys" of a decision before it is made, brings more expert kno\\ledge to bear on the 

decision, provides more valid view points because persons closest to the situation are 

involved and develops interest and enthusiasm of subordinates. 

2.13 TMT diver sity, Involvement Culture and Organization performa nce 

Denison and Aneil (1995), using survey based culture measures showed that 

perceived involvement and participation on the part of organizational members 

predicted both current and future financial performance, In addition, Gordon ( 1985) 

showed that high and low performing companies in the banking and utility industries 

had different culture profiles. 

Kravetz ( 1988) amplified earlier findings by showing that management practices 

fostering participation, autonomy and creativity were closely correlated with objective 

indicators of organization performance. A French study of managerial values and 

practices also identified a set of cu ltural values and practices associated with the 

growth pattern of five single business organizations (Denison & Aneil, 1995). 

Kochan et al. {2003) found out that gender diversity was positively related with group 

bonuses in business uruts with a people oriented organization culture, diversity

focused human resource practices and customer oriented business strategy but not in 

units that lacked those specific cultures, practices and strategies. 
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1 he~ further found that racinl di\l~r~it) ''~"' ncgath d) rd.ued to pc:rlormancc in 

bu~mc~~ unih '' ith compctithe organizational culture~. gru,\lh oriented bu .... inc s 

strategit:~ and training focused human resource practice" but not in the unit~ that 

lacl-.cd tlw~c .... pccilic cultures. practices and -.trategie-.. t\ cultural em ironment must 

allo\\ Jilkn:nce.., to be cl!kbrated ill' .. tcad or men:l~ tnh:ratl!d. ,\II cmplo~ccs mu~t 

umkr ... tand the compdlll\ c and nhwal ad,ant.tgl! ... or Ji\cr~it) . Ollcn. an mg<mization 

must undergo a ··cuhur.tl transformation .. bl!l ,re 11 can ... ucccs~full) ~11.:hie'e the lltll 

bene lib of dh ersit~ (Carne' ale. 1994 ). 

In Russia. decision making has been centraliLed ''ith little empO\\crmcnt. Russian 

manager~ ha\c traditional!) been puni~hed for negative results. C\Cn those bi.!)Ond 

their control and therefore have a strong desire to ha\ e <,o·neonc cbe maJ..c the 

decision (Fe) & Denson. 2003). Puffer and hebhnia ( 1996) proposed that this 

\\Ould be addressed creating a S)stem of invohcmcnt in ''hich emplo)ces ''ould be 

re\\arded for taJ..ing initiative and held accountable lor their actions. but not punbhcd 

tor unpredictabk outcomes. In a o..,tud) or 66 Ru-.sian manager~ .1! the I \er Colton 

~ 1ill found that e.'\trin ... ic re" ards and beha' ioral management tncrc.tsc:d "orker 

performance. but that participative technique-. resulted in dccrcascJ perlormancc (I c~ 

& Denison. 2003). Russian organitations ha\c a good 11ow ol vertica l informat ion but 

poor horizontal flo" from one department to another. In !ormation i~ t) ptcall) ')CCn .Is 

a pm,er. creating barriers to coordination and integration (Fe) <md Denison.2003). 

2.1~ Tl\ IT, L)i\crsit) Management Strategies and Org~llliL.ation performance 

Interest in T I\ IT dher-.it) hth surged in recent years. Among researchers fueling this 

surge. man) have argued that higher k\el of diH~rsil) lead-. to 1!\ccuti\c creath it), 

more ctlecth e c\.ecut i' c decisions and bcller organi;ation pcrlixmancc (Jad, o..,on. 

19H9). Other r~.: ... ~.:an.:hers. IHl\\ C\ er hav I! argued that highl!r k\ c~ ... or 1!\.CCUll\1! 

di\t:rsil~ resUlt'> In les" l:l :ll111UiliCall\1n. ptHlr decision maJ...ing and k'>~ pO'>ilhl' 

organi1ational outcome-:. (O'Reill). 1993). Demographic Jher.,it) t~picall) is not 

h)pOthe~izcd to hme direct effects on processes or outcome .... hut i ... h)p<'IIK·..,ilcd 10 

have indirect eflccts through cogniti\.e diversity. Further, diversit) must be part of an 

organ11ation\ strategic business objecti\C. 
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When turnover occurs. the organizational will lose the company dollars invested for 

training and development of the employee who left. For example, Ortho 

Pharmaceutical reported a sa"ing of $500,000 largely from lowering minority 

turnover (Bailey, 1989). At Coming. the company estimated it was losing between S2 

and $4 milhon a year from its signi ficantl} htgher turnover of women and minorities 

compared'\\ ith white men (Morrison, 1992). 

Cost savings are also likely to stem from reducing legal fees and company time spent 

on managing grievances. For example, AT & T was ordered by the United States of 

America government to pay approximately $66 million to women who were denied 

benefits during pregnancy and after childbirth (Keller, 1991 ). Effective management 

of the workforce not only involves recruitment of diverse employees but also 

retaining them through adequate training and development opportunities. Training 

programmes for diverse employees can help eliminate group di fferences in career 

outcomes and generate respect for individual differences in attitudes, values and 

behavior. 

A good performance management system can help enhance e mployee performance. It 

should be objective and not subjective, relevant to the job and the organization and 

fair to all employees (Morrison, 1992). The glass ceiling syndrome is however a 

barrier to advancement as multicultural employees are perceived as not having " the 

right skills". 

The strategies to address this include appraisal systems that focus on the individual's 

performance, not the personality (Loden & Rosener, 1991 ). The appraisal can include 

an assessment of how managers effectively manage a diverse workf0rce. Further, to 

be successful, managers need to "unlearn" practices rooted in an old mind set, change 

the ways organizations operate, shift company culture, revise policies, create new 

structures, and redesign human resource systems. 
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Otversil) initiatives can improve the quality of an organization's workforce 

Organizations spend a large sum of their budgets on human resources in the form of 

salaries. benefit:;, training development. and recruitment. In order to get a good return 

on thetr mvestrnent in human capital and maximtze their compet:ttve advantage, it is 

important to recognize that the workforce will gro, .. in the number of women, people 

of cultures and ages each year. 

2.15 Summary of Empirical studies and Knowledge gaps 

The table belo~ shows a summary of studies done on Top Management Teams and 

gaps in knowledge addressed in the study: 

Table 2.1: Summary ofknowledge gaps 

I Empirical Focus Findings I Gap in knowledge to 

tudy be addressed in the 

I StUd) 

:1 

Murray Top management Homogeneous top management What is the effect of 

( 1989) group heterogenetty I groups partially interacts more 1 age dtverstty on 

and orgamzatton effictently and is preferable when orgamzatton 

performance competition is intense, but performance? 

heterogeneous groups facthtate 

adaptalton and are preferable 

under conditions of environmental 

change. 

D'Netto & Human resource Management of workforce What is U1e use of 

Sohal ( 1999) practices and dtversity is only "medJOcre". dtverstty management 

workforce dJVerstty: an Inadequate diversity management strategtes in deciston 

empmcal assessment practices were found 10 the areas makmg? 

of recru1tment and selectton and 

training and development. 
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Carson et a l. Performance gains Organizations that do not attempt What is the role of 

(2004) 

Orlando 

{2000) 

P1tts and 

Jarry (2007) 

Grund and 

'\telsen 

(2008) 

through diverse top to mcrease the diversity in their 

management teams 

Racial diversity, 

bus mess strategy, and 

organizatiOn 

performance: 

A Resource-based 

VIC\\-

Ethmc d1versity and 

orgamzat1on 

performance: assessing 

d1vers1ty effects at the 

managenal and street 

levels 

TMTs run to the risk of losing 

current performance benefits 

The results demonstrate that 

cultural diversity does lD fact add 

value and, withm the proper 

context, contributes to 

organizational competlltve 

advantage. 

Process oriented problems cause 

diverse organizatiOns to 

experience drawbacks instead of 

gains and that any benefits that 

could be drawn form diversity of 

viewpoints is overshadowed by 

commumcat1on and collaboration 

problems 

TMT demographics in 

foreign organizations 

outside LSA'! 

What IS the role of 

mediator or moderator 

variable in the 

relationship between 

TMT and performance? 

Measure the 

sntervemng vanables 

po1sed to meditate on 

· the relationship 

between d1vers1ty and 

orgamzallon 

performance, 

Measure other 

dtmens1ons namely age 

and gender. 

Research on other 

d1mens1ons of diverslly 

other than ethnicity m 

the diversity -

performance 

relattonship. 

Age structure of the A pyramtdal or mverse U shaped The results in dtfferent 

workforce 

organization 

performance 

and mterrelation between the mean age countnes with other 

of organizatiOns· workforces and • mstttutJOnal 

organization performance 
- _____ _!. _ _ _ _ _____ - ---

I environments 
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I 

Bantel and 

Jackson 

( 1989) 

Chuang et at, 

(2004) 

lrungu. 

(2007) 

S1mons et al., 

( 1999) 

I 

Top Management and More innovative banks are Study TMTs with more 

mnovattons m managed by more educated teallb d1ver:.ity 1n respect to 

banking. Does the who are more dtverse in respect to education. age and 

composition of TMT theJI functional areas of expertise tenure 

make a d1fTerence? I 
I 

Organizauonal culture, Both organizational culture How contextual and 

group d1versity and mtensity and content have an process variables 

intra group conflict impact on the work group mteract w1th d1vers1ty I functioWog of diverse groups to influence group 

outcomes 

Effects of T\H on The effect of top management Focus on non-financial 

organizatiOn characteristics on corporate measures of 

performance performance differed m d1fferent performance. 

i sectors I 

of I For d1vers1ty to benefit a 

I 

\!taking use Other process vanables 

D1 fference: 01vers1ty, company's bottom-hne. there must to be considered as 

Debate and DectSIOD be a process by wh1ch the pOSitive potential moderators 

comprehensiveness lD aspects of diversity are brought to and med1ators ofTMT 

Top Management bear d1vers1ty effects 

Teams J 

The study addressed the knowledge gaps raised in the Table 2.1 above. Most TMT 

diversity studies have been undertaken in the United States of America and this study 

found consistent results that TMT diversity has no significant effect on organization 

perfonnance. In addition, the study used seven factors ofTMT diversity, namely age, 

gender, academic qualifications, tenure, professional qualifications and functional 

background unlike most studies in the past which used three and below. The 

intervening variable used in the study was quality of decisions, two moderating 

variables, namely. involvement culture and diversity management strategies were also 

used to determine their influence on the relationship between TMT diversity and 

quality of decisions and TMT diversity and organization performance. 

39 



2.16 Conceptual Frame~ork 

The literature review indicates that there are several variables that affect the 

relationship between d1versity of Top Management Teams and organization 

performance. It shows that diversity of the TMT affects the quality of decisions and 

thus organization performance. The study determined the effect of TMT diversity on 

the performance of orgamzations. It further determined the relationship between TMT 

diversit} and quality of decision. Under hypothesis three, the study established the 

effect of quality of decisions on organization performance. 

Further linkages in the study were to establish the influence of both involvement 

culture and diversity management strategies on the relationship between Top 

Management Team diversity and the quality of decisions. The linkages further tested 

the moderating effect of involvement culture and diversity management strategies on 

the relationship between TMT diversity and organization performance. The joint 

effect of the two moderating variable, namely involvement culture and diversity 

management strategies on the relationship between diverse Top Mar.agement Teams 

and quality of decisions and TMT diversity and the performance of organizations 

were also tested. The study further tested the intervening effect of quality of decisions 

on the relationship between TMT diversity and organization performance. These 

interrelationships are captured in Figure 2.1, a model depicting the conceptual 

framework for the study. 
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Figure 2.1: Conceptual Model of the factors affecting the relation hip bet"' ceo 

Top Management Oi~ersit) and Organizational performance 
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2.17 H ypotbese 

H1: Top Management Team diversity has an effect on organization performance. 

Hz: Top Management Teams diversity has an effect on quality of decisions. 

H3 : Quality of decisions has an effect on organization performance. 

H..: Involvement culture has an influence on the relationship between Top 

Management Team diversity and quality of decisions 

H5: Diversity management strategies have an influence on the relationship between 

Top Management Team diversity and quality of decisions 

H6: Involvement culture has an influence on the relationship between Top 

Management Team diversity and organization performance 

H7: Diversity management strategies have an influence on the relationship between 

Top Management Team diversity and organization performance 
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CHAPTER THREE 

RE EARCH M ETHODOLOGY 

3.1 Introductio n 

This chapter dtscusses the research methodology used in the study. In particular, it 

discusses the research philosophy, research design, and population of study, sampling 

frame, data collection, data analysis, research variables measurements and analytical 

models. 

3.2 Research Philosophy 

Philosophy of science is the foundation of knowledge and the nature of that 

knowledge. Jt relates to the development of knowledge and is based on important 

assumptions about the way in which researchers view the world (Saunders, Lewis & 

Thornhill., 2007). Two common research philosophies exist in social research, namely 

positivism and phenomenology. This study was founded on the positivism philosophy 

which stresses the importance of scientific rigor in the quest for knowledge as 

opposed to the phenomenological approach which focuses on immediate experience, 

open and unstructured interviews and introspective reports where the researcher is 

part and parcel of the phenomena (Saunders, et al., 2007). In this study, positivistic 

approach was applied so that precision, objectivity and rigor replaced experience and 

intuition as the means of investigating the research problems. 

The positivism philosophy is objective in nature and the researcher is assumed to be 

independent of what is being researched. Jt is quantitative and is based on real facts, 

neutrality, impartiality, consistency, measurement and validity of results. It thus 

maintains that knO\\Iedge is predicated on observations and experiments (Saunders, et 

at., 2007). Saunders et al. (2007) points out that positivism adopts a natural science 

stance where phenomena that can be objectively obserYed will lead to the production 

of credible data. We can only contribute to knowledge on TMT diversity and 

performance of commercial banks in Kenya by using existing theory and developing 

hypotheses which will be tested and supported, in whole or part or refuted, leading to 

further development of theory which may be tested by further research. 
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3.3 Research De ign 

The study Y.as a cross sectional survey. These are survey:; which target the enure 

population under study \\hile case studies target a tiny minority in a sample Cross 

sectional suneys are descripti'\e in nature and may support mferences of cause and 

effect. They involve collecting data at a specific time, unlike longitudinal studies 

which involves a series of observations of the study population over a period of time. 

The focus of this study was the effect of Top Management Team diversity on the 

performance of commercial banks in Kenya. 

These banks are different in sizes and ownerships thus the research design enabled 

capture infomtation on all the banks same time. Cross sectional studies, which 

represent the whole population, have been found to be robust in relationships studies 

(O' Sullivan & Abela, 2007). A research design under the positivism approach should 

provide confidence to the scientific community that the findmgs derived from 

following the design capture the reality and possess high levels of reliability and 

validity (Kerlinger, 2007). 

3.4 PopuJation of the study 

The study targeted all commercial banks operating in Kenya. A list was obtained from 

The Central Bank of Kenya Annual Report, 2010 which indicated that there were 43 

commercial banks as at December, 2010 {Appendix IV). The banking sector consists 

of both multinational banks and local banks operating mainly in urban areas while 

others have branches in other parts of the country. Some of these banks are privately 

owned, while others are wholly private foreign owned, partly state and publicly 

owned, and partly public and privately locally owned. 

The banking sector was appropriate for the study due to the high level of competition 

and its 1mpact on the economic growth of the other sectors through lending. There is 

also ava1lab1lity of data on the financial performance of banks in Kenya. The study 

targeted the Heads of Human Resources or equivalents who have insights on TMT 

diversit}. diversity management strategies and organizational culture of their banks. 
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The Bead of Human Resources or equivalent was requested to provide the Bio data of 

the TMT whtch was available. Such an approach was used by Bantel and Jackson 

(19 '9) in their study on Top management and innovation in banking. 

3.5 Data Collection 

The study used both primary and secondary data. The primary data focused on 

involvement culture, diversity management strategies and information on the four 

perspectives of the balanced scorecard while the secondary data focused on the Top 

Management Team characteristics and some performance measures, namely increase 

in customer deposits, Return on average assets and profits before tax. 

The primary data was collected using a semi structured questionnaire. The 

questionnaire was divided into six parts, having both open and closed ended questions 

generated from previous empirical studies, theory and the researcher's own questions. 

The sections were divided into organizational profile, personal profile of the TMT and 

questions addressing the research objectives. The questionnaire was preferred because 

the respondents were literate and the same could be administered simultaneously to 

many respondents. 

A five point Iikert type scale ranging from 5 to I, where 5 was "to a very great 

extent" and I re ferred to "not at all" was used to measure the performance of the 

banks. Pitts (2009) used a perceptual measure of performance which found a strong 

connection between subjective and objective measures of performance, with a 

correlation coefficient of .80 percent. The study used sca les previously used by 

Fredrickson ( 1984) and Miller et at. {1998) to measure the intervening variable, 

quality of decisions. The questionnaire was piloted in two of the commercial banks 

prior to the data collection to enable the researcher identify any unclear questions. 

3.6 Reliability and validity of the research instruments 

Reliability and validity are measures of "relevance" and "correctness". Reliability is a 

measure of the degree to which instrument yields consistent results or data after 

repeated trials and is influenced by random error. The reliability of the instrument was 

esttmated using Cronbach's Alpha Coefficient which is used to assess the internal 

consistence or homogeneity among the research instrument items. 
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The alpha coefficient ranges in value from 0 to I and a high coefficient imphes that 

the Items correlate highly among themselves. that is, there is consistency among items 

m measuring the concept of interest (~ugenda & Mugenda, 2003). Cronbach's Alpha 

Coefficient value of 0.7 is considered strong. Cronbach Alpha was used to test the 

reliabilit) of the mstrument. The test provided a Cronbach Alpha of .861 which is 

good according to Nunnally ( 1978) 

Validity is the accuracy and meaningfulness of inferences, which are based on the 

research results. It is the degree to which results obtained from the analysis of the data 

actually represent the phenomenon under study {Mugenda & Mugenda, 2003). It is 

largely determined by the presence or absence of systematic error o f data (non

random error). This study used face validity where a panel of experts gave their input 

as to whether the instrument met the criterion. Other techniques of validating data are 

construct validity and content validity (Mugenda & Mugenda, 2003). 

A pilot stud)' was also conducted to find out the respondents understanding of the 

questionnaire. The instrument was then modified in the form of structure, placing 

questions on the characteristics of the TMT team at the end. Initially, the respondents 

became resistant when they encountered questions asking on the composition of the 

TMT at the bank but when they were put at the end, the response was better. 

3.7 Measurements of tbe Research variables 

This section provides operationalization of the independent variable, the intervening, 

moderating and the dependent variables. Table 3.1 outlines the relevant measures and 

various operational definitions used. The study was made up of five variables as 

indicated herein. 

Independent variables account for the variance of the differences in the dependent 

variable. In this study, the independent variable was Top Management Teams (TMT) 

diversity which consists of observable attributes, namely gender and age and non 

observable attribute of academic background, functional background and tenure with 

the bank and tenure at the top management. 
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Data on TMT age was computed on an inter\'al scale, gender diversity on a simple 

count of male and female, hence a direct measure. while data on academic 

quahficanon was captured on an ordinal scale with the highest academic level being 

ass•gned the highest score. Data on functional background and tenure was captured 

directly by requiring the respondents to state their functions and aiSQ the number of 

years they have spent within the organization and also at the top management. 

In the study, the dependent variable was organization performance. A dependent 

variable JS one that is influenced by some other variable. Kargar and Pernell ( 1996) 

were of the view that organization performance variables are both financial and non 

financial. The dependent variable, organization performance was based on four 

perspectives of the Balanced Scorecard approach, namely financial, customer, internal 

business processes and learning and growth. The study also used secondary data from 

the Banking Survey of Kenya for performance measures, increase in customer 

deposits, return on assets and profits before tax. 

The intervening variable in the study was the quality of decisions. An intervening 

variable serves as a function of the independent variable in helpmg to conceptualize 

and explain the influence of the independent variable on the dependent variable. 

Moderating variables are those variables on which the relationship between two other 

variables is contingent. Cooper and Schendler (2003) provide some argument that a 

moderating variable is a second independent variable that is included because it is 

believed to have a significant contribution of contingent effect to the originally stated 

independent-dependent variable relationship. Moderating variables in the study were 

involvement cu lture and diversity management strategies. The diversity management 

strategies under study were recruitment and outreach. valuing differences and policies 

and programmes while involvement culture was composed of empowerment, team 

orientatton and capacity development. 
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Organization performance -Dependent variable Section 5 

Balanced Financial , Customer, Internal business Likert type 

scorecard process and learning and growth Scale, Secondary 

perspectives data 

3.9 Data Analysis 

Data was analyzed through a combination of descriptive and inferential stati stics. 

Descriptive statistics was used to describe the characteristics of the TMT 111 

commercial banks in Kenya. Other related studies have used similar approach to 

establish similar characteristics of TMT (Hambrick & Mason, 1986; Bryman & Bell, 

2003; Trungu 2007). 

Regression analysis was used to examine the extent to which a dependent variable 

was a function of one or several independent variables. This is an appropriate method 

of analysis to determine the relationship of a single dependent variable and severa l 

independent variables (Robson, 2002; Field, 2005; Irungu, 2007). 

Simple regression analyses were used to calculate the independent effect of the 

independent variable, TMT diversity on organization performance, TMT diversity on 

quality of decisions and quality of decisions on organization performance (H1, H2• and 

f-1
3
) Multiple regression analysis was used to find out the moderating effect of 

involvement culture and diversity management strategies on the relationship between 

Top management diversity and quality of decisions (& and H5) and TMT and 

organization performance (H6 and H7). Other scholars have used similar approaches in 

their studies on diverse Top Management Teams and organization performance. 

Since the various variables have different operational definitions, the model was 

decomposed into constituent operational variables as illustrated below; 
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Table 3 2 Research Object1ves, Hypotheses and Anal}1ical Methods 

,.----
.....:O::..:B::..:J;..::E:..::CT;,.;;..;:..I\..;_;.E;::__-+-HY;-=-=-P..::O:....::T:...:HE==-::::IS~=--~A:~:'i:.!:.:' A~L~\:....:!'f:..!I~C~AL ~10DEL 
I I. To e:>tablish the H,. Top Regress1on Anaiy:.•s ------1 
effect of Top Management Team P - f (01verse TMn 
~anagement Team di\ersit) has an QD a..- P ,X:· J3,z 
diversity and effect on X2~J3 ,X · J3~,x. tJ3,sXs+ 13•~ X, · &, 
orgamzation organizatiOn Where a - intercept 
performance performance J3,, J3 12 .................... J3,6 are beta 

coefficient:> for H1 

2. To Assess the 
relationship 
between Top 
Management Team 
diversity and 
quality of decisions 

Hf Top 
Management Team 
has an effect on 
quality of decisions 

X,, Xz. X1 X4 . Xs ...t X~> represent 
d1mens10ns of dJVerse TMT 
X1 Gender 
Xz Age 
x3 AcademiC qualifications 
~ Tenure 
Xs ProfessiOnal background 
~ Functional background 

Regression Analys•s 
QD - f (Diverse TMT) 
QD- a+ J3z,x, .. J3n 
X2+f3.uX3+J32,x_.., J3z~r· J3WC6 ... &, 
Where: a mtercept 

P21.J3 n .. .. .. .. .......... J32~> are beta 
coeffic1ents for H1 

X,. X2 . X3 X& Xs ond X6 represent 
dunenstons ofTMT d1vers1ty 

3. To find out the H3: Quality 
effect of quality of decisions has 

of RegressiOn Analysis 
an P = f(QD) 

decisions on effect on P = a., J331X9,. &9 

organization 
performance 
4. To determine the 
influence of an 
involvement culture 
and diversity 
management 
strategies on the 
relationship 
between Top 
Management Team 
diversity and 
quality of decis1ons. 

organization 
performance 
~: Involvement 
culture has an 
influence on the 
relationship between 
diverse Top 
Management Team 
and quality of 
decisions 
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Where: a - intercept and X9 represent 
quality of decisions 

Multiple Regression Analysis 
Quality of Decisions "' f (Diverse 
TMT + involvement culture) 
QD a.,.J3.,X,+J342 
Xz+f3.oXl · J3.uX&+J34sXs · p~6 · J3HX7 &4 
Where: a totercept 

J3nJ342 . . .. .. .......... p., are beta 
coeffic1ents for H~ 
X1• X2 , X ~ud Xs represent 
d•mens10ns of d1verse TMT 
x, represent involvement culture 



4 To determine the lis: Diversil) I ~1uluple Regression Analysis 
Influence of an management Qual It} of Deets ions • f 
mvolvement culture strategies have an (Dtversit} ofTMT + Diversity 
and diversil)· influence of on the management strategie:o) I management relationship between QD - a· ~,,x, · P~2 
strategies on the diverse Top Xr~·~s,Xl· ~~4x. · P~~' · ~.,x,. · ~ 'a+ £.1 

relattonship \1.anagement Team Where: a mtercept 
between Top I and quality of Pst.~n ··· ·• · ··· ······ ..... ~sa are beta 
\1.anagement Team decisions 
diversity and · 
quality of decisions. 

coeffictents for He 
X,. X2. X, X. and Xs represent 
dtmens10ns of dtverse T\1T 
X1 represent diversity management 

strategtes 
I 5. To determine the H6: Involvement Multtple Regresston Analysis 

influence of an culture has an Organtzatton performance f 
involvement culture influence on the (D1verse TMl + involvement culture) 
and diversity relationship between P = a+f36tXt+ 
management diverse Top ~6zX2+f363X3+~64~ · P6sXs+~~~~. P<>,X,·· 
strategies on the Management Team 1':6 
relationship and organization Where: a intercept 
between Top performance f36t.~62 .................. ~67 are beta 
Management Team coeffictents for 116 

diversity and 
organizatJOn 
performance. 

I 5. To determine the 
influence of an 
involvement culture 
and diversity 
management 
strategies on the 
relationship 
between Top 
Management Team 
diversity and 
organization 
performance. 

H~: Diversity 
management 
strategies have an 
influence on the 
relationship between 

I 

diverse Top ' 
Management Team 
and organization 
performance 
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X, represent involvement culture 

Multiple RegressiOn Analysts 
P =aT p,,x,..- P•2 X2+P ,x] · p ,.x. · P ~xs · 
P·tXo r-p,,x" · c11 
Where: a mtercept 

P - Orgamzat10n performance 
~71.~72 .................... p., are beta 
coefficients for H7 
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4.1 Introduction 

CHAPTER FOCR 

RESEARCH FINDING 

This chapter presents the research findings. The broad objective of the study was to 

determine the influence of Top Management Team diverslt) on organization 

performance There were five specific objectives addressed in this study. They were 

to (i) establish the effect of Top Management Team diversity on organization 

performance; (ii) assess the relationship between Top Management Team diversity 

and quality of decisions; {iii) find out the effect of quality of decisions on organization 

performance; (iv) determine the influence of an involvement culture and diversity 

management strategies on the relationship between Top Management Team diversity 

and quality of decisions; (v) determine the influence of an involvement culture and 

diversity management strategies on the relationship between Top Management Team 

diversity and organization performance. 

Descriptive statistics were used to analyze the bio data while simple regression 

analysis was used to determine the effect of TMT diversity on organization 

performance. TMT diversity and quality of decisions and on the effect of quality of 

decisions on organization performance. Correlation analyses of the factors making up 

the major variables were also done as presented in Tables Al to AlO. 

Multiple regression analyses were used to determine the moderating effect of 

involvement culture and diversity management strategies on the relationship between 

the TMT diversity and quality of decision and TMT diversity and organization 

performance. The study was broadly based on the assumption that Top Management 

Team diversity has an effect on quality of decisions and on the performance of 

organizations. In total, responses from 32 banks were studied, analysis carried out and 

the seven hypotheses tested at 95°/o, 99% and 99.9 %confidence level. 

The chapter presents the demographic profile of the banks which responded and the 

fmdings of the seven hypotheses which were tested under five objectives. 
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4.2 Demographic profile of responding Banks 

The respondents of the study were Heads of Human Resources tn commerc1al banks 

in Ken}a. The researcher first called the respondents through the telephone, 

mtroduced her ·elf and explained the purpose on the study. Thereafter, the 

questionnaires \\ere emailed or dropped at the banks. Out of the targeted 43 banks, 33 

responded, although one bank filled the questionnaire but failed to provide 

mformatJon on the TMT, making it difficult to use the questionnaire which was 

discarded. The response rate for the study was therefore 74%. 

This was a good response rate considering the sensitivity of the study {Top 

Management Team diversity and the performance of the banks) and the level of 

respondents, who were the Heads of Human Resources or their equivalents. Locally, 

lrungu (2007) undertook a similar study targeting companies listed at the Nairobi 

Stock Exchange and had a response rate of 74%. The largest TMT comprised of 

nineteen members while the smallest had two team members. 

4.2.1 Bank Ownership 

Most commercial banks in Kenya are privately owned. Those owned by the 

government were the least. The results of bank ownership are represented in Table 

4.1. 

Table 4.1: Distribution of Bank Ownership 

Bank Ownership !frequency Percent 
Wholly pnvate locally owned 9 27.3 
Wholly pnvate foreign owned 8 24.2 
Wholly pnvate local and foreign owned 8 ~4.2 
Wholly government owned 2 ~I 
Quoted on NSE local owned 6 18.2 
Total ~3 100.0 

From the results in Table 4.1, wholly private locally owned represented the highest 

ownership with 27.3% of the banks. Banks which are wholl} private foreign owned 

and wholly private local and foreign owned were at the same number with 24%. 
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The distnbution indicates that most of the commerctal banks in Kenya are private and 

are almo ·t equally distributed between pnvate local, private foretgn and a 

combination of private local and foreign owned Government owned banks \"ere the 

least at only 2 percent. We can therefore conclude that the maJOrity of the commercial 

banks in Kenya are pmately owned 

4.2.2 Years of Existence of the banks 

The majority of the banks have been in existence for over 10 years. The results of 

existence of the banks are represented in Table 4.2. 

Table 4.2: Distribution of banks by years in oper ation 

No. of Years Freauency Percent 

Below 5 Years 4 12 1 

6-10 Years 1 3.0 

11-20 Years 6 18.2 

21-30 Years 10 30.3 

Over 31 Years 12 364 

Total 33 100.0 

Majority of responding banks have been in existence for more than 31 years (36.4%). 

The results reveal that 66.7% of the banks have operated for more than 21 years. 

Those in existence for between 6 and lOyears were the fewest at 3% while 12.1% of 

the banks have been in existence for less than 5 years. 

Whereas the highest number of banks (36.4%) has operated for over 21 years, it is 

noted that there was high banking expansion 20 to 30 years ago with ten new banks 

opened dunng that period. However for the last ten years, only half of that number, 

namely five banks have been opened with only one bank opened six to ten years ago. 

The differences in the number of banks entering the market during certain periods are 

a reflecuon of the operating environment during that time. 
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4.2.3 :\umber of full time Employees 

Out of the 33 banks which responded, the majority had more than I 00 employees. The 

results of the :>tudy are indicated in Table 4.3 

Table 4.3: Distribution of employees by numbers in fu ll time employment 

No. of Emolovees FreQuency Percent 

Below 50 2 6.1 

51-100 4 12.1 

101-250 9 27.3 

251-500 9 27.3 

501 plus 9 27 3 

Total 33 100.0 

From the resu lts in Table 4.3, most of the banks (81.9%) had more than 100 

employees. Only 6.1 percent of the banks had less than 50 employees. The majority 

of banks had between I 0 I and 500 employees. 

4.2.4 T he characteristics of the TMT 

The respondents of the study, who were the Heads of Human Resources in the banks 

were required to give information on the characteristics of the Top Management Team 

since they are the custodians of staff bio data. The questionnaire asking for this 

information was structured in a way that the Heads of The Human Resources were 

able to list the positions of the TMT, and then tick their respective gender, age 

bracket, tenure in the banks, and tenure at the top management, academic 

qualifications, professional qualifications and the functional back grounds of each. 

Surprisingly, 30 banks gave the data as required in the questionnaire while another 

two (2), gave their Audited Accounts for the researcher to extract information on the 

characteristics of the Top Management Team. This is understood considering the 

ongoing debate in Kenya on affirmative action following promulgation of the new 

Constitution in August 2010. Some Heads of Human Resources who know that their 

T~l do not reflect diversity especially on gender may not be willing to give such 

data as the)' may feel exposed. 
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Table 4.4: Characteristics of the TMT 

GE\lDER 

f'OS M r for. ·30 

HN . 
23 4 27 0 

1-\l 12 I 0 
13 

IIR 13 IJ I 
26 

CRI· 18 2 0 
20 

0 1'1 18 7 0 

t-ao 
25 

4 7 0 
II 

RIS 8 5 I 

1-IH.I 
13 

7 2 0 
9 

RHI 8 2 
10 0 

C'O 13 2 
15 0 

124 45 169 2 

Where 
Fin- Finance 
AU- Audit 
HR- Human Resources 
CRE- Credit 
M- Male 
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56 
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The characteristics of the TMT diversity are pro\'ided in Table 4.4. fhe TMT in the 

stud) was 169 from the 32 banks which responded. The analysis was based on an 

earlier study by Murray ( 1989) and Pegels et al (2000). The 169 individuals were 

reporting directly to the Managing Directors /Chief Executive Officers (CEO). 

One hundred and twenty four which represents 73 per cent were male while 45 \\'hich 

represent 27 per cent were female. Of these positions reporting directly to the CEO, 

Finance had the highest number at 27 followed by Human Resources at 26 and 

Operations at 25. The position with least the number was Treasury at 9 out of the 32 

banks captured in the survey. 

Out of the 169 TMT members, 43 of them which represent 25 percent were aged 

beh..,een 41 and 45 years while another 42 which also represents 25 percent were aged 

bet\\'een 36 and 40 years. Only two members where aged below 30 years. They were 

from the human resources and risk management departments while another 2 from 

operations and fmance departments were aged above 60 years. A total of 1 0 I 

members of the TMT had worked with the bank for less than 5 years while another 44 

has worked for 6 to I 0 years. Only 5 TMT members had worked for over 21 years. 

On the number of years worked as members of the Top Management Team, 77 which 

represent 46 percent had only been at the bank for five years and below while another 

49 had been at the top for 6 to I 0 years. Another 18 which represents 11 percent had 

worked for the bank for over 21 years. More than 50 percent had been at the top 

management team for less than 5 years. Out of the sample data, the majority of the 

TMT had 8 members which reflect 45 percent of the banks. Six banks had a TMT 

made up of7 members while the smallest TMT had two members 
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4. 3 Top ~fanagement Team Diversity and Organization Performance 

The Top Management Team diversity under study was gender, age, tenure in the bank 

se~ ice, tenure at the top management. academic qualifications. professional 

qualifications and functional background. Organization performance was measured 

using the four perspectives of the balanced scorecard approach, namely fmancial, 

customer, internal business processes and learning and growth. Quantitative measures 

of performance, namely, increase in customer deposits, return on average assets and 

gross profit which was obtained from secondary data was also used. 

Hypothesis l sought to determine the effect of Top Management Team Diversity on 

Organization Performance. Regression analysis was done to determine the effect of 

the independent variable, (TMT diversity) on the dependent variable, (organization 

performance). Table 4.5 below reflects the results of the effect of the factors making 

up the independent variable, TMT diversity on the dependent variable. 

Table 4.6 is a summary of results of the effect of factors making up TMT diversity on 

the four perspectives of the Balanced Scorecard approach, the main measure of 

organization performance used in the study. The researcher went further and analyzed 

the effect of TMT diversity on an additional three performance measures obtained 

from secondary data, namely, increase in customer deposits, return on average assets 

and profits before tax. This was to determine how the performance results obtained 

through the questionnaire compared \vlth performance results obtained from 

secondary data. The results are presented in Table 4.7. 
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Table 4.5: Tbe effect ofTMT dhersit) on O\erall Organization Performance 

Model Unstandardized Coefficients Standardized 
Coefficients 

B I Std Error Beta . I (Constant) 40.700 4 750 
-

Gender Ot\ersity -7.498 7.444 
-.206 

Age Dtverstty -2337 2 863 
-.216 

Tenure dtversity in bank service 2.3331 2.016 
.300 

Tenure diverstty at top management -2.716 2.657 
-.260 

Academic diversity -.180 2339 
-.017 

ProfessiOnal qualifications diversity -5.504 7.456 
-.184 

FunctiOnal backgrounds diversity 7.188 7.368 
.252 

r = .437 R Squared= .191 Durbm-Watson 2.042 
F= .740 
P < 05 

Dependent variable - OrganizatiOn Performance 

From the results of the regression analysis in Table 4.5, factors making up the Top 

Management Team diversity have a positive though not significant relationship with 

the overall organization performance with r value of .437. The value ofR2 
is .191, 

meaning that Top Management Team diversity can only account for 19.1 per cent of 

the variance of organization performance, with 80. 9 per cent accounted for by other 

factors. The Durbin-Watson value is 2.042, showing that the data is good for the 

analysis. The F ratio which is . 740 is not significant meaning that the regression 

model does not predict the organization performance significantly well. 

The beta values show the degree each predictor affects the outcome when all other 

predictors arc held constant. Tenure in the bank had the highest positive though 

insignificant effect on organization performance at ~ = .300 while functional 

background diversity had an effect of~ = .252. These were the only cwo factors with 

positive effect on the overall organization performance. 
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All the other factors of TMT diversity have a negative effect on the organization 

performance. These mcluded gender (p = - .206). age <P -.216 ), Academic 

qualificallons with P -.017, tenure diversit) at the top <P - - 260) and professional 

qualifications <P c • • 184). It was observed that the t-stati ttcs for this model shows 

that none of the factors of TMT diversity is contributing significantly to the outcome. 

We can therefore conclude that TMT diversity has no stgmficant effect on 

organization performance. As stated below, Table 4.6 gives the summary results for 

the effect of the factors making up the Top Management Team diversity on each of 

the four perspectives of organization performance using the balanced score card. 

Table 4.6: Summary results for the effect ofTMT Diversity 
on the four perspectives of Organization Performance 

I Control Financial Customer IBP Leammg and 

\'anablcs Perspective Perspective Perspect1\e Growth Pcrspcct1ve 

I B SE p B SE B B SE p B I SE I B 
I Constant 

- 12.81 

I 7 276 1.374 0 
1416 

8999 1.709 11.616 1.516 

Gender -2 493 2219 -201 -.800 2.154 -074 
2.711 2.678 • 208 -1494 2 .376 ·127 

Age 
-.002 828 -001 • 813 853 . 226 

1178 1.030 .303 ·344 .914 ·.098 

Tenure: Wlth .944 .601 .367 .472 .583 203 
j bank .391 725 .140 .525 .644 .208 

I Tenure at top . -1.291 .792 -.373 -1.393 .769 ~446 
Management .657 956 175 ·.689 .848 -203 

Academic .906 .697 260 .258 .677 .08~ 
quahficauons -675 841 -179 ·.669 .747 · .197 

Professional -2.741 2 222 . 277 . 2.986 2.157 334 
quahficallons 2682 • 282 ·2.733 2.380 -282 

3017 
Funcuonal 

Back -1.201 2.132 -141 1277 2196 .135 
2659 2.650 260 4453 2.352 • 

1 
Groun.l 482 

I 
R 494 R .588 

R 433 R~ 465 
R Square 244 R Square=.345 

R Square•. 187 R Square=.217 
ChangeR ChangeR 

ChangeR ChangeR 
Squared 244 Squared~.345 

Squared•. l87 Squared=.217 
F Change 1.015 F Change= 1.657 

F Change•.723 F Change=.869 

1 

Durbm Watson Durbtn Watson 
Durbm Watson 2.382 1 Durbm Watson=I 745 

=2 085 I 749 - *p < 05 
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Table 4.6 shows the effect of the factors making up TM r diversity on the four 

perspectives of performance. The analyses of the results are presented below; 

4.3.1 The effect ofTMT dh·er ity on Financial Perspective 

The results m the table above show that there is a positive but not significant 

relationship between the TMT diversity factors and fmancial perfonnance perspecthe 

with r = .433 The value ofR2 is .187, meaning that factors making up TMT diversity 

can explain only 18.7 percent of financial perspective of performance, while the other 

81.3 percent is explained by other factors. 

The F ratio which is .723 is not significant, meaning that the regression model does 

not predict the financial performance perspective significantJy well. The F ratio is the 

ratio of the average variability in the data that a given model can explain to the 

average variability unexplained by the model and is used to test the overall fit of a 

model in simple regression ( Field, 2009). The Durbin-Watson value is 2.382, 

showing that the data is good for the analysis. 

The results in Table 4.6 further show that when the factors making up TMT diversity 

were entered with the financial performance perspective, tenure in bank service \vith P 
= .391, tenure at the top management with p = .657 and functional diversity P = 260 

indicated positive but not significant effect. Negative effect was indicated by gender 

(p = -.208), age (p = -.303), academic diversity (P = -.179) and professional 

qualifications (p- -.282). 

Functional background was found to have the strongest positive effect on financial 

performance. Since the results were not statistically significant, we can conclude that 

TMT diversity has no significant effect on the financial perspective of performance. 
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4.3.2 Tbe effect ofTMT diversity on Customer Perspective 

On the effect of TMT diversity on the customer perspective of performance, the study 

found r \alue == 465 The value of R2 is .217 which mdicates that factors making up 

TMT diversll) can explain 21.7 percent of customer perspective, '"hich is higher than 

that of the financial perspective while the other 78.3 percent is explained by other 

factors. The Durbin-Watson value is 1.745, showing that the data is good for the 

analysis as per the results in Table 4.6. 

Durbin Watson tests for serial errors in regression models. The values are between 0 

and 4 thus values less than l or greater than 3 are not good fo r the analysis of data 

(Field, 2009). The F ratio which was .869 is not significant meaning that the 

regression model does not predict the customer perspective of performance 

significantly well. 

Functional background diversity had a positive significant effect on customer 

perspective '" ith ~ = .482 at p=.072. Tenure diversity in the bank service also had a 

positive but not significant effect on the customer perspective of performance with ~ 

= .208. Negative effect was recorded for all the other factors of TMT diversity, 

namely gender (~ =- .127), age (~ = -.098), tenure diversity at the top management 

(p = -.203), academic qualifications (13 =- .197) and professional qualifications (~ =
.282). We can conclude that TMT diversity does not have a significant effect on the 

customer perspective of the balanced scorecard approach except for functional 

background. 
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4.3.3 The effect ofD1T diver it) on internal Bu ioe s Processe Perspecth e 

The research results for the effect ofTMT diversity on the internal Business Processes 

Perspecu,·e showed that the relationship was not Significant with r = .494. The va lue 

of R2 is .244, meaning that factors making up TMT diversity can explain 24 percent of 

mternal business processes perspective of performance while the other 76 percent IS 

explained by other factors. 

The Durbin-Watson value is 2.085, showing that the data is good for the analysis. The 

F ratio was 1.015 and was not statistically significant meaning that the regression 

model does not predict the internal business processes perspective of performance 

significantly well. Positive effect for the beta values is indicated for academic 

diversity(~= .082), tenure in bank service (~ = .203) and professional qualifications 

(~ =" .334). Negative effect is however indicated by gender (~ = -.074), age 

(p = -.001), tenure at the top management (p = -.446) and functional diversity (p-=
.141 ). 

Professional qualification had a positive effect (p = .179) while functional background 

did not have a positive effect on internal business perspective unlike in the case with 

customer perspective and financial perspective, though the effects were not 

significant. We can therefore conclude that TMT diversity is not statistically 

significant at predicting the internal business processes perspective of the balanced 

scorecard approach. 

4.3.4 The effect of TMT diversity on Learning and Growth Perspective 

The research results for the effect of TMT diversity on the learning and growth in 

Table 4 6 above showed that there is a positive but not significant relationship 

between the TMT diversit} factors and learning and growth perspective of 

performance with r = .588. The value of R2 is .345, meaning that factors making up 

TMT diversity can explain 35 percent of learning and growth perspective of 

performance while 65 percent is explained by other factors. 
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The Durbin-Watson value is 1.749, sho'"ing that the data is good for the analysis as it 

hes bet\,een one and three while the F- ratio was 1 657 and shows that the regression 

model does not predict the teaming and growth pen>pective s ignificantly well. Tenure 

m the bank service indicates the strongest positive effect (~ = .367), though not 

significant on the learning and growth perspective of performance. Positive effect is 

also indicated for functional diversity (~ = .135) and academic qualifications W = 
260) while negative effect is indicated by age(~= -.226), gender(~= -.207), tenure 

at the top management (~ = -.374) and professional qualification (~ = -.277). The 

results were therefore found to be statistically insignificant. 

In summary, we can conclude that teaming and growth has the strongest relationship 

with the factors of TMT diversity followed by internal business processes while TMT 

diversity and financial perspective had the lowest relationsrup among the four 

perspectives of performance. We can conclude further that the effect of TMT 

diversity on the overall organization performance compares well with the effect of 

TMT diversity on the factors making up organization performance, namely financial, 

customer, internal business processes and learning and growth perspectives. From the 

analysis, gender and age had a negative effect on the overaJl organization 

performance and also with each of the four perspectives of performance. Tenure at the 

top management also has a negative effect on the overall performance and aJI the four 

perspectives of performance except the financial one. 

Academic qualifications and professional qualifications had a lmost the same effect on 

the overall organization performance and on the four perspectives of performance 

with the exception of learning and growth perspective which is affected positively by 

academ1c qualifications and negatively by the professional qualifications. Tenure with 

the bank service is the only factor of TMT which affects the overall organization 

performance and all the four perspectives of performance positively. 

Functional background also affects the overall organization performance and all 

perspectives of performance positively except for internal business processes 

perspective which is affected negatively. All in all, the effects are not significant and 

thus can conclude that TMT diversity has no significant effect on organization 

performance. 
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The ~llld~ also anal~tcLI ho" Ti\1T di,er~it~ aiTccts cu~tomt:r dcpo~ib. return on 

a~scb and pro fit before ta\ a~ prc~cntcd in Table 4.7. ·r hi~ data "a~ obtained ti·om the 

Banking Sune) ot "-en~a and aimed at anal)zing ho" the results on orgunitation 

pt:rlonnance based on subjccti' e anLI objective mcasun.:s of performance comp:m:d. 

Table ... 7: The summa~ results of the effect of the factor!\ ofT\lT dh er\il) 
~Ieasure' on Financhtl lndic:ttor\ of Performance 

I !\ 11 

Llivcr~it) 

Constant 

Gender 

Ofllncn.:a .... l! in Customer Return on 
Llepo .... its \......,eb 

n l SE~ SE 

3 489 1 052 I 2.689 1107 

- ~ --~ 
f\ 8 SE fl 

1537 2 116 1 
I 

-1127 1 649 - 140 -299 1 734 -033 -4 903 3 316 -299 

Age ! 
-470 634 - .196 -.153 667 -057 1 233 

I 
1 276 252 

I enure with I 
bank -506 447 -294 403 470 209 - 321 898 -092 

I enure at top 

\cat.kmic 

1 qualifications 

Professional I 

qual i licat ions 

_·_.:_:-+_-~_:_,._-_~_:_,1,___:_::_,1,___·] :: ~~:: :: ·-~I 
I unctional 

Background 

p < .05 

521 1 651 079 

855 1 632 .136 

r= 436 

R Square• 190 

F Change• 736 

P= 644 

-1 000 1.737 

595 1 717 

r = 534 

R Square= 286 

F Changc=1 257 

p = 316 

Durbul I Ourbtn 

Watson=2 1~56=--- __._~atson=2 014 

65 

-.135 -2 296 I 3 322 -.170 

084 -1 .619 3282 -126 

r= 460 

R Square= 211 

F Change= 841 

P= 565 

Durbtn 
Watson= 1 739 
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The ·ummary for the regression analysis results of the effect ofT~IT diverstty on the 

three factors of performance from secondary data. namely increase in customer 

deposib, return on average assets and profit before tax are presented in Table 4.7 

4.3.5 The effect ofTMT diversity on Increase of Customer Deposits 

The results of the regression analysis in Table 4.7 showed a positive but not 

sigmficant relationship between the TMT diversity factors and increase in customer 

deposits with r = .436. The value of R2 is .190, meaning that factors making up TMT 

diversit}' can explain 19 percent of increase in customer deposits while the other 81 

percent is explained by other factors. 

The Durbin-Watson value is 2.156, showing that the data is good for analysis. The F 

ratio which was .736 is not significant meaning that the regression model does not 

predict the organization performance s ignificantly well. The resultS show statistically 

insignificant effect of the Top Management Team diversity factors on increase in 

customer deposits. Positive though insignificant effect is indicated for tenure diversity 

at the top(~= .404) which is the highest and functional back ground (~= .136) with 

professional qualifications (~ = .079). Negative effect is indicated by gender (~ - -

.140), age (~ = -.196), tenure diversity in bank service (~ = -.294) and academic 

qualifications(~ = -.180). 

These results compare well with those analyzed earlier on the effects of TMT 

diversity on the customer perspective of performance. lbe analysis of both the 

primary and secondary data on organization performance based on the customer show 

that functional background diversity had a positive though insignificant effect on 

customer perspective and increase in customer deposits. The two analyses also 

compare well in that negative effect was recorded fo r factors of TMT diversity, 

namely gender , age and academic qualifications on both customer perspective and 

increase in customer deposits. 
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The only different effect of factors of TMT noted in the two analyses was 

profe ·s•onal qualifications and tenure diversity in the bank sen ice Professional 

qualifications di\ersity had a negati\e effect on customer perspective while it had a 

positive effect on the increase m customer deposits. On the other hand, tenure in bank 

serv tee had a negative effect on increase in customer perspective while tenure at the 

top management had a positive though not significant effect on the same relationship. 

4.3.6 Tbe effect ofTMT diversity on Return on Average Assets 

The model results in Table 4.7 show that there is a positive but not significant 

relationship between the TMT diversity factors and return on average assets with 

r = .534. The value of R2 is .286, meaning that factors making up TMT diversity can 

explain 29 percent of return on average assets while the other 71 pen.:ent is explained 

by other factors. 

The Durbin-Watson value is 2.014, showing that the data is good for the analysis. The 

F ratio "hich was 1.257 is not significant meaning that the regression model does not 

predict the return on average assets significantly well. The results in the table above 

show statistically insignificant effect of the Top Management Team diversity factors 

on return of average assets. PosiHve effect is indicated for academic diversity 

(~ = . I 64), tenure in bank service(~= .209). tenure at the top management(~ = .3 I 2) 

and functional background(~= .084). 

Negative effect is shown by gender (~ = -.033), age (~ = -.057) :md professional 

qualifications <P = -.135). Tenure in the bank service has the strongest positive effect 

while functional background diversity has the lowest though insignificant effect on 

the return on average assets. 
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These rc:,ull:-. compare \\ell with those of the effect of TMT diversity on the financial 

perspective of performance. When the factors of TMT diversity were entered with 

financial perspective and al. o with return on average assets, both results showed 

po:.1tive but not significant effects with tenure in bank service, tt>nure at the top 

management and functional diversity. ::\egative effect on financ1al per~--pective and 

return on average assets was indicated by gender, age and academic qualifications. 

We can therefore conclude that TMT diversity had no significant effect on return on 

average assets. 

4.3. 7 Tbe effect of TMT diversity on Profits before Tax 

The research results for the effect ofTMT diversity on profit before tax showed that a 

positive relationship exists between the TMT diversity factors and profits before tax 

with, r - .460. The relationship was however not significant. The value of R2 is .211, 

meaning that factors making up TMT diversity can explain 21 percent of profits 

before tax whi le the other 79 percent is explained by other factors. The Durbin

Watson value is 1.739, showing that the data is good for the analysis. The F ratio 

which was .841 is not significant meaning that the regression model does not predict 

the profits before tax. 

The results for the significance of the effect of TMT divers ity on profits before tax 

show statistically insignificant effect of the Top Management Team diversity factors 

on profits before tax. Surprisingly, positive effect was only indicated for age with ~ = 

.203 while all the other factors had a negative effect. This positive effect of age 

should not be taken into account but treated as an outlier since age has had negative 

effects on the four perspectives of performance and on both increase in customer 

deposits and return on average profits. This therefore means that factors of TMT 

diversity have a negative effect on profits before tax. 
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The rl!sults on the sumnutr) of the effect on 1\1 I' di,crsit) on lactors of pcrfornHmce 

from sccond:tt) data ha\c a l01 of :,imilaritie-. 'dth tho:-.c of the clli.:ct of 'I ~I I' 

di\ crsit) on the lour pcr~pecti\ C=> of perfonnancc based on the balanced -..core~ard. 

Further. it b noted that ... ome !actors of l~tr di,cr~it). namel) gender. a~e and 

academic qualitication con-.btcntl) atlect performance negathl.!l) \\hilc tcnLtrc \\tth 

the bank und functional background dh e~it) ecms to ha\1.~ u po-.ith c <llle<.t 

organ inn ion pcrlormancc. \\ c can therefore conclude be) ond n:a-,onabh: doubt that 

I \11 dh cr ... it) ha-. no signilkant ctfect on organiL.ttion rerloml.mt:c 

4A 'fop 1\lanagcmcnl 1 cam Dh cr~it) and Qunlit) uf Dcci.,io n-. 

I he ~ccond h) pothc~i<. sought to establish thl! effect o r I \11 tlh l.!r<.it) on the qua lit~ 

of tlecbions. r he I op \lanagement Team dh ersity under stud) was gender. age. 

tenure in the ban!,. sen ice. tenure at the Top management. academic. profc-.sional 

diversit) and functional background "hile qual it> of decisions consist of determining 

the cau'e of major action. generating alternati\cs to soh e problems and lin a I decision 

and decision integration. 

implc rcgrcs:-.ion an:ll)si'> \\35 done to detcmline the encct of the lltcwr ... \\hich 

make up ' J ~1 r dhcr ... it) on the qualit) of deci'>lon' a.., prc~ent~d tn ., ahk .:t.S. 

fable -'.8: Effect ofT\1T Oi' cr~it) on Qualil~ of l>cci..,iom 

~odd Un~tundarditl.'d Cocrticknh \t.1 L1rditc.ll 

B 
(Constant) 10.510 
IGI.'ndcr Oivt:rsit\ .438 
I -· 
"\~e Diwl"\itt .383 
fcnurc divcrsit\ in bank st:rvicc 11.231 

JT'enurc diver ... it~ ut top management ._,778 
~f\cadcmic di,er ... it\ .0'21 
lProkssional qua!ilimtions di\Cr:>it~ 1.037 
[Functional background') di,crsit) 7-t) 

-
lQcpcndcnt Vanabh:: QUALITY 01· OIC 510'~ 

.p t 

~td. Error 
~.314 
,-..059 
!.79'2 

'· ~'i8 --
1'735 
~6ct7 
12.06'2 
p.OJ8 

{ <.., 1.1rcd 225 Durbin·\\ .ll'<lll 1 .~4J 

Ill 
' p < .05 
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Table 4.8 present$ the results of the regression analysis. with r = .474 which shows a 

posit1ve relationship bet\veen the factors making up T\1T diversity and quality of 

dec1s1ons The value of R2 is 225. meaning that factors making up TMT diversity can 

explam 22.5 percent of quality of decisions. The rest. 77 5 percent is explained by 

other factors. The Ourbin-Wat<;<>n value is 1.843, sho, .. ·ing that the data IS good for the 

analysiS. The F ratio is .911 and is not significant meaning that the regression model 

does not predict the organization performance significantly well. 

The results in Table 4.8 further show that tenure in the bank, has a significant effect 

on quality of decisions with P = .561 at p < .05. Other effect which arc positive 

though not significant on quality of decisiorJS are professional qualifications diversity 

(p = . 123) and functional background (p = .092). All the other factors of TMT 

diversity, namely, age, gender, academic qualifications, tenure at the top management 

have a negative effect on the quality of decisions, which was not significant. We can 

therefore conclude that Tenure at the bank has a significant effect on quality of 

decisions. 

4.5 Quality of Decisions and Organization Performance 

The third hypothesis in the study was to test the effect of qualit} of decisions on 

organization performance. This was to address the third objective which sought to 

find out how quality of decisions affects organization performance. The researcher 

hypothesized that the quality of decisions has an effect on the performance of the 

organizations. 

For the purpose of the study. quality of decisions was made up of the factors taken 

into account when determining the cause of a major problem, when generating 

alternatives to solve problems and the when arriving at the final decision. 

Organization performance was composed of the four perspectives of the balanced 

score card, namely, financial, customer, internal business processes and learning and 

growth. 
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4.5. J Quality of Deci ion and Overall Organization Performance 

The first analysis detenmned how the overall quality of decisions affects the overall 

organization performance whtle a second analysis tested how the factors making up 

quality of decisions affect each of the four factors making up organization 

performance using the balanced scorecard approach. This was done using simple 

regression analysis. The results of the effect of quality of decisions on the overall 

organization performance are presented in Table 4.9 while results of how the fac tors 

makmg up quality of dectstons affect the four perspectives of organi7..ation 

performance based on the balance scorecard approach are presented in Table 4.1 0. 

Table 4.9: T he effect of Quality of Decisions on the overall Organization 
Performance 

'\1odel OVERALL ORGAi'iiZATION PERFOR.\.1ANCE 
B Std. Error !Beta 

Constant) 14.894 6.547 
RUALITY OF DECISIONS 2.015 562 .542··· 
IR Squared =.293 , Change in R Squared = .293, F Change 12.877, 

Durbin-Watson= 1.920 
p < .001 

Table 4.9 shows the results of the regression analysis. The model shows that the 

value of R2 is .293, meaning that factors making up quality of decisions can explain 

29 percent of organization performance. The rest, 71 percent is explained by other 

factors. The Durbin-Watson value is 1.920, showing that the data is good for the 

analysis. The F ratio is 12.877 and is statistically significant at p< .001 meaning that 

the regression model predicts the organization performance s ignificantly well. 

fhe beta coefficient at~= .542 at p < .00 I shows that quality of decisions contributes 

stgnificantly to organization performance as per Table 4.9. This means that the quality 

of decisions plays a crucial role in determining the organization performance. Further 

analysis was undertaken to determine the effect of the fac tors making up quality of 

decisions on the fou r perspectives of performance based on the balanced scorecard 

approach. The results of the findings are presented in Table 4. I 0. 

71 



Table 4.10: urn mar) re ult for tbc effect of the factor of qualit) of decision 
on tbe four per pecthes of Organization Performance 

Independent Fmancial Perspccll\e Cu!;tomer Perspecuve IBP Perspecme Leammg and 
Vanables Perspecuve 

B SE p B SE p B SE B B SE 
(Constant) 5.530 2 645 7.410 2 .717 .727 1.612 4.249 2.228 
~nnioing -~ 

the cause of 
573 295 • 424' . liS .303 .087 .583 . 180 524··· .733 .249 a maJOr 

I problems I 
I Generattng 

alternatives 
.035 .200 .035 . 165 .205 .163 305 . 122 J68"' .018 .168 to solve 

~blems 
at 

deCISIOn and 
• 154 .178 

. 
. 102 . 183 .122 ·.047 . 109 . 069 .125 . 150 deCISIOn 185 

IOtegratiOO . 
1 \1odcl r=.367 r =.301 r= 725 r=638 

Summary R Square=.l35 R Square=.091 R Square= 526 R Square=.407 
results F Change=l.SOS F Change=.962 F Change=10.723 F Change::.6.624 

Ourbm J;~" Ou~n Durbin 

Watson= 1.974 Watson=1 .533 Watson,.1.819 Watson=2.374 - . .. . .. 
p < .OS, p < .01, p < .001 

The Table 4.10 above presents the effect of quality of decisions on the four 

perspectives of organization performance. 

4.5.2 The effect of Quality of Decisions on the Financial Perspective 

The results of the regression analysis of quality of decisions against one factor of 

organization performance, financia l perspective show the va lue ofR2 is .135, meaning 

that factors making up quality of decisions can only explain 13.5 percent of financial 

performance. The rest, 86.5 percent is explained by other factors. 

The Durbin-Watson value is 1.974, showing that the data is good for the analysis. The 

F ratio is 1.505 with p ::.. .234 which is not significant meaning that the regression 

model does not predict the financial perspective based on the balanced scorecard 

significantly well. 
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Each cocfticicnt value !>hO\\!) the degree each predictor an~cts th~ outcome. if the 

cflech or all other pr~dicwrs arc held constant. All the litctor!> or qual it) of dcci-.,ion~ 

ha\C a posithc cllect on the tinancial performance "ith the e:-.:ccption of final 

de~ I 111!> and dccbion integration. Tht! bt!ta coenicicnb slum that determining the 

~.; au'~: of a major problem h~h a posita\ c etll:ct on the linancial perspccth c of 

perl(mnance (~ ·.c!-l) "hik final Jeci-.,ions aml lkcision intcgratillll contributes 

nt!gathcl~ <(\ =.- 18') 

4.5.3 T he e ffect of Qua lit) of Decisions on C ustomer Pcrspccth c 

I he model sum mar) in Table 4.1 0 above shows that the 'aluc of R~ is .091. meaning 

that factors maJ..ing up qualit) of decisions can onl) e'plain 9 percent or customt!r 

per::.pecti\ e. £'he otht!r 91 percent is explained b) other factors. I he Durbin-\\ ahon 

'alut! is 1.533. sho\\ ing that the data is good tor the anal)sh. I he I ratio is .962 "ith 

p= .424 "hich is not -.ignilicant meaning that the regn.!'>sion model docs not prt!dict 

the organi/,lllon performance significant!~ "ell. 

I he -.,ame modd sho"., that all the factor-., of qual it) ol' l.kci,ilm ... h~n ~ a positiH: 

dli!ct on the customer per::.pccti-.e. \\ ith gent!rating <lllcrn<lll\ I!'> being at r~ = .163. 

incl.! the combined ciTcct on the equation from all the factors is positive. this means 

that the O\ c::rall effect of quality of decisions on the customer perspective is positive. 

though not sign i ficanl. 
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4.5.4 The effect of Quality of Decisions on the internal Business Processc 

Per pecth·e 

The research results for the effect of quality of decisions on the internal business 

processes perspective showed the value ofR2 is .526, meaning that factors making up 

quality of decisions explain 53 percent of internal business processes. The rest, 47 

percent is explained by other factors. The Durbin-Watson value is 1.819, showing that 

the data is good for the analysis. The F ratio is I 0. 723 at p < .00 I \\ bich is statistically 

significant meaning that the regression model predicts the internal business processes 

perspective significantly well. 

In addition, all the factors of quality of decisions, except final decision and decision 

integration (J3 = -.069) have a positive effect on the internal business processes. 

Determining the cause of a major problem has a positive effect which is also 

significant with p = .524 at p < .001 while generating alternatives to solve problems 

had a significant effect on internal business perspective of the balance scorecard with 

P= .368 and p < .01. 

4.5.5 The effect of Quality of Decisions on the Learning and Growth Perspective 

Table 4.10 further shows the results of the regression analysis on the effect of quality 

of decisions on the learning and growth perspective. The value of R2 is .407, meaning 

that factors making up quality of decisions can explain 41 percent of learning and 

growth. The rest, 59 percent is explained by other factors. The Durbin-Watson value 

is 2.374 showing that the data is good for the analysis. The F ratio is 6.624 with p< 

001 which is statistically signi ficant meaning that the regression model predicts the 

teaming and growth perspective significantly well. 

The factors of quality of decisions have a positive effect on learning and growth 

perspective of the Balanced scorecard approach with determining the cause of a major 

problem having significant effect with J3 = .534 at p< .0 1. Generating alternatives to 

solve problems and final decisions and decision integration also have positive though 

not significant effect on teaming and growth perspective of the Balanced scorecard 

approach with P = .018 and P = .148 respectively. 
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In ummary. the results m Table 4 .10 indicate that quality of deCISIOns has a 

significant effect on the internal business processes perspective of the Balanced 

scorecard with R Squared= .526 at p <.01 while the F factor is 10.723. Further, the 

relationship bet\.,:een quality of decisions and learning and growth perspectives was 

also significant \\:ith R Squares 407 at p < .00 I. The F factor wru; 6.624 which was 

significant. The effect of quality of decisions on the financial and customer 

perspectives of performance was however not significant. 

The research results of the regression model show that quality of decisions has an 

effect on the relationship behvecn TMT diversity and organizational performance. 

The effect of Top Management Team diversity on organization performance had r -

100 which improved to r = .565 when quality of decisions was introduced to the 

regression equation. The R2
- .010 in the first model changed to R2 .319 which was 

significant at p < .001 when the quality of decisions was introduced into the equation, 

an improvement of .309. This indicates that the combined model can explain 31 

percent of the outcome up from I percent given by the Top Management Team 

diversity alone, a percentage increase to prediction of30 percent. The Durbin-Watson 

score was 1.953. 

The F ratio in the first model which showed the effect of Top Management Team 

diversity on o rganization performance was F ratio = .285. When quality of decisions 

was introduced to the regression equation the F-factor improved by 11 .986 to 12.271 

at p< .001 which was statistically significant. These results indicate that quality of 

decisions has a significant effect as an intervening variable in the relationship between 

Top Management Team diversity and organizational performance. 

4.6 TMT diver ity, Involvement culture, Diversity Management Strategies 

and Quality of Decisions 

Objective 4 of the study had two hypotheses namely, to determine the influence of 

involvement culture on the relationship between TMT diversity and the quality of 

decisions and also to determine the influence of diversity management strategies on 

the relationship behveen TMT diversity and the quality of decisions. Multiple 

regression analysis was carried out to determine the effects 
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4.6.1 The influence of involvement culture on the relation hip berneeo TMT 

diver it} and QuaUt} of Decision 

The results of the regression analysis undertaken are presented in Table 4.11. 

Table 4.11 : Regression anal) es results for the moderating effect of Involvement 

C ulture on the re lationship between T.MT Diversity and Quality of 

Decisions 

PREDICTOR VARIABLES 1 DEPENDENT VARIABLE (QUALITY OF -

DECISIONS) 

B SE p I T p -
I 

·-
.155 .166 .174 I .934 .358 

Top Management Team Diversity 
R Squared = .030, 

F = .872 

B SE p T p 

Involvement Culture ... 
.536 .170 .492 3.144 .004 

R Squared = .242, 

F = 9.886 

B SE p T p 

.507 .184 .473~ 2.750 .010_ 
R Squared = .242, 

TMT X Involvement Culture Change in R Squared = .212**, 

F Change= 7.564 
.. 

p < .01, 
.... 

p < .001 

From the results of the multiple regression analysis in Table 4.1 1, the value of R2 is 

.030, meaning that factors making up TMT diversity can only explain 3 percent of 

quality of decisions. A big percentage of97 percent can be explained by other factors . 
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The same table further shO\\ ~ that when invol\cmcnt culture is regressed on the 

quality of decisions. the R2 242 at p < .001 which is statistically significant while F 

= 9.886. When invol\'ement culture is combined with TMT diversity and regressed on 

quality of decisions, the R2 changed from .030 to .242 which is a change of .21 2. The 

F also changed from .872 to 7.564 which is a significant change of 6.692 which was 

significant at p <.01. 

The results of the combined effect of TMT di\'ersity and involvement culture on 

quality of decisions were p=. 473 at p < .01 up from P= .174 which is an increase of 

.299 which was significant at p < .01, showing that involvement culture has a 

moderating effect on the relationship between TMT diversity and quality of decisions. 

We can therefore conclude that whereas TMT diversity has no insignificant effect on 

quality of decisions, when an involvement culture is introduced to the equation, the 

combined effect on quality of decisions is significant. Involvement culture therefore 

has a moderating effect on the relationship between TMT diversity and quality of 

decisions. 
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Figure 4.1: T he mod erating effect of In' olvement Culture on tbe rela tion hip 

beh' een TMT Diversity and Quality of Decisions 

10 

E stimated Marginal Mea.ns of QUALITY OF DECISIONS 
.------ 1 

Low I "-dun 

LEVEL OF DIVERSITY 

Lo"" and 
High 

lrr.-otiement 
Cuhure 
-low 

Hr,tl 

The results of F igure 4.1 show overall slightly better effect of high involvement 

culture than low involvement culture on the relationship between TM1 diversity and 

quality of decisions. When involvement culture is introduced at high to highest 

diversity levels, the quality of decisions also increases. This therefore means that 

involvement cu lture has a positive effect on the relationship between TMT diversity 

and the quality of decisions. 
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4.6.2 The influence of Dhersit} Management trategie on the relationship 

beh\ een T.:\tT dher it) and Quality of Decisions 

Hypothesis 5 tested the moderating effect of diversity management strategies on the 

relauonsh1p bet\ .. een Top management team diversity and quality of decisions. fhe 

research results for the moderating effect of diversity management strategies on the 

relationship bet\veen TMT diversity and quality of decisions are presented in 4.12 

Table 4. 12 : Regression analyses results for the moderating effect of Diversity 

Management trategies on the relationship between TMT diversity 

and Quality of Decisions 

PREDICTOR VARIABLES DEPENDENT V ARJABLE 

(QUALITY OF DECISIONS) 

B SE p 
I T 

p 

Top Manage me nt Team Diversity .155 .166 .1 74 .934 .358 
R Squared = .030 F = .872 

B SE p T p 

Diversity Management Strategies ... 
.764 .234 • 506 3.266 .003 

(DMS) R Squared = .256, F = 10.666 

B SE p T p 

••• 
.882 240 . 578 3.678 .001 

TMT X OMS R Squared = .354, 

Change in R Squared = .324•••, 
Model 3 

F Change= 13.531 
• 

p < .01. p < .001 
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The results of the moderating effect of diversity management strategies on the 

relationship between TMT dtverstty and quahty of decisions are presented m Table 

4.12. The results of the regresston analysis of the effect of TMT diversity on quality 

of decisions show the value of R2 .030. meaning that factors making up TMT 

diversity can only explain 3 percent of quality of decisions as earlier stated. 

The results of the moderator, diversity management strategies show R2 
m . 256 meaning 

that diversity management strategies can predict 26 percent of qualities of decisions 

while the other 74 percent is predicted by other factors. 

When diversity management strategies were combined with TMT diversity, R2 

improved from .030 to .354, which was a change of .324 and was statistically 

significant at p < .001. This indicates that the combined model can explain 35 percent 

of the outcome up from 3 percent given by the Top Management Team diversity 

alone, an increase of 32 percent. The Durbin-Watson score is at 1.696 which shO\\S 

that the data was good for analysis. The F-factor also improved significantly from 

.872 to 13.531 which was an increase of 12.659 and was significant at p < .00 l when 

managing diversity strategies were introduced to the regression equation of TMT 

diversity against quality of decisions. 

The results of the combined effect of TMT diversity and diversity management 

strategies on quality of decisions were f3=. 578 at p < .001 up from~= .174 which is 

an increase of .404. We can therefore conclude that when diversity management 

strategies are introduced to the relationship between TMT diversity and quality of 

decisions, the effect was signi ficant. 

The results of the effect of diversity management strategies on the relationship 

between TMT diversity and on quality of decisions are presented in Figure 4.2 below. 
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Figure 4.2: T he influence of Dher ity :\tanagement trategie on the relationship 

ben\een TMT diver it) and Quality of Deci ion 
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The results in Figure 4.2 were to determine the moderator effect of diversity 

management strategies on the relationship between TMT diversity and the quality of 

decisions. As shown above, both high and low diversity management strategies have 

the same effect on quality of decisions at low levels of diversity. However, as level of 

TMT diversity increases, high diversity management strategies have a better impact 

on quality of decisions '"bile lo'" diversity management strategies ha,·e contradictory 

and therefore not sustainable effects on quality of decisions. High TMT diversity 

moderated by high diversity management strategies registers high quality of decisions 

with highest levels of diversity moderated by high diversity management strategies 

registering the highest quality of decisions. This confirms the positive influence of 

diversity management strategies on the relationship between TMT diversity and 

quality of decisions. 
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4.7 TMT diver it), ln,·oJvcment culture, Dh ersit) \tanagement trategie 

and Organization Performance 

ObJective 5 of the study had two hypotheses namely, to determine the influence of 

imolvement culture on the relationship between TMT diversity and organization 

Performance and also to determme the influence of diversity management strategies 

on the relationship between TMT diversity and organization performance. Multiple 

regression analysis ""as carried out to determine the effects 

4.7.1 The influence of involvement culture on the relationship between TMT 

diversity and organization performance 

The results of the regression analysis are presented in Table 4.13. 

Table 4. 13 : R egre sion analyses r esults for the Moderating effect of 

Involvement C ulture on the relationship between TMT Diversity 

an dO . f Prf r~amza 10n e ormance 
I PREDICTOR vARIABLES DEPENDENT VARIABLE 

(ORGANIZATION PERFORMANCE) 

B I SE p IT lp 
I 

-.317 I .594 -.1oo I -.534 1 .598 
Top Management Team Diversity R Squared = .010, F = .285 

B SE p T p 

Involvement Culture ... 
2.722 .540 .671 5.045 .000 

R Squared = .451, F = 25.447 

B SE p T p 

... 
2.883 .497 . 761 5.800 .000 

R Squared = .559, 

TMT X Involvement Culture C hange in R qua red ••• = .549 ' 

I F Change= 33.635 .... 
p < .001 
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The re:.ults an Table 4.13 show the effect of TMT diverstt} on organization 

performance, involvement culture on organization performance and the combined 

effect of TM I diversity and involvement culture on organization performance. When 

TMT diversity was regressed on organization performance, the value of R2 was .0 I 0 

which means that the factors making up TMT diversity can only explain I percent of 

organization performance which was not significant. When involvement culture was 

regressed on the organization performance, R2 451 meaning t.1at involvement 

culture can explain 45 percent of the outcome while F = 25.447. The beta value= .671 

at p < .001, which is significant. 

The combined effect of involvement culture and TMT diversity on organization 

performance improved R2 from .010 to .559, an increase of .549 which was 

significant at p < .00 1. This indicates that the combined model can explain 56 percent 

of the outcome up from I percent given by the Top Management Team diversity 

alone, an increase of 55 percent. The Durbin-Watson score was at 2.028. Further, the 

F-factor improved from .285 to 33.635, an increase of33.350 which was significant at 

p< .OOl. 

The beta coefficient results of the combined effect of TMT diversity and involvement 

culture on organization performance were ~=. 761 at p < .001 up from P= .-.100 

which is an increase of .861 . We can therefore conclude that when involvement 

culture was introduced to the relationship between TMT diversity and organization 

performance, the effect was significant. 

We can conclude the TMT diversity has an insignificant effect on organization 

performance while an involvement culture has a significant effect on organization 

performance. When involvement culture and TMT diversity are combined and 

regressed on organization performance, the effect is significant. We can therefore 

conclude that an involvement culture has a significant moderating effect on the 

relationship between TMT diversity and organization performance. 
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4.7.2 Tbe influence of Dhersit) Man agement trategies culture on the 

relation hip berneeo TMT di\'er ity and organitation performance 

Hypothe tS 7 tested the moderating effect of diversity management strategies on the 

relationship betv.een Top Management Team diversity and organization performance. 

First. a regression analysis was done to determine the effect of TMT dhersity on 

orgaruzatton performance. Another regression analysis also determined the effect of 

the moderating variable, diversity management strategies on organization 

performance while a multiple regression analysis determined the effect of 

involvement culture on the relationship between TMT diversity and organization 

performance. 

The results of the regression analysis indicated a significant positive moderating 

effect of diversity management strategies on the relationship between TMT diversity 

and organization performance. A summary of the effect of diversity management 

strategies on the relationship bet\\.'een TMT diversity and organization performance 

arc as shown in Table 4.14 below; 
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Table 4. 14: Regre sion analyses results for tbe moderating effect of Ohersit) 

Management trategies on tbe relationship between TMT Diversity 

and Organization Performance 

PREDICTOR VARIABLES I DEPE~DE~T vARIABLE 

(ORGA. "lZA TIO~ PERFOR.\-1ANCE) 

8 SE p T l p 

-.317 .594 -.100 -.534 

Top Management Team Diversity R Squared = .010, 

F = .285 

B SE B T p 

--;;-r - -
Diversity Management Strategies 2.761 .878 .492 3 144 

(DMS) 

R Squared = .492, 

F = 9.886 

8 SE B T p 

... 
3.605 .788 . 667 4 574 

TMT X OMS 
R Squared = .442, 

.598 

-

.004 

.000 

L Cbange in R Square = .43z"•*, 

F Cbange= 20.919 

p < .01, p < .001 

The results in Table 4.14 show that when TMT diversity was regresses on 

organization performance, R2 was .01 0, meaning that TMT diversity can only explain 

I percent of organization performance as indicated in the previous hypothesis. The 

same model shows F = .285. In the second model, diversity management strategies 

were regressed on organization performance and the effect is significant with R2 

492 while F = 9 886. 
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When dtverstty management strategies are combined with T\1T dt\ersit). the 

combined effect is significant on organization perfom1ance. The R2 improved from 

.0 I 0 to 442, an increase of .432 which was statistically significant at p < .00 I. This 

indicates that the combined model can explain 44 percent of the outcome up from just 

I percent ghen by the Top Management Team di,ersit)· alone, an increase of 43 

percent The F-factor also improved from .285 to 20.919, an increase of20.634 which 

is significant at p< .00 I. 

The beta coefficient results of the combined effect of TMT diversity and diversity 

management strategies on organization performance was f}=. 667 at p < .001 up from 

~= .-.100 which is an increase of .767 which was statistically significant. We can 

therefore conclude that when diversity management strategies were introduced to the 

relationship between TMT diversity and organization perfonnance, the effect was 

significant. 

Therefore, we can conclude that diversity management strategies have a significant 

moderating effect on the relationship between TMT diversity and organization 

performance. 
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Table 4.15: Empirical Evidence 

I HYPOTHESIS I E\1PIRICAL 
E\"IDE~CE 

H1: Top Management Team diversity has an effect on 

organization performance NOT SUPPORTED 

H2: There is a relationship between diverse Top 

Management Team and quality of decisions 
NOT SUPPORTED 

H3: Quality of decisions have an effect on organization 

performance SUPPORTED 

~:The strength of the relationship between diverse Top 

Management Team and quality of decisions is influenced SUPPORTED 

by involvement culture 

Hs: The strength of the relationship between diverse Top 

Management Team and quality of decisions is influenced SUPPORTED 

by the diversity management strategies 

H6: The strength of the relationship between diverse Top 

Management Team and organization performance is SUPPORTED 

influenced by involvement culture 

H1: The strength of the relationship between diverse Top 

Management Team and organization performance is SUPPORTED 

influenced by the diversity management strategies 
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CHAPTER FI\'E 

01 c ION OF FI~OINGS 

5.1 Introduction 

This chapter presents the discusston of the findings. The main objective of this study 

was to establish how Top management Team diversity affects organization 

performance. Top Management Team diversity under study was composed of both 

observable and non observable attributes. The observable ones were age and gender 

while the non observable ones were tenure, academic qualifications, professional 

qualifications and functional back ground. 

The Top Management Team relies on different types of performance measure so as to 

get the big picture on how the organization is doing in all the essential areas of the 

bus iness. As a result, the study used the balanced scorecard approach which was 

devised by Kaplan and Norton ( 1992) and measures performance based on four 

perspectives, namely financial, customer, internal business processes and learning and 

growth. In addition, secondary data on increase in customer deposits, return on 

average assets and profits before tax was also used to compare the results of the 

different performance measures. This relationship was moderated by an involvement 

culture and diversity management strategies and also had quality o decisions as an 

intervening variable. 

5.2 Discussion of Findings 

The results showed that there was no significant effect of Top Management Team 

diversity on organization performance and Top Management Team diversity on 

quality of decisions. However, the results found a signi ficant relationship between the 

qua lity of decisions and organization performance. Further, an involvement culture 

and diversity management strategies were found to have s ignificant moderating effect 

on the relationship between Top Management Team diversity and quality of decisions 

and TMT diversity and organization performance. 
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5.2. 1 fop ~ l anaecmcnr Team l)h c~ir~ 

P.t-.t -.tudic-. hd'" indicated th.ll ob,en able allribute .... dra" bb.,es. dbcrim in:.tti~111 anJ 

prcjl.dlcc. bccnu c pcopk like identil) ing "ith tho-.c "ho arc -.imilar to them. 

lndl\ iduals "ith imilar background::. ma) bl.! auractcu to each other more that tho-.c 

" ho have dillcrcnt backgrounds. Those "ho arc similar find it more comfortable! to 

"ork togetht!r and collaborate to" ards producing a product or in problem soh in g. 

Rt!-.earch has ho" n th:u in a situation where one has the opportunit~ to interact "ith 

a number or difti:n.:nt people. he or she is most like I} to select a person "ho i~ similar 

to them (Burt & Regans. 1997). 

This stud~ found dini:rent magnitudes and direction-. for the relationship-. bct\\ccn 

'ari tlUS factor-. of l'l1p :\ lanagcmcnt Team Ji\ cr ... it). I unctional bad, ground d I\ cr ... II) 

.md prl, te ... -.1onal qu.llitication., had the strongc-.t correlation. indicating th.n the I '\II 

perform Junction., related to their professional qualilicmiom. Agt: dhcr ... it) h•td a 

-.trong positi\e relationship with both tenure diversit) at the top and tenure \\ith the 

bank sen ice "hich can be interpreted to mean that those '' ho are older and ha\ e been 

in the bank longer are also most likely to be promoted to the top management 

( Table A 6). Jndhiduals derive their 'alues from the societ) in which the) gro\\ up. 

r hc) are impacted b) the historic events "hich occur during their lormatiH! )l!<lr!>. 

I hus indi' iduab ~imilar in age are molded b) a -.imilar ell\ ironment and tend to 

emerge \\ith similanalucs(Murrn). 1989: llambrid. & l\1ason. 1984). 

\ cadcmic qualilications also correlated positive!) with both Age dh ~:rsily and tenure 

Ji h~r ... it) in hank ~en i~c "hkh can be interpreted to mean that the llldcr cmplo)ccs 

"hu ha\C been longer "ith the bank ha\e ab\l .t~o:qurcd higher academic 

lJllalitication-. Sl•lllC or the'>C linding!> arc .... mi lar to ... wJies d('llll! Ill the p~ht . \\hilt: 

other findings arc not. f>l!gds ct al. t2UUU) found :Mung po:>lliH! td.lll~Hl~hip t:\l~b 

bet\\een tenure di\Crsit> and age diversity and also bet\\een tenure di\crsit) and 

academic qualitication di\crsit). In a local study I rungu (2007). lbund that there 

c' ists a strong relationship between tenure di\ersit) and age dhersit) \\hich are 

posi ti\el) related. 
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HO\\.ever. according to Pegels et al. (2000) whose study was done among national 

airhnes m the United States of America, statisticall}' significant relation hip extsls 

bet\\een TMT academic qualifications and age which are inversely related. This was 

not the case in the current s tudy as the two are positively correlated. The study by 

Pegels et al. (2000) also found functional background was positively correlated with 

age, a case not found m the current study. 

This rna} be because the study was done in an airline industry which may have age 

limits for certain functions. The study by Pegels et al (2000) was done in the United 

States of American which is a different environment and may present different 

characteristics of the Top Management Team. 

5.2.2 Organization performance 

This study found that learning and growth has a significant relationship with the other 

perspectives of performance, namely, financial, customer and Internal business 

process. There also exists a significant relationship between financial perspective and 

customer perspective while the least related among the performance factors was 

between financial perspective and internal business processes (Table A 9). 

These results can be interpreted to mean that the learning and growth perspective 

which focuses on staff satisfaction, ability to attract and retain competent staff and 

communication plays a critical role to determine the financial performance. Learning 

and growth perspective also has a significant relationship with the internal business 

processes perspective which is composed of increased automation, c reativity and 

innovation and turnaround time. The learning and growth perspective also has a 

positive relationship with the customer perspective (satisfaction level of customers, 

the response rate to customers and also the retention rate of the customers). 
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Thi finding confirms a management belief that staff is the mo t imponant asset in an 

organization. When the banks attract and retain the best, \\hen both internal and 

external communication IS efficient, and \\hen the staff is satisfied, this forms the 

backbone to financial performance, customer satisfaction and critical internal 

processes which mclude creati\'ity. innovation. automation and high turnaround time 

of major banking se~ices The banks therefore need to take a deliberate effon to 

mvest in their staff for the other perspectives to perform well. 

5.2.3 TMT diversity and Organization performance 

Past studies have given mixed results on TMT diversity and organization 

performance. Recent reviews of diversity literature have noted extensive mixed 

empirical results in the relationship between TMT diversity and organization 

performance. The same has been described by Milliken and Man ins ( 1996) as a two 

edged sword. Top Management Team diversity can also be described as a mixed 

blessing. 

The results of the study show that the overall TMT diversity does not have a 

significant effect on organization performance. The study further established that the 

factors making up the Top Management Team diversity also did not have a significant 

effect on the overall organization performance. This research found that academic 

qualifications, age and gender had a negative though not signi ficant effect on 

organization performance. Academic qualification is a critical factor in the work place 

as it provides the skills required to steer performance. Banks in Kenya may be faced 

with the challenge regarding which of the human resource requirements are best to 

steer them to competitiveness in a rapidly changing and more diverse economy. As 

for age, younger managers are known to talk straight and articulate their issues 

without fear which can be misinterpreted to mean disrespect by the older managers 

thus compromising the performance of the banks. 
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The results of the study can be interpreted to mean that the negative effect of 

academic qualification on organization performance may be caused by confl1ct m the 

TMT who have attended different programmes based on different curriculum, which 

rna) include technology, causing further misfit. This study consistently shows that 

higher levels of TMT diversity in academic qualifications affect performance 

negatively. ln the Kenyan context, it is expected that the current TMT have gone 

through two different education systems. The older managers went through the 7-4-2-

3 system of education which ended in 1988 and was replaced by the current 8-4-4 

which replaced it. Younger TMT has gone through the 8-4-4 system which is much 

broader although there has been a lot of debate in Kenya on which system is better 

with proposals being made to scrap the 8-4-4 system. Exposure of the TMT to two 

different academic systems can be interpreted as a possible cause of the negative 

effect of academic qualification diversity on the performance of the banks today. 

The study to some extend agrees with the findings by Pegels et al., (2000) who found 

that performance variable showed strong statistical significance with negative 

correlation for tenure diversity, age diversity and academic qualifications diversity. 

This is further confirmed by the fi ndings of Murray (1989) who argued that high team 

heterogeneity may lower performance in stable environments because the TMT would 

be less cohesive and require more formal communication. Jrungu (2007) found that 

TMT demographic characteristics on organization performance were statistically 

insignificant at 95 percent confidence level. 

Wiersema and Bantcl (1992) on the other hand found a positive relationship between 

higher levels of education and strategic change. The results may be different because 

Wiersema and Ban tel ( 1992) focused on higher levels of education and strategic 

change while this study focuses on academic qualifications and organization 

performance. Simon (1999) found out that functional diversity had a positive effect on 

organization performance. 
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The finding!> of this study also contradict other finding!> from past empirical re earch. 

\ccording to Hambrick ( 1984). TMT characteristtcs have important tmpact on 

organizational outcome because the top executives are empowered to make strategic 

decisions for organizations. According to Wiersema and Bantel (1992), an 

organizations profitability. growth and competitiveness are arguably a function of the 

predispositions of the TMT. Simon ( 1999) found out that diversity which is on the job 

relatedness dimension, namely education level and tenure diversity, capture diverse 

mforrnation and perspectives that are highly relevant to an organization performance. 

lrungu (2007) found relative correlation between demographic characteristics and 

vanous measures of performance, namely Total Organizational Assets, Profit before 

Tax and Earning per Share. 

The findings of the study a lso contradict past studies which argued that customers 

look at themselves and identify with employees who look similar to them in terms of 

observable attributes. This indicates that the Kenyan customer is interested in the 

banks services which meet their expectations more than the characteristics of those 

offering them. The Group Managing Director of African Banking Corporation (ABC) 

in Kenya, Shamaz Savani was quoted in The Banking Survey, 2011, as having said 

''Today's customers are smarter, very savvy because of the internet and the exposure 

to the web and their demands are higher than ever before". The study found that all 

the factors of TMT diversity had an insignificant negative relationship with the 

customer perspective. 

While the current study hypothesized that TMT diversity has an effect on organization 

performance, it is clear that the effect is not significant, despite using two different 

measures of performance, namely the balanced score card approach and data from 

secondary sources, namely The Banking Survey, 2011. The findings add to the mixed 

results of TMT diversity- organization performance. However, according to Murray 

( 1989), the question as to whether TMT diversity leads to organization performance 

depends on the measures of performance used. 
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5.2.4 TMT diversity and Qualit) of Decisions 

HypothesiS t'-\O was to determine the effect ofTMT diversity on quality of decisions. 

The stud} found out that tenure in the bank had a statisticaJiy significant effect on the 

quahty of decisions made by a diverse TMT in the commercial banks in Kenya. The 

other factors making up TMT diversity did not however have any significant effect on 

the quality of decisions. 

Diversity among the TMT is widely assumed to influence the quality of decisions but 

empuical research on this linkage has been virtually limited. Past empirical research 

has shown that tenure can have both positive and negative effect on an organization. 

The common belief is that TMT members are naturally more comfortable with those 

they joined the banks with due to ease of identification or sense of belonging. 

TMT with greater tenure are usually known to be more cohesive but less likely to 

change the status quo. Bantel and Jackson (1989) found a positive relationship 

between tenure and commitment to status quo. In a TMT composed of members who 

have worked for different periods, conflict is bound to happen as those who have 

\\ orked for long feel that they have more institutional memory than those who have 

recently joined the team and as a result are committed to maintain things as they have 

al~ays been. Status quo is likely to create a comfort zone, leaving no room for 

creativity and innovation which are critical components of the performance of banks 

and form the internal processes perspective of the balanced score card. 

fhe findings of this study show that TMT with diverse tenure has a significant effect 

on the quality of decisions. This means that diversity in tenure of the TMT is good for 

the performance of banks in Kenya. Banks should always ensure that they have a 

TMT which has worked for varying periods to draw the best. It is expected that those 

\\ ho have worked longer have valuable institutional memory while those who are 

newer bring in unique experiences in to the decision making process. 
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Gen\.'rall). hO\\\.'\\.'t. mo-.t ol' th~ llu:tor.., \\hich make up I \1 I du not ha\\.' u 

~ignilicnnt cffi.:ct on qualit~ uf dcci .... ion<>. ll1i.., can hr imcrpn:tcd to mean tl1.11 ,r 

di\crse '1 i\!T rna~ not be cohe"i'e enough and thu-. do not imol\c pcuplc direct!~ 

rmpacted b~ the decision nor malo.e extensi' c use of eternal experts. It muy further be 

interpreted that the I i\1T which b di,er...c doesn·t consider all the possible cause~ of 

problems. ~:ithcr due to limited communication among members or lacf.. of 

cohesh enc-.'). Thb conlirms the findings b) o· Reilly et al. ( 1989). If am brick·.., ( 1994) 

concept of beha\ ioral integration suggest:, that TI\1T diH:rsit) aflects cohesion in that 

indi' iduab as .... umc that those who agree" ith them also lilo.e th~.:m and' icc' crsa. 

hrrther. thi..., -.tud~ conlirm'> that TM I diH'r'>it) affects cuhe-.ion. "hrch ''a" 

Jcs~rib\!d h~ o·Rcill) ct al. ( 19X9) a., the C'\ll!nttn \\hich T \11 lil-.c on\! unothl!r and 

-.tick up fm each oth\!r. \lcmber-. of tl!am.., "hkh un: not cohc-.1\ 1.! arc mor~.: lil-el~ to 

challenge opinions b~ their colleagues. Tht:y fu rther encouragl! dl!batc and initiate 

m\estigations designed to uncover flaws in the reasoning of their colleague-. (\I iller et 

al.. 1989). Team members arc known to value group membership to the cxll!nt ''here 

tear of membership loss results to conformil) and unquestioned acceptance or idea-. 

" hich compromise~ the quality of decisions 

Other empirical researchers ha\ e ho"e' er argued that "hen there an: man~ 

disagreements about a threat or an opportunit). Tl\.11 arc a\\ arc or more i-.-.m:-.. more 

\\a~s of \ ie" ing each is'>ue and more altt!math c ~our:.e) ol action (Ban tel and 

Jacf..son. 19~9). I hi-. result') to indepth anal~ses and C\Cn hiring nf exp~.:rh to help 

solve the i-.sues but if there is less disagrecrm:nt. I \11 r i'l unli'-.1.!1) to con-.idcr the 

bsucs at depth. 1 hcsc argumenl'. ma) rc.,ult to reduced !!roup thint.. and mor~.: -.tratel!rc 

options. Another argument that TMT di\ersil)' leads to qual it) of decisions '>tatcs that 

disagreement in strategic decisions leads to greater \\ illingncss to expand resources 

necessar) lor more anal~ ses. consultations and discu..,sions (\1 iller et al.. 1989). Jhc 

linding~ or this StUd) indicate olhcn\ ise. We crrn therefore conclude that r~1 1 

diH!rsity docs not ha\e a significant erh.:ct on qualit~ of decisions a part from tenure 

diversit} in the bank" hich has a significant ciTecl. 
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5.2.5 Qualit~ of Decision' and Oreaninuion Performance 

II) pothe~is three was to determine the effect or quality or deCi!>iOns on organitation 

pert: rmanc~.:. A major finding of the ~tud) "a ... that the o' emil qual it~ of deci,iorh 

•" hi~h con~i'>b of acth itic~ undertaken "hen de11:m1ining the em1-.c of a m:~jor 

problem. \\hen gcner:Hing altcrnati\e~ to ~ohl.! problems and ''hl.!n urrhing at the 

final tkci,ion ami dcd,ion integration) l.!ontribuws ... ignilkantl~ to thl.! O\crall 

pert •rmancc lll the b<tnk.., in Ken~ a. 

I he :>tud) also anal)-.cd the effect of the factor~ making up qualit) (.lf dt!~i-.i(.llh on 

each of the lour perspcctivl!s of organization performance based on the balanccll 

scorecard approach. namcl) financial. customer, internal bu..,incs::. processes and 

learning and gro\\th. The stud) found out that some factors "hich make up qu<llit) of 

deci-.ions hme a signiticalll eflect on some of the four perspccti\I.!S of organi1.11ion 

perlormancl.! based on the balanced scorecard. This means that the qual it) of deci-.ions 

pia)'> a crucial role in predicting the performance of banks in Kenya. 

The liN linding of the cflect of qualit) of decisions on the four pcr..,pedi\1.!'> of 

performance. the '>tlld~ fullllU that determining the C(.IU'iC of a major probkm had a 

~ ignificant efli!ct 0 11 the internal busillCS'> prOCC'>'>C'> pcr'>pl.!cti\ C or the balanced 

scorecard. I he internal bu'iincs~ procc-.se'i pl.!r'lpecti\ c in the stud) \\:I!) made up or 
ellic1Cnt and automated busmess processes. high turnaround tune on maJor bankmg 

sen ice.., and higher lc\cl ofinno\ation and creativity. 

The findings indicate that banks "hich take time to determine the cause of a major 

problem had greater crcativit). inno\ation and automation ofthl.!ir services. I hi-. "as 

because the r~1 f im oh c::. those directl} impacted b) the dl.!ci'iion and abo con ... idcrs 

all possiblt! causes to a problem. rhe introduction of credit rclcrl.!nce., bun:au'i ha\l: 

enhancl.!d dcdsion making b) the 1\1 r in ban"s. Thi-. alltms sharing of credit 

mlormauon. and has brought cllkicnc~ in thl.! credit s~ '\tern. brought dlm n Ctl'>h and 

made it easier lix bank-. to lend inlli' idual credit track rl.!~tlrd . 
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On 311) g i' en da~. 0111: "ill lind b~1nker internet ing '' ith cmpk·~ cc:-.. 'tudcuts or C\ en 
th communit~ "ith th~: aim of oftcring them rclc' ant and unique en kc' 'lud1 

li.lrums n0t only prm ide opportunitk' lor opening nc\\ nccount' hut af,o c..'tnp(m cring 
the communities. In 20 II. Ken)a "itnc!:>scd banks appc:alto cititc:ns to help alk' iate 
hunger in drought stricken part~ of the countr). thus c:nhancing their image among 
thc1r customers. 

Some banks in 1\.~:n)a ha\C also been abk to introduce some of the "orld's most 
... ecure banl\ing sofh,arc "hich includes. Pinnacle. Others ha\1.! introduc~:d alh anct:d 
core banl\ing infra-.tnll.:ture that aiiO\\::, ~\1~ anJ internet banking. l·urthl!r. the (\II 

in th~:s~.: h.111b make 1.!\len-.hc u-.c of 1.!.\tt:rnal !.!\pens \1 hil:h in turn enhance-. 
dlidt:n~:) .111J turnaround tim~.: ~,r major P<ml-ing <.,l!f\ ic..;c-. The I ~I I in ban._,, need tu 

ah'a)s cun .... ult tho~c afh:cted h) Jecisions. pro' ide the necc''''r) re::.our~:c .... and al-.u 
make C\tcn .... ive uc;e of con'itdtanh to enhance the kvcfc; nf innnvatinn cn:ativi ty and 

automation of their banking sen ices. \1an} banks in Kenya ha\ e responded to tht:ir 
customl!r needs and launched Islamic banking products ''hilc oth~:rs ha\e 
consolidatcc..J bant-ing products "ith insurance anc..J introducec..J sen ices lil-e "bani. 
assurance .. and stockbrokerage. 

The s~:cond finding \\a~ that determining the cause of a major problem had signilicant 

ciTect on il:arning and grO\\th pc..:rsp~:cti\c. fhe ltlctors "hich mal-e up learning and 
gro\\th pc..:r .... pccti\c arc..: high <.,tall ~atistl1dion le,c..:l. abilit) Ill attract and retain '>!<Iff 

and elkcti\e \.•lllllllUill~:atllln. both internall~ and C..::\tc..:rnall~ . l'hc..: '>IUd) l(lund that 
determining th~: cause of a major problem has a significant cllh:t on the h:arning anJ 

gro\\ th pcr,pect i\ c. In hank-; \\here the 1 ~1 f im (ll\·cd tho-.c dirl'Ctly imr:wll'd ~' tlw 

decision have higher staff satisfaction and retention rate. This indicate..:~ that <>taff are 
moti\ated ''hen the) arc involved and recognized. "hich in turn has a positiH~ effect 
on their pc..:rforn1ance. fhi~ con firms that recognition contribute~ to moti\ at ion and to 

some C:\tCnt, satisfaction. The lMT '" hich consults their staff and pro\ ides all the 
requirl!d n:sourccs leads to better communication and satisfaction le' el. rurthcr. "hen 

all possible cauc;e~ of a problem are con<>ider~:d in deci,ion mat-ing. thb b also likd) 

to lead to staff im ol" emcnt "hich n.:-;ults to higher :-ati-.ftlc..:tion and enhanced 

..:ummunicauon both Internal!~ aml C\t~:rnall~. 
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The third finding indicated that determining the cause of a major problem had a 

sigmficant effect on the financial perspective of the balanced scorecard. The financial 

per.;pectJVe under study was made up of growth in customer deposits and return on 

shareholder equity. When divergent opinions are considered seriously and decisions 

taken are promptly implemented, this has a significant effect on the financial 

performance of the banks. 

The final finding under this hypothesis was that when TMT in banks generate 

alternatives to solve problems. this has a statistically significant effect on internal 

bus iness processes perspective. This means banks where the TMT hold brainstorming 

sessions during meetings and generate many options are better when it comes to 

creativity and innovation of banking services. This further indicates that TMT who 

share information about each option especially risks involved significantly 

contributed to the performance of their internal business processes. 

Banks in which the TMT made extensive use of historical data also had more efficient 

banking sen. ices and innovated better products. Automation of banking services is an 

expensive and complicated task. The banks which hire experts for complex activities 

also had higher automation levels which in tum lead to enhanced efficiency and high 

turnaround time on major banking services. Some foreign owned banks in Kenya 

have been utilizing their global expertise in the corporate and retail arena to win over 

Kenyans of foreign origin or expatriates working in the country so that they can enjoy 

advance cash transfers, among other products. Others have used their foreign 

connections to have some formidable accounts with multinational organizations. 

Banks therefore which encourage deliberate brainstorming sessions, sharing 

mformation, use of experts and historical data were found to be more competitive in 

terms of creativity, innovation and automation of their services. 

As noted from the discussion above, quality decisions significantly contribute to the 

learning and growth perspectives and the internal business process. Quality of 

decisions does not however have a significant and direct impact on the customer 

aspects of performance in the banking sector in Kenya which consists of growth in the 

market share response to customer complaints and satisfaction of the customers. 
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This implies that erious brainstonning of issue to come up with quality dec1s1ons has 

no effect on customer satisfaction. This can be interpreted to mean that the customer 

in the banking sector m Kenya today is very dynamic and sophisticated. Their needs 

are ident1fied and addressed through other means not by a TMT sitting, brainstorming 

and deliberating on them in a boardroom. 

5.2.6 T\1T Diversit}, Quality of Decisions and Organization Performance 

In some past studies, TMT diversity was related to organization performance, without 

considenng the med1ating effect of process variables. Diversity effects on firm 

outcomes may however be too weak to be detected consistently and more so in cross 

sectional studies (Miller et al., 1998). As a result, this study used the qua lity of 

decisions to detennine the intervening effect on the relationship between TMT 

diversity and organization performance. Simons (1999) found that decision 

comprehensiveness intervenes on the relationship if TMT diversity and organization 

perfonnance while moderated by debate. Some researchers who have studied 

comprehensiveness of strategic decisions have found that it has an impact on 

organizations profitability. Miller et al. (1998) suggested positive effects for 

organizations in turbulent environments while there is no effect in organizations in 

stable environments. Some researchers also have strong beliefs that a diverse TMT 

compromises the quality of decisions. 

The study found that quality of decisions has a significant effect on organization 

performance. When TMT diversity was combined with the quality of decisions, the 

effect on organization performance was statistically significant meaning that quality 

of decisions has an intervening effect on the relationship between TMT diversity and 

organization performance. Many researchers' believe that diverse teams use their 

experiences and different backgrounds to communicate to each other. Researchers 

have suggested that this differentiation may lead to communication failure. As a 

result, a small group of the TMT may dec1de to address strategic issues quietly 

without consulting the larger team (Miller et at, I 989). 
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From the finding:> ofthi:> study, organization:> need to encourage diverse T \11' to have 

meetings "hich identify the causes of major problems as such forums provide an 

opportUnity for generating many options through the brainstorming process. Further, 

it allO\\S information sharing and allocation of the desired resourc~s. During their 

meeting. the diverse TMT members are likely to enhance communication and come 

up with new ideas to improve the bank services. The banking sector in Kenya has 

expanded its networks \Cry rapidly within the last four years. Some banks have used 

the expansion strategy to transform from small time players to large one- stop 

financial institutions. One bank is known to have opened 35 new branches across 

Kenya in 2008, using the expansion strategy to meet the customer demands. Several 

banks have recently expanded to neighboring countries including Southern Sudan, 

Tanzania, Uganda and Rwanda to enhance their revenue base 

5.2.7 TMT Diversity, Involvement Culture and Quality of Decisions 

As the study found out in hypothesis two, Top Management Team diversity has no 

significant effect on the quality of decisions. This may result from intergroup 

categorization among the TMT as it increases dysfunctional conflict and undermines 

informal communication, cohesion and quality of decisions. The presence of diverse 

viev.s and perceptions is likely to affect the way tasks are undertaken. Naturally, team 

members feel more comfortable with those similar and familiar to them. However, 

when involvement culture was introduced into the relationship between 1MT 

diversity and quality of decisions as a moderator, its effect on quality of decisions was 

significant. Further, tenure in the bank diversity had a significant effect on quality of 

dec isions. 

Involvement culture under study consisted of empowerment, team orientation and 

capacity development. It was hypothesized that when diverse TMT is involved in the 

decision making process, the quality of their decision improves. This study found out 

that involving TMT composed of diverse tenures leads to better quality of decision. 
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Thi can be interpreted to mean that Th1T which has \\Orked for diverse periods of 

time in the bank made more quality decisions as the team drew the unique experiences 

of the members. This further may be interpreted to mean that tenure diversity in the 

bank reduces group thmk which in tum leads to more quality decisions. 

Involvement is inclus1ve thus when the diverse TMT in the banks and those who arc 

affected by the decisions are consulted during the decision making process, this 

creates a sense of ownership, instills pride and motivates them to increase their level 

of productivity. lnvohement not only means utilizing the physical part of employees 

but also their intellectual and emotional parts in the decision making process to ensure 

that their psychological needs are met. Training makes the TMT acquire conceptual 

skill s for decision making and also enhances communication. A smooth flow of 

communications encourages the TMT to contribute their best to improve the bank 

processes An involvement culture makes it easier to introduce changes since 

mformation is easily shared and also improves the quality of work. Banks which have 

a higher involvement culture had the advantage of bringing closer the diverse TMT to 

partic ipate through decision making process at all levels. 

According to empirical research by Ilambrick and Manson ( 1984), young managers 

are less committed to the status quo and are interested in quick results. They are 

willing to undertake risky decisions and unprecedented strategies. On the other hand, 

older managers feel more experienced, may be unwilling to take new ideas and risky 

strategies from the younger managers who have less experience to rely on. The study 

shows that such varying perspectives towards risks may be affecting quality of 

dec isions by the TMT in Kenyan banks. Generally. as human beings get older, they 

become less flexible, more rigid and resistance to change. Such negative underlying 

characteristic are likely to compromise the quality of decisions of a TMT in banks 

'' hich has age diversity. The study however shows that these negative effects of 

diverse TMT on the quality of decisions are effectively moderated by banks which 

encourage participation in the decision making process as it binds employees and 

encourages them to give their best. 
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fhe Kenyan government recognizes the critical role played by the youth and has 

continued to undertake several strategies and initiatives under the Vision 2030. The 

intel"\entions are capacity building and empowerment of the youth, giving the youth a 

'oice to articulate their issues as well as participate in decision making. Differences in 

kno\\ ledge through education, experience or expertise increase the likelihood of 

differences in opinions and perspectives of the TMT. Further, research indicates that 

differences in educational background leads to an increase in task related debate in 

work teams (Polzer et at., 2002). 

It is believed that involvement leads to creativity and innovation as diverse team 

members have synergy which comes from wider choices of options. When 

partic ipation at the top is encouraged, unique ideas are likely to lead to new ways of 

doing things. Successful participation in decision making happens once the ideas of 

others are accepted and implemented. This can be interpreted to mean that when a 

diverse TMT is empowered and the team members are equipped with skills which 

make them competitive, they are able to make more quality decision. 

Critics have however found that an involvement culture which is not well managed 

may become a challenge in large organizations. This is because communication is 

more complicated and it may become difficult to register the opinions of the diverse 

TMT members. These critics argue that unions are more effective as they can cut 

through the bureaucracies more quickly. Involvement culture may also be affected by 

organizational politics, peer pressure, b iases and discrimination among the TMT. 

ln summary, the study found that whereas TMT diversity has no significant effect on 

the quality of decisions, an involvement culture has a significant effect on quality of 

decisions. The study also found that the combined effect of TMT diversity and 

mvolvement culture also has a significant effect on quality of decisions. In a related 

but not similar study Kim (2002) noted a basic assumption that employee involvement 

enhances performance and work satisfaction. 
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ThL study confirms that the moderating ,·ariable, involvement culture has an 

influence on the relationship between TMT diversity and the quality of decisions. As 

a result, banks need to invest m team building acti\"ities as \'wOrking in teams brings 

the d1verse T~T together and results to more quality decisions. Banks also should 

contmually invest in the development of skills of the diverse TMT as skilled 

managers are able to arrive at more quality decisions. We can therefore conclude that 

banks '" ith diverse TMT should encourage teams work, sharing of relevant 

information and skills development to enhance the quality of their decisions. 

5.2.8 TMT Diversity, Diversity Management Strategies and Quality of Decisions 

As noted earlier, factors making up TMT diversity have no s ignificant effect on the 

quality of decisions except for tenure with the bank which has a significant effect. 

Ho"-ever, when diversity management strategies were introduced on the relationship 

between TMT diversity and quality of decisions, the effect on quality of decisions was 

significant. 

In spite of the growing interest in affirmative action in Kenya, few if any empirical 

stud1es have been undertaken on diversity management strategies in the workplace 

and more so in commercial banks in Kenya. This study found that diversity 

management strategies add value to organizations with high levels of TMT diversity. 

The study found that the combined effect ofTMT diversity and diversity management 

stra tegies was significant on the quality of decisions. Organizations with diversity 

management strategies recruit the best for the job regardless of ethnicity, gender or 

other individual characteristics (Cornelius, 1999). 

Diversity in the workplace has been an issue in almost all parts of the world; the 

difference has been how it has been managed. Diversity management is a process of 

creating and maintaining an environment that naturally a llows individuals to reach 

their full potential in pursuit of organization objectives. Diversity management 

strategies on the other hand focus on creating policies and practices that get the best 

out of every employee. 
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These strategies promote recognition and respect for individual differences among 

group:,. They also encourage staff to be comfortable with diversity and apprec1ate 

differences. The strategies are integrated in recruitment and selection, training and 

development and reward management. Studies in diversity are interesting as the 

findmgs are very diverse. The reasons for the disruptive results are because greater 

diversit) may cause group members to employ divisive social categorizations based 

on demographic or functional differences. 

The government of Kenya recognizes the under representation of women in all major 

decision making levels within the government. Kenyan women lag behind in terms of 

empowerment and the government of Kenya is committed to affirmative action with a 

minimum 30 percent representation of any gender at all levels of decision making. 

orne banks in Kenya have introduced Leadership and Mentorship programmes for 

women managers who have previously been disadvantaged in leadership positions. 

[ mpirical research found that diversity management has several benefits which 

include better decision making, higher creativity and innovation and greater success in 

marketing to foreign and domestic ethnic minority communities and a better 

distribution of economic opportunity (Cox et al., 1991 ). 

Diversity management strategies include training; identifying specific training needs 

which are linked to the organizational objectives, assessing individual workers 

training needs, developing individual training plans which cover knowledge, 

operational and interpersonal skills (Morrison, 1992). Human Resource policies also 

shape employee attitudes and behaviors and reinforce the organizational culture, 

thereby affecting the success of strategy implementation and the organization's ability 

to adapt to environmental change (Kotter & Heskett, 1992). 

We can conclude that, TMT in banks which have put in place diversity management 

strategies make higher quality decisions than the TMTs in banks with less diversity 

management strategies. This means that when the banks value diversity by 

encouraging colleagues to be sensitive to those from diverse background, this 

contributes positively to the quality of decisions. 
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Further. ''hen the banks in\'est in training the T\ff on diversity management 

strategic~ and also put in place programmes to reduce stcreotypmg, this positl\ely 

contributes to bener quality decisions by the diverse Top Management Teams. This 

therefore means that diversity management strategies have a significant influence on 

the relationship between TMT diversity and quality of decision and shou ld be 

encouraged by banks especially when TMT diversity is highest. 

5.2.9 TMT Dh·ersity, lovoh·emeot Culture and Organization Performance 

Past empirical studies have suggested that different variable mediates between the 

TMT diversity and performance. Ancona and Caldawcll, (1992), argued that 

communication positively moderates this relationship. From the results of the study, 

involvement culture has a significant moderating effect on the relationship bet\veen 

TMT diversity and organization performance. 

The TMT diversity under study was age, gender, tenure in the top management, 

academic qualifications, professional qualifications and functional background. From 

the results of hypothesis one, the factors which make TMT diversity do not have a 

significant effect on organization performance. Each of these factors has a different 

effect on the performance of organizations. In the planning and implementation of 

strategy, there is likel} to be some differences between the older and younger 

managers. The younger TMT are likely to focus on an outward oriented 

differentiation strategy with a broad scope while the older managers are more likely to 

support efficiency oriented low cost strategy with a narrow scope. 

Differences in professional training and exposure are likely to lead to disagreements 

when the TMT is composed of members with varied backgrounds, for example 

human resources and engineering. The more diverse the TMT, the more it has a 

negative impact on organization performance. However, when an involvement cu lture 

is introduced, and information is widely shared among the diverse TMT, the 

performance of the banks is enhanced. An involvement culture encourages horizontal 

rather than hierarchical coordination and emphasizes on teams as the primary bui lding 

blocks. 
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Further. banks with an involvement culture continually invest in the development of 

'kill:. of the team members. Investment in these management practices is ltkcl) to 

bring the diverse TMT closer for better results. Members of the diverse TMT want to 

be treated as equals and give their ideas and suggestions in the decision making 

process for better performance of the banks. The study indicated that empowerment of 

a d1verse TMT led to better organization performance. This may be interpreted to 

mean that they had greater satisfaction with their jobs, -. ... ere more motivated and 

reduced operation costs. Empowerment means more competence, value addition to 

work and increased use of talent, thus an empowered TMT is likely to be more 

entrepreneurial and ready to take more risks. 

One of the most recent methods to participate in an organization is through career 

planning. This has been seen as one of the best ways to retain the best and reduce 

dissatisfaction. The TMT, under such an environment have a say in what they expect 

in the ir employment period and have a direct effect on the efficient delivery of bank 

services. While the customer today is seen as the King, only a satisfied and 

recognized team can satisfy the customer. In bureaucratic cultures, employees arc 

exploited, coercively managed and made to work while in an involvement culture, 

they are well managed and kept happy to make them win over the competitive market. 

We can therefore conclude that when teams are empowered through sharing of 

information needed to work, when teams have strong emotional bonds and all believe 

tha t they have a positive impact, diversity in no longer an issue in the banks thus 

resulting to better performance. The study contributes to knowledge in that, an 

mvolvement culture has a significant effect on the performance of banks made up of 

diverse Top Management Teams. 
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5.2.10 T\1T Dhersity, Diversit) Management trategies and Organization 

Performance 

01'-Crsil)• of TMT is known to have negative effects on organization performance. 

When it comes to the distribution of resources, some departments may be favored 

depending on who is heading them thus increasing the negative effect of TMT on 

organization performance. The study however sought to establish the moderating 

effect of diversity management strategies in the relationship between TMT diversity 

and orgamzation performance. The study found that when factors which make up 

diversil)· management strategies were introduced as moderators in the relationship 

between TMT diversity and organization performance, the effect on the performance 

of banks was signi ficant. Murray (1989) used the moderating variables of change and 

competition in the study of Top Management Team heterogeneity and firm 

performance. 

The different diversities under study influence group performance differently. 

Younger managers, for example have an upper edge in information technology and 

curre nt knowledge having attended recently reviewed and more relevant academic 

programmes compared to the older managers. Their communication style, in terms of 

language, dress and even views may affect the way they relate with the older 

managers. The older managers in the banks in Kenya may also be conservative while 

the younger managers are more liberal. Some banks have come up with graduate 

management programmes which aim at developing graduates to managers and later to 

senior managers. Such programmes integrate the younger managers to the systems of 

their banks enhancing performance. 

Diversity in terms of academic qualifications also affects organization performance. 

In an empirica l study, it was found that groups with members of d;verse education 

background experience more difficulty defining how to proceed than groups in which 

members have similar education backgrounds (Polzer et al., 2002). However, when 

there diverse TMT are encouraged to value each other regardles) their differences, 

this is likely to lead to greater creativity and innovation. 
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The substantial growth registered in the Kenya banks can be linked to industry wide 

innovations, efficiency through technology and penetrating unbanked or under banked 

market:.. The chenl base in Kenya spans the country geographically thus the banks 

ha\e to be mno\ative to meet the client's dynamic needs. These services include 

mobile banking, micro financing and agent banking, which require advanced 

technology. 

Diversity management strategies in this study were found to have a pos itive 

moderating effect on the relationship between TMT diverse and the performance of 

banks in Kenya. This can be interpreted to mean that when a TMT is diverse and 

diversity management is encouraged through valuing of diversity, when performance 

appraisal are done objectively and not based on personalities, or when employees are 

encouraged to be sensitive to colleagues from diverse backgrounds, this contributes 

positively to organization performance. This means that an introduction of policies to 

attract and retain diverse TMT moderates on the relationship TMT- organization 

performance equation significantly. We can conclude that diversity management 

strategies have a significant positive effect on the relationship between TMT diversity 

and organization performance. 
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6.1 Introduction 

CHAPTER IX 

l '\OIARY, CO~CLU 10:\ A~D 

RECO~BfE:\'DATIO~ 

This study was to establish the effect of TMT diversity on o rganization performance. 

Further, it was to detennine how different moderating variables, namely, involvement 

culture and diversity management strategies affect this relationship. It was motivated 

by an interest to find out how diversity of the Top Management Team affects 

performance of banks in Kenya. Past empirical studies on TMT diversity

organization performance have given mixed results. This chapter presents a summary 

of the findings, conclusions, limitations of the study, suggestions for future research 

and the implications of the study on theory, policy and practice. 

6.2 ummar~ of findings 

The broad ObJective of the study was to determine the influence of Top management 

Team diversity on the performance of organizations. This was tested by hypothesis 

one which stated that Top Management Team diversity has an effect on organization 

performance The findings show that diversity of the TMT in commercial banks in 

Kenya does not have a significant effect on their performance. Diversity under study 

was gender, age, tenure with the bank, academic qualifications, professional 

qualifications and functional back ground. Performance measures under study were 

the four perspectives of the balanced score card and also secondary data obtained 

from the Banking Survey of Kenya. The results indicated that the overall TMT 

diversity and all the factors making up TMT diversity did not have a significant effect 

on the performance of the banks. Based on these findings, II1 was not accepted. 

The second objective assessed the effect of TMT diversity on quality of decisions. 

Thi s was tested by the second hypothesis which stated that Top \1anagement Team 

diversity has an effect on quality of decisions. The researcher found out that the effect 

of TMT diversity on the quality of decisions was not significant so H2 was not 

accepted. 
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The third objecti\e wa:, to find out the effect on quality of decisions on the 

per1ormance of organizations. This objechve '~as tested by the third hypothesis whtch 

stated that quality of decisions has an effect on organi7_ation performance. The results 

of regre sion analysis of quality of decisions on the overall orgamzation performance 

and quality of decisions on each of the four perspective of the balanced scorecard 

sho\\ed that the quality of decis1ons has a significant effect on the performance of the 

banks in Kenya. Specifically, quality decisions were found to have a significant effect 

on the internal business processes and the learning and growth perspectives of the 

balanced score card approach. The effect of quality decisions on the financial and 

customer perspecttve was found to be lower than that of internal business processes 

and the learning and growth perspectives of the balanced score card approach. As a 

result, R was accepted. 

The fourth objective, which had two hypotheses, was to determine the effect of 

involvement culture and diversity management strategies on the relationship between 

TMT diversity and quality of decisions. Hypothesis four tested the moderating effect 

of involvement culture on the relationship between TMT diversity and quality of 

decisions while hypothesis five tested the moderating effect of di\.ersity management 

strategies on the relationship between TMT diversity and the quality of decisions. The 

results of hypothesis found that when TMT diversity was combined with involvement 

culture, the effect was significant. 

Hypothesis five also established that where as TMT diversity has no effect on quality 

of decisions, the effect became significant when it was combined with involvement 

culture. This therefore means that both involvement culture and diver!.ity management 

strategies have a significant moderating effect on the relationship between TMT 

diversity and quality of decisions and as a result, both 1-Lt and Hs were accepted. 
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Di\ersity management strategies \\ere howe,·er found to ha'"·e better moderating effect 

on the quality of decisions than involvement culture. Whereas the F change of the 

combined effect of TMT diversity and diversity management strategies on quality of 

decision:, was F c 13.531 at p< .001, the F Change for the combined effect of TMT 

di,~rsit} and imol,ement culture on quality of decisions was F = 7.564 at p< .01. 

The fmal objective which was number five was to establish the influence of 

involvement culture and diversity management strategies on the relationship between 

TMT dl\ersity and organization performance. As noted under objective one, TMT 

diversity had no significant effect on the performance of the banks. The researcher 

therefore tested the moderating effect of involvement culture and diversity 

management strategies on the relationship between TMT diversity and the 

performance of organizations. These two hypotheses represent hypothesis six and 

seven respectJVely. The results of the study found that involvement culture had a 

significant moderating effect on the relationship between TMT diversity and 

organization performance. Diversity management strategies were also found to have a 

significant moderating effect on the relationship between T~1' diversity and 

organization performance leading to the acceptance of H6 and H7 respectively. 

An involvement culture was however found to have a better moderating effect on the 

relationship between TMT diversity and organization performance than the diversity 

management strategies. Whereas the F Change was 33.635 when involvement culture 

was introduced as a moderator, the F Change was 20.919 when diversity management 

strategies were introduced to the TMT- organization performance equation. 
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6.3 Conclusion 

Studie:. on dtversity and organization performance produce mixed results. From the 

re:.ult:; of the study. we can conclude that TMT diver:;ity has no significant effect on 

both the: quality of dectsions and the performance of organizations. In fact age and 

gender contributes negatively to organization performance. Academic qualification 

and diversity in tenure at the top management also have a negative effect on the 

performance of organizations. 

It is generally believed that a mix of TMT characteristics is good for organization 

performance. The results of the study show otherwise which clearly indicates that the 

biases, conflicts and communication barriers which come along in diverse teams 

contribute negatively to the quality of decisions and the performance of banks in 

Kenya. However, from the findings of past researches, the results on the effect of 

TMT diversity on organization performance will depend on the measures of 

performance under study. 

The use of quality of decisions was found to have a significant effect on the 

relationship between TMT diversity and performance of organizations. We can 

further conclude that different moderating variables have varying influence on the 

rela tionship between TMT diversity and the quality of decisions and TMT diversity 

and organization performance. From the results of the study, banks which have a 

mvolvement culture have better quality of decisions than those with low involvement 

culture. Further implementing policies to support diversity management has better 

influence on the quality of decisions and performance than banks which have not put 

in place such strategies. 

Implementation diversity management strategies has a more significant influence on 

TMT diversity- quality of decisions relationship than that of involvement culture 

while involvement culture moderates the TMT diversity- organization performance 

better than done by diversity management strategies. 

112 



\\ c can th~:relbrc conclud\.' that ''hen bank'> ha' ~ a di' cr'c I:\ I r. implementing 

dher:.it~ management tnncgies ''ill comrii'HH~ posith Cl) to the qual it) of dccisioth 

made. Jhc bank manugcment should therefore make a deliberate cflon and imc .... t in 

progmmmc' and policies '"hich reduce ~tcreot) ping but instead cncoumgl! 'uluing 

dhcrsit~. \\e cun funhl!r conclude that banl.s should cmpo\\er di,erse r \II. de, clop 

thcir capacity und abo l!ncouragc them to "ork in teams as this "ill result to b..:ttr:r 

p..:rlormancc. 

6.4 Limitations of the !lfud~ 

rime ''as aJ...o a con,tra int. '-,omc or the I lead" ol II uman Rcsoun;c, "crl! qune hu-,~ 

''ith thctr t1nnual Perlmmdth.:e ·\pprai-,ab "hilc other-. had \CI") hu-.~ -.chcduk' and 

\\ere almost al\'a~s nucndtng n1eeting or eH!n nmdw.:ting inten ic""· \-, ,, re,ult. 

-.orne took too long to till in the questionnnirr: and onl) tool. action altl.!r 'e":ral 

rr:mindcrs. lhc researcher noted that some respondents found re-.ponding to the 

lJUestionnaires as a \\astc of their time since the) could not assign an~ dirl!ct bcndits 

to themseh es or their banks. Other banks also claimed that it was against thl.!ir polic) 

to panicipate in research or that the head of I Iuman Resources had to be cle<tred h) 

thb or that authorit}. making data collect ion quite a cha llenge. 

Issue~ relating to diH!r~it) are 'er~ sensiti\ I! r.!'>pr.!ciall) in the J...en)an Cllllle\1. I he 

fir t mator challenge: in unJcrtal\ing thi-. stud~ "~'"to con' mcc the I leads llf I Iuman 

RC,lllln:c!> w till in the quc..,tionnaire. I he <~rea under -..tutl~. I i\.-11 di,l!rsit~ und the 

performance of bnnl\' Jnm., a lot of emotion' Jnd suspicion. I he licld of d h cr-..it) b 

1\nown to cau~e civil strife or conflicts if not \\C:II managed. !here is a lot of talk in 

Kenya toda: about anirmati\C action and asking the I lead~ of IIR to give data on the 

composition of their r~rr \\US initiall) a challenge as the) rna~ h:l\c felt. in 111) 'ie''· 

C.\po~cd. The~ hO\\ ever became rda.\ed and co opr:rati\ c "hen the~ "ere as-.ured that 

the data "as required purcl) for acadt!mic resr:arch. The lleads of IIR \\Cre thr: 

respondents in the ~tud~. IIO\\C\ cr. the TMl is composed of other functional heads 

"ho did not participate in the stud~.,\ ''ider pnrticipa tion of other I \II from other 

functions may have gi' en diflcrent result<.. thus thi-; is a limitation in the <.tud~ . 
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~o•ne bank:. also rcque~ted that the Central bank of Ken) a llr!>t clear!> the rc~carchcr 

bct .. rc the) could gi\e an) data. l'he researcher thcrcl(m! \HOle to thc Ccntml Bank of 

Ken)a rcquesting lor such an introductor) letter. \\'hen the bank responded much 

later. the) informl!d thc rl!scarchcr that it was not "ith in their mandate to gi' e ~uch tt 

letter. Thb hurdle "a' ho\\e\cr mcrcomc "ith clear communication of the purpo..,c of 

the re~carch . 

...,llnlr.! rc'>pl•ndcnh al o n:ltheJ to fill in the la-.t part of" the questionnaire "hich ,,a.., 

as~lllg lhr inltlrlll<lliun on the Cl.llllf10'>ition ol tlll:ir rop ivlanagcmcnt r C<llll .... I he-.,c 

I leads of I Iuman Rc.,ourcc ... argued that thc inft>nnation ''"s confidential and tint'> 

the) had no authorit) of rdca:.mg it "ithout the authorit) uf th~ 1nJi, iJu.al I ~II 

member:.. Fortunately, those "ho had a problem \\ ith direct!)' n!lca'>ing the 

information facilitated other published document<, \\hich had the same information. 

and as a result. I ''as able to extract the required data. One bank ho,,c,cr faikd to 

facilitate either. 

The dhersity ,·ariabks under stud) \\ere se,en. As not..:d in the study. each t)pe of 

dhcr ... it) affect.., pcrl(>nnancc ditlerentl). ~omc of the di,cr:.it) lttctors "ere 

oh-.en ahk "hik \lthcr ... \\ere under!) ing \omc lik~.: tcnun.! proli:..,<>ional and 

functional b<t~.:kground" ar~.: task related "hik other.., lt~e age nnd gender ,m: not 

rl.!lmcd to l<lsk. rhi~ maJ..I.!-. d<lta anal~:,is lJUitl.! tkmanding. 

Financial resource:, wen: also I imilcd as the rl.!scarchcr had to hire a Rl.!search 

a~sbtants to as:,l<,t undertake the data collection. Further. the rcscarch\.!r had to 

produce many copies to ~cep on rcscnding to the respondents "ho had m isplacl!d the 

original ones a'> some \\ antcd thcm in hard cop). t\ II in all. most barriers mentioned 

obo,e were O\ercomc amicably. 
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6.5 Implication of the study For Theory. Polic~ and Practice 

The current study confirm the mixed finding~ on the relationship bet\\een 1M r 
di\crsity and performance. It also bri\es conststcnt negative effect of observable 

attributes, namely age and gender on quality of decisions and performance. It 

confirms earlier researches that biases and discrimination on easily observable 

attributes may still be contributing negatively to organization performance. 

6.5.1 Implication for Theory 

On theory, the study advances the Upper Echelon Theory which suggests that Top 

Management Team characteristics, specifically their demographic one could impair 

decision making and thus organization performance. The findings of this study s how 

that TMT diversity has no significant effect on quality of decisions. The study further 

confirms some earlier findings that TMT diversity does not have a significant effect 

on organization performance. The study further shows that the effect of TMT 

diversity on factors of organization performance using the balanced scorecard 

approach is the same as \\hen using secondary data, thus there is a close link between 

objective and subjective data on bank performance. Further, the study contributes to 

theory in that diversity in functional background has a significant effect on the quality 

of dec isions of the TMT. The quality of decisions also has a significant effect on the 

inte rnal business processes perspective and learning and growth perspectives of the 

balanced scorecard approach of organization performance. 

This research also serves as a reference point for those studying the relationship 

between TMT diversity, quality of decisions and organization performance. Other 

researchers can test other moderators to this relationship to find out which ones ha\e 

the most significant effect Past empirical research on the relationship between TMT 

diversity and organization performance had recommended further research on whtch 

variables moderate on this relationship. This study found that involvement culture and 

dive rsity management strategies have a significant influence on this relationship. 
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6.5.2 l mplicatio o for Policy 

The go\emment of Kenya is committed to have at least 30 percent presentation of any 

gender in public recruitments, promotions and appointments to all decision making 

Je,el through gender mainstreaming in government policies, plans, budgets and 

programmes. The study found out that gender diversity neither contributes 

significantly to the quality of decisions nor to the performance of commercial banks 

10 Kenya. These programmes should therefore be for affirmative action not 

nece ·sarily for increase in output. 

Further, age diversity does not have any significant contribution to quality of 

decisions or performance. Age diversity in the workplace should however be 

encouraged for good governance, equity and fair distribution not necessarily because 

of any expected increased outcome 

llowever, when the minorities are involved in decisions affecting them, when relevant 

information is shared. then this enhances the quality of decisions and the performance 

of the diverse Top Management teams. Diversity management strategies arc not 

widely applied in Kenya unlike in some countries, like South Africa and the United 

States of America where laws have been passed to ensure that the interests of the 

minorities are well taken care of. Following the promulgation of the new Constitution 

in August 2010, a lot is expected to be seen in Kenya as the rights ofthe minority take 

effect. 

The study also emphasizes the importance of how quality of decisions affects 

performance positively. Policy and decision makers need to involve those who are 

impacted by decisions and also take time to determine the causes of major problems. 

In addition, the need to brain storm, generate many options, engage experts and make 

use of historical data add value in coming up with quality decisions. 

While making the final decisions, there is need to make contingency plans, compare 

several alternatives and promptly implement decisions in order to enhance the 

performance of the banks. The Constitution of Kenya, 2010 recognizes the need to 

involve those who are affected by decision in the decision making process. The 

benefits of this critical need are confirmed in this study. 
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6.5.3 Implication for Practice 

nu~ stud} bear~ significant tmplications for those responsible for the composition of 

the TM'f. The study clearly confirms earlier research fmdings that TMT diversity has 

no stgnificant effect the performance of organizations. In particular, the study 

tdenttfies gender diversity and age diversity as having negative effects on quality of 

dectsions and organization performance. This implies that recruiting more of one 

gender to create a balance has a negative impact on the performance of organizations. 

The study gives mput in that gender diversity is not expected to enhance the quality of 

decisions in the organizations but the same will be good for affirmative action. 

Diverse ages too at the top have a negative effect on performance as people view the 

world based on their socialization and environments. High diversity in age needs to be 

discouraged while composing Top Management Teams as it affects their performance 

negative!) . 

\1oderating effects of involvement culture and diversity management strategies 

however contribute in making the negative effect of gender and age positive. This can 

be interpreted to mean that when recruiting for teams, the levels of education should 

be the same as much as possible. Diversity in academic qualification of teams leads to 

negative e ffect as the levels of reasoning are expected to be very different. 

Further, the study established that out of the seven factors of diversity under study, 

tenure with the bank had the highest positive effect on both performance and the 

quality of decisions. This finding is very critical to the human resources managers to 

ensure a mix of years worked by the TMT '"hich contributes to the performance of 

banks. The HR managers can ensure that the TMT is composed of members who have 

worked for diverse periods so that banks can continually ensure a mix in experience at 

the top. New members to the TMT may inject fresh ideas to the bark like advanced 

technology '"hile drawing from the experiences of those who have been in the banks 

longer. Decision makers in organizations and more so banks, can be gutded b) the 

finding of the study ''bile recruiting TMT's and also while developmg policies which 

aim at retaining and maintaining their employees. 
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6.6 \u1!gcsrions for future resc~trch 

\\ e recommend future :,tudic!> be undcnaken "here other moderating 'uriablcs arc 

used to dctcnninc the ctTed of T\IT di,er:,it~ on organi;ation performance We 

fun her recommend te.,ting of difterent di' ersit~ "ariablc .... name!~. race. ph~ .,jcal 

disabilit~. sc:..unlorientation "hich ''ere not focused on in the! stud~. It "ill abo be 

intcrc,ting to lind out ho\\ the! lili: .,pan ofan organitation relate" ll> performance. In 

paniculnr. h CI\\ do I~ n llr older Cl)111panil!s perform compared Ill tlhN: or) nungcr 

one.,'! Org.tni;ntional maturit~ can pn..)\ ide msighh intll perhnmancc nt' I"\ IT 

di\crsity. 

\\ c also recommend a study of di\ ersity which not only focu-;cs on the I M I but abo 

on the di fferent lc\cls of workers. It" ill be interesting to find out if employees' ic" 

dh crsit)' and performance in the same way as the heads of ! Iuman Resources. 

Di\l:rsity among dificn:nt levels of staff may ha\e 'ary ing results di fli:rl!nt from tho'>e 

ol the lop ;\1anagement Team. A stud) on ho" c.lhersit~ of the l~ l h alti:cts 

perlormanec outcome ... of the mher stair in terms or n:cruiuncnt. perllmnancl! 

appraisals. training and l!\ en re\\ ard management '' oulc.l be inten::-t in g. 

It \\lHIId abo be intere-.tmg to unc.lertal.e a similar '>llld~ in the public ... ector and more 

-,o tn ~tat'-= corporations "hl!re a lot or cmpha'>t'> ha., bccn put b) the "en)Jn 

go\ l!rnmclll on a rtinnat i'..: Jet ion. Th...: ne\\ Ken }•Ill ... vn!)l itutiutl ~l.tk:-. tlt .. tl tt\J .:.•t•;;k 

gender should be represented at over 70 percent in rccruitmcnts. appointment'> and 

promotions. It \\OU!d be interesting to find Olll how f"ar thi'> ha~ been implemented in 

the public in'>titutions and if it has had an) significant contribution to performance 

using the Performance Contracts "hich are current!) ... igned between thl! (,o, crnmcnt 

of Kenya and public institutions annual I) for almost ten ) car::, nO\\. 

The: uo.,c of other organi;ation performance outcom~:., like turno' c:r. ab ... entl!l!i'>m. 

commitment could b..: .. wdted l.ln the <:onte't ol T:\ IT c.lh l!r ... it) :.h predictor-. ol thc'>e 

uutcomc'>. \\1.: funhl!r rl!l!lll11111end studies on lum di\c.:r ... it~ of the .,ale., ... wn ha., an 

effect on marl.et '>han: Pa-,t re~l!arl:hcs haH: indtcatcc.l that Cll'>tomcr., like id...:ntil~ ing 

,.,. ith those \\ ho lou!.. lil.c them anJ ..t .:.tuJ~ vn th~..: ,.uuc in th..: b.111l-i":; :. .. dv• 1:. 

recommended. 
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Future re. earch can also compare the performance ofTMT diversity and performance 

of banks from the private and public sectors. Further research could also be 

undertaken using others forms of research design. which includes longitudinal design. 

It would be mteresting to see if the results of TMT diversity are the same in a study 

earned out over a number of years. This could provide useful work force data and 

give different ways to capture and assess the dependent variable of organization 

performance. 
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APPE:\"DICE 

Appendix 1: Letter of Introduction from The Department of Business 

Administration, chool of Business, nivcrsity of Nairobi 

71
h December 2011 

UNIVERSITY OF NAIROBI 

CHOOL OF BUSINESS 

RE: TO WH0)1' IT ~1A Y CO~ CERN- CECILIA MUTUKl! 

The above named is a Ph.D candidate in the Department of Business Administration, 

chool of Business, University of Nairobi and is collecting data for his doctoral 

dissertation titled: The influence of Organizational culture and Diversity 

'\1aoagement strategies on tbc relationship between Top Management Team and 

Performance of Commercial Banks in Kenya. 

We would appreciate if you give him necessary assistance with the required data to 

enable him to complete the research project. The information given will be strictly 

confidential. 

Yours faithfully, 

Sgd. 

C'hatrman, Department of Business Administration 

School of Business 
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\ppendix 11: Co' er Note for Respondents 

To Whom It May Concern: 

Dear Sir/Madam, 

Cecilia Mutuku, 

P.O Box 76592-00508, 

NAIROBJ. 

Kenya 

Cellphone: 0722-55884 

Email Address: Cecilia.mutuku@yahoo.com 

December 7th, 20 II 

RE: REQlJE T FOR ACADEMIC RESEARCH DAT A 

I am a Ph.D candidate at the University of Nairobi currently conducting research in 

large pri\ate manufacturing entities in Kenya. My topic is: The influence of 

Organizationa l culture and Diversity Management stra tegies on the r elations hip 

beh\een Top Management Team and Performance of Commercia l Banks in 

Kenya. 

I have chosen your firm as among the top companies to be included in the stttdy since 

you are considered a key player in the SCM within your industry and hence you are 

better placed to provide the necessary data for this study. The information received 

will be strictly treated with confidentiality it deserves and you may contact the 

researcher to find out your performance index after the completion of this study. 

The tdentity of the company will be concealed to maintain confidentia lity of 

mformat10n received and will not be divulged to a third party. The results of the report 

will be used solely for academic purposes. 
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Pleac:;c contact my research assistant, Ms. Beatnce to collect the questionnaire as soon 

as it is ready, on mobile No.0726349743 or E-mail Addre. s: Cecilia 

.mutuku@yahoo.com. Attached, please find the questionnaire. 

Yours faithfully, 

Sgd. 

Cecilia M Mutuku 

Ph.D Candidate 

Department of Business Administration, 

cbool of Business, University of Nairobi 
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Appendix Ill: Questionnaire 

Re earcb on Management Diversit} and Organil.ation P erformance in 

Commercial Banks in Kenya 

Dear Respondent, 

The following questionnaire is designed to capture data from commercial banks in 

Kenya to establish the effect of Top Management Teams (TMT) diversity on the 

performance of the banks as moderated by diversity management strateg1es and 

culture. The Top Management Teams are the direct reports to the Chief Executhe 

Officer/ Managing Director who are involved in strategic decision making process. As 

the head of Human Resource Management in your organization you are uniquely 

placed and well informed to respond to this questionnaire. Th1s IS purely an academic 

research and the results wi ll not be traceable to your organization or any individual 

person. Your participation in facilitating the study is highly appreciated. We would 

therefore urge you to freely answer the questions as only the researcher will have 

access to the raw data and the development of the final report. 

ECTION 1: BACKGROUND 

Kin h . d . ~ . k . h ' ) d dly provide t e requ1re m ormat on or tic m t e ava1 e spaces 

BANK DATA 
I. I a) Name Of Bank b) I HRM I Other-state 

(Optional)- Respondent :-

l 
2. Year of Existence of the Below 6-10 11-20 121-30 Over 31 

Bank:- 5 Years Years Years Years 
Years 

f 3. Full time employees 1 Below 5 J -100 101- 251- 501 Plus 
50 1250 500 

I 

4. Owoersbjp Structure 
Wholly Private Locally Owned I Wholly Government (Statel C<?!Q_oration 

Wholly Private Foreign Owned Partly Government and Privately Owned 

Wholly Private Local and Foreign I Quoted on NSE Local Owned 

_1 Owned 
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ECTIO~ 2: Th'VOLVEME.:\1 ClJLTURE 

Plea e indicate with a tick tbe extent to wbicb you belie\-e that ~ol!r bank 

operate under the following circumstances 

'-o. 
Description -- ~ 41 Clll -= - - 41 - Clll ... - = ..... ... - QC-= = ~ =i~ Clll f 

~ ~ .... - 0 - o-... IJol( 
~ E :l ~ =: !- 41 

Empowerment 

I. I Information is widely shared so 

that everyone can get the 

information he or she needs when 

it is needed ., Employees have strong emotional 

bonds to the bank 

T I Everyone believes that he or she 

1 has a positive impact 

Team orientation 

l·t Working in this bank is like being 

part of a team 
) This bank relies on horizontal 

coordination to get \\.'Ork done 

rather than hierarchy 

6. Teams are the primary bui lding 

blocks of this bank 

Capacity Development 

7. j This bank is continual1y 

improving compared to its 

competitors (banks) in many 

dimensions 

s. This bank continuously invests in 

the development of skills of its 

employees 

9. I The capacity of the Top 

Management Team is viewed as 

I 
an important source of 

competitive advantage 
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ECTIO~ 3: DIVER ITY :\1ANAGEME~T TRA TEGIE .. 

Please indicate your opinion oo the follo"iog statements 

• i'o. Description 

I J - I Cll - .. 
Cll 

Cll 
~ -.... Cll 
~ 

Cll Cll Cll c· Q 0 ; 0 0 4.1 Q - .. 4.1 z ~ E- E- e !- CL E- ... 
Recruitment a nd outreach 

I 1 Top Management Team 

supports recruitment of diverse 

employees 

2 There are diverse employees in 

the bank 

3 Job adverts atm at attracting 

diverse applicants 

Valuing diversity 

4. 1 Performance evaluations are 

focused on an individual's 

performance, not personality 

5 Several diverse employee are at 

I the top of the organization 

6 Employees are encouraged to be 

sensitive to colleagues from 

diverse backgrounds 

Policies and programmes 

7 The bank has policies to attract 

I and retain diverse employees 

l g There are programmes in the 

~ bank to reduce stereotyping 

Managers are trained on 

I diversity management strategies 
.__-
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ECTIO~ 4: Q UALITY OF DECI ION 

To \\ hat extent do you agree ' 'itb tbe follo\\iog tatements? 
r--

Description ;\o. 
'; J -~ - ... ~ 

I 
~ Q,j - ell es '! :j e e Q 

l z !- ~ e 4l 

I When determining the cau e of a major problem, the Bank:-

I. Involves the people who are 

l directly impacted 

2. 1 Makes extensive use of external 

1 experts 

3. 1 Considers all possible causes of 

problem 

4. Provides the required resources 

Wben generating alternatives to solve problems:-

5. Brainstorming sessions occur 

during meetings 

6. Many options are generated 

7. Meaningful and reliable 

information about each option is 

-ell ell Cit ~ e Q,j 
Q 

~ 
... 

~ 
Q,j 

C£ , 

kno\vn especially on risk 
~~--------~--~----~~~~----~----+--------r-----r----~ 

A number of creative yet feasible 

l 
alternatives solutions are seriously 

considered 
---- -----r----~---r-------;-----,r---~ 

9. 
1 

There is use of historical data 

10. The bank spends resources to 

involve external experts who can 

1 
help identify possible alternatives 

Final decision and decision integration 

II. I Use of special group of employees 

1 1 and external experts with diverse 
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1 k.nO\\ ledge 

12. Make contingency plans 

13. Conduct extensive analyses that 

directly compare several 

alternatives 

14. Divergent opinions and competing 

alternatives are seriously 

considered 

I 15. Decisions are promptly 

l t implemented 

ECTION 5: ORGA.'lZA TION PERFOR.\fANCE 

Kindly answer the questions below by indicating with a tick inside the correct 

box 

I ~o. I Balanced Score Card: I -
Customer; Internal = - = Financial; .:! Ql ell t' ~ ... ~ I -ell - = "" :: a. .. ~ ~ 

Business Process; and Learning - - C£ - , 
ell 

I ~ 
= Ql = -- ~ l ell 'tl ell ~ -.a ,. 

and Growth Perspectins !i 0 0 0 - 0 ~ 

"" .. 
E- E E- ~ !- b£ 

Financial perspective 

I. Customer deposits have gro\\n 1 

faster in the last three years 

compared to other banks 

2. Return on shareholder equity has 

improved compared to 

competitors I 
Customer perspective 

3. I Our market share has cxpanded1 

the last three years 

4. l We have been able to retain our 

customers more compared to 

[ 
other banks 

r 5. Response to customer complaints 
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IS much faster compared to 

competitors 

6. Our customers are much more 

1 satisfied compared to other banks 

Internal Business processes pcrspectin 

7. 
1

1 We have an efficient and fully 

automated business process 

8. Our turnaround times on major 

banking services such as loan 

approval is much better than 

competitors 

9. Level of creativity and innovation 

of new products is high 

Learning and growth perspective 

10. I We are efficient in both external 

1 and internal communications 

11. • Our ability to attract and retain 

staff is high 

12. The level of staff satisfaction lS 

high 

I 
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SFC flO~ 6: TOP \I \ N \GF.~JENT TF AM INVOL VEI\-U:~T I DECISION MAKI G 

Please indicate (tick) information of the Top Management Team (direct reports to CEO/MD, e.g Finance Director, GM Operations etc) 

involved in decision making as outlined in the table below 

JlrOLDl R'S Gender Age bracket Yearl> ofserv1ce Years of serv1ce Highest academiC Profess1onal qualification( Functional f1cld the holder 

(b) c With thiS bank At top mgmt in this quahficauon 1fany) has most expencnce 

(d) bank (f) (g) (h) 

- (c) 

Position 
(a) 

M F 31-35 36-40 14 1-45 5 6-10 11- 15 3 14-5 6-10 Doc. Ms Bac. !CPA CPS Mcd. Eng. Fin HR Sal 1Ad 

~0 Mkg 

~ 51-55 
1--
56-60 61 ~ 16-20 21-30 30· 11 -15 16-20 21+ Dip. A-L 0- Mkg Law IIR Olh. lnf Sec Aud Cre 

L Sales Other 
50 

M F 31-35 136-40 ~ 1-45 5 6-10 11 - 15 3 ~-5 6-10 tDoc. Ms Bac. CPA CPS Med. Eng. Fin HR Sal/ fAd 

3C Mkg 

~ ~-55 '56-60 61+ 16-20 21-30 30+ 11- 15 16-20 21+ Dip. AL 0- Mkg Law IIR Oth. lnf Sec Aud ~ 
L 11Sales 

5C 
Other 

IM F 31-35 36-40 ~ 1-45 5 6- 10 11 - 15 -3 14-5 6-10 Doc. Ms Bac. k:'PA CPS Me d. Eng. Fin HR Sal/ lAd 

l1o \11kg_ 

~6 51-55 56-60 61 + 16-20 21-30 30+ 11- 15 16-20 21+ Dip. A-I 0- Mkg Law HR Oth. lnf Sec TAud 'e re 
L ''Sales !Other 

5( 
I 

M F - 3 1-35 36-40 141-45 5 6- 10 11 - 15 3 4-5 6-10 Doc .. Mts Bac. iCPA CPS IMed. Eng. Fm. jHR :sal 1A<.Im 
3( Mkg 

I·U 51-55 56-60 61 .. 16-20 21-30 30 · 11 -15 16=20" rr> ip. 
·--t- t::;-- . I 

2 1 ~ A-1 0- Mkg 1 aw rR Other In fo 

1

sec ( "d 'ere 
L Sales Other 

5C 

M F 31-35 36-40 14 1-45 5 6- 10 11- 15 -3 14-5 6-1 0 Doc .. \1s Bac. !cPA 'CPS \.1ed. Eng. Fin. HR 'Sal lAd 
~c .Mkg _ -
~6 5 1-55 56-60 61· 16-20 21-30 30+- 11-15 16-20 2 1+ D1p. A-l 0- Mkg La\\ ,IIR .Other Info ec 1Aud rc 

'-
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II011ltR'\ Gender Age bwcket Years of scrv1cc Years o f serv1ce ll1ghest acadenuc ProH:ss•ona l qut~ hlicauon( hmcuonal held the holdt"r 

(0) ( '' 11h th1s bank At top ml!llll in this qualification 1f any) has most cxpcucncc 
! d) han!. ( f) ( l') (h) 

I ,~\ 

L Sales -
- Other 
so 

IMF 31-35 36-40 ~1-45 5 6-10 11-15 3 ~-5 6-10 Doc. Ms Bac. ~PA CPS Med. Eng. Ftn HR Sal/ Ad 

~0 Mkg 

- - - 1-

46 51-55 56-60 61+ 16-20 21-30 30+ I 1-15 16-20 211 D1p. A-L 0- Mkg Law JIR Oth. lnf Sec Aud Cre 
L Sales Other 

50 

~ IF ~ 1-35 36-40 ~1-45 5 6-10 11-15 3 14-5 6-10 Doc. Ms Bac. CPA CPS Me d. Eng. Fin HR Sal/ Ad 
pc Mkg 

~ 51-55 56-60 61+ 16-20 21-30 30+ 11-15 16-20 21+ D1p. A-L 0- Mkg Law II R Oth. lnf Sec Aud Cre 
L 1'Salcs Other 

50 
~F ~ l-35 36-40 ~1-45 5 6-10 11-1 5 3 14-5 6-10 Doc. ~s Bac. ~PA K:PS Med. Eng. Fin HR Sal/ Ad 

[Jo Mkg 

~6 51-55 r56-60 61+ 16-20 ll-30 30t 11 - 15 16-20 21+ Dip. A-L 0- Mkg Law II R Oth. lnf Sec Aud_ Crc 
L Sales Other 

50 

ICEO/MD [M F 
:'llATIO LJT Kenyan non Kenyan Afncan European Asian Other: (speer fy) 
y 

ooTHANK YOU VERY MUCH FORT AKING TIME TO ANSWER THE QUESTIONS. ALL INFORMATION WILL BE TREATED WITH ULTIMOST CONFIDENTIALITY eo 

Means 

Doc- Docto1 

Ms- Masters 

Sac-Bachelors 

Dip-Diploma 

A-L- A Levels 

Mcd- Medical 

Mkg- Marketing 

l::.ng- Engineering 

HR- Human Resources 

Fin- Finance 

Ad- Administration In f.- Information &Operations 

Cre-Credit 

Aud-Audit 

Sec- Security &Fraud 

0-L- 0 Levels 
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Appendix JY: Commercial Banks in K enya 

1 ABC Bank 

2 Bank of Africa 

3. Bank of Baroda 

4. Bank of India 

5. Barclays Bank of Kenya 

6. CFC-Stanbic Bank 

7. Chase Bank 

8. Citibank N.A 

9. City Finance Bank 

10. Commercial Bank of Africa 

11 . Credit Bank 

12 Consolidated Bank 

13. Co-operative Bank of Kenya 

14. Development Bank of Kenya 

I 5. Diamond Trust 

16. Dubai Bank 

17 Eco Bank 

18. Equatorial Commercial Bank 

19. EqUity Bank 

20. Family Finance Bank 

21. Fidelity Commercial Bank 

22. Fina Bank 

23. First Community Bank 

2-t Giro Commercial Bank 

25. Guardian Bank 

26 Gulf African Bank 

'27. Hab1b A.G Zurich 

28. Habib Bank Ltd 

29. HFCK 

30. 1&\11 Bank 
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3 I. Imperial Bank 

32 Kenya Commercial B ank 

3"' K-Rep Bank 

3.. \1Jddle East Bank 

35 ational Bank of Kenya 

36. ~IC Bank 

3- Oriental Commercia l Bank 

3 Paramount Bank 

3 9 Prime Bank 

40 Standard Chartered B ank 

4 I Southern Credit Bank 

4 2. Trans-National Bank 

4 ~. Victoria Commercia l Bank 

Source: Central Bank of Kenya Annual Report, 2010 
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ndi \ ·: Reliability and validity testing 

Cronb.1ch's a (alpha) test- All Variables 

Item-Total Statistics 

OlTCCted ron bach' 

1f Item anance Alpha 1f 

Deleted 1fltem urrelation orrelauon Item 

Deleted elctcd 

184.55 57.318 446 .896 

:n;>loyees have strong emotional bonds to the bank 184.70 53 218 492 .895 

\~·one beheves that he or she has a positive impact 184.61 52.809 576 894 

184.45 56.756 .438 896 

relies on honzontal coordination rather than hierarchy 184.88 53.o.n 480 .895 

earns are the primary building blocks of the bank 184.55 57.881 369 .896 

ank IS continually improving compared to competitors 184.45 .570 894 

ank contmuously invests in development of employees skills 184.42 49.752 646 893 

op management capacity IS an important source of 
184.39 54.996 .5\5 .895 

op mgmt supports recruitment of di verse employees 184.36 .442 .896 

are dJVerse employees in the bank 184.45 58.568 m .897 

ob advens aim at attracting diverse applicants 184.67 53.604 .492 .895 

erformance evaluations focus on performance, not 
184.27 58.705 .380 .896 

everal dtverse employees are at the top of the organization 184.79 55.485 .898 

mployees are encouraged to be sens1twe to colleagues from 
184.76 56.064 .393 .896 

bank has policies to attract and retain diverse employees 184.61 57.309 355 896 

e are programmes in the bank to reduce stereotyping 185. 12 50.610 .529 894 

1anagers are trained on diversity management strategies 185.39 55.684 .897 

volves the people who are directly impacted 184.39 59.559 .898 

fakes extensive use of external experts 186.18 52.466 .477 .895 

-Ons1ders all possible causes of problem 184.61 50.246 654 .893 
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I 4 64 0.364 623 893 

onnu I! e:-.,JOns occur dunng meetings IS4J9 351 97 

184 67 891) 

J~gful and rehable information about each option IS 

184 58 '52 627 530 894 

)~U\e )Ct feasible altematwes solutiOns are senous1> 
184.70 56 405 330 897 

184.88 50.235 514 894 

bank spends resources to involve external experts 185 64 54.864 898 

se "specml group of employees and external experts with 
185 30 251 280 367 897 

184 82 56.716 436 896 

~ondact extens1ve analyses that d1rectly compare several 
18491 56.585 345 896 

n~ent opmions and competmg alternatives are seriously 
184.79 257.860 353 896 

ts1ons are promptly implemented 184.82 252 716 .487 895 

ust mer depostts have grown faster in the last three years 
184.88 55 110 351 896 

erurn on shareholder eqUity has 1mprovcd compared to 
185.18 43.341 6J5 892 

larket share has expanded in the last three years 184.85 901 

etentton of customers is more compared to other banks 184.88 55.547 374 896 

espvnse to customer complaints IS much faster compared to 
184 76 58.377 341 897 

ustomers are much more satisfied compared to other banks 184 70 57 343 .362 896 

ffic1ent and fully automated busmess process 184 79 52.235 sss 894 

urnaround umes on maJor bankmg services such as loan 
184.94 61.996 899 

pproval IS much better than competitors 

Le,·el of creat1vtty and mnovation of new products is high 184.97 44.843 690 892 

ffic. ency m both external and internal communications 184.91 52 710 551 894 

\hthty to attract and retain staff IS htgh 18491 47210 647 893 
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1 of tatT ·atisfaction is high 

Ul customer deposit 

on a\erage assets 

5.06 

185.33 

185.24 

184.06 

S95 

899 

902 

909 

The lest for reliability on 48 items provided a Cronbach's alpha based on standardized items of 

.916. an excellent figure for reliability (Field, 2009). On the individual items (factors), all those 

that ;cored below .3 in the corrected item-total correlation were dropped as they are satd not to 

be correlatmg with the final score. No items were found to have values that were substantially 

greater than the overall alpha of .916. 
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'PJ'tOdix \ 1: Factor extraction of Main Factor s 

Rtf.i1bilit\ Statistics 

~I • h's \lpha ~ronbach's Alpha Based on tNo of Items 

~tandardized Items 

S61 .832 ~0 

Ite~ Total Statistics 

Scale Mean if ~calc Vanance ~orrectcd f:)quared lcronbach's 

Item Deleted if Item Deleted Item-Total Multtple Alpha trltcm 

k:'orrclauon torrelatton Deleted 

Empowerment 128.7777 148.753 .603 .917 .847 

T earn onentatlOn 128.7132 153.232 .593 .892 .849 

~apabthty development 128.1971 141.478 .662 .862 .844 

Recnntment and outreach 132.7132 154.273 .656 .90 1 .847 

Valu_'lg cilverstty 132.7454 158.801 .56 1 .824 .851 

Pohctes and programmes 133.3906 154.561 .555 .823 .850 

Petermining the cause of a maJor problems 134.3906 151.525 .658 .848 .846 

Gene · eraung alternatives to solve problems 128.5519 150.981 .471 .756 .854 

r : mal dectston and dectston mtegratmg 125.4229 144.870 .508 .720 .855 

~"inanCial perspectaves 133.7132 151.061 .464 .678 .855 

rustomer perspecttves 129.1 971 154.578 .403 .808 .858 

1nternal busmess process 133.3906 145.514 .765 .88 1 .840 

11-eanung and growth 129.7132 141.624 .7 18 .756 .841 

c\ge Dtvers tty 139.8955 172.490 .072 .734 .863 

~en~.:.re d1verstty m bank servtce 140.2229 170.303 .165 .8 16 .862 

\cadcnllc davers1ty 140.4142 172.375 .090 .737 .863 

Professional quahficat10ns dtverstty 140.5429 173.461 .052 .8 15 .863 

uncuonal backgrounds dtversaty 140.4492 173.215 .105 .795 .863 

Gender Diversity 140.5062 172.806 .157 .58 1 .862 

Ten~e dJVerstty at top management 139.9578 172.444 .081 .823 .863 
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·rotS registered reasonable score of if Item Deleted of maximum .863, not higher than the 

ccatCtl\e alpha of .861, showing that deleting the factors would not stgm ficantly mcreases the 

·tity of the data. All factors registered excellent Cronbach's Alpha if tlern-delcted scores of 

ibm"e s. 

Apptndix VII: Communalities 

nitial Extraction 

~arc:1non is wtdely shared 1.000 .853 

:::mployees have strong emottonal bonds to the bank 1.000 .926 

'n} ne beheves that he or she has a posttive impact 1.000 .898 

Tomng in the bank ts hke being in a team 1.000 783 

~relies on horizontal coordination rather than hierarchy 1.000 .922 

.earns are the primary bwldmg blocks of the bank 1.000 .792 

Bmk lS continually tmprovmg compared to compentors 1.000 .930 

Blnk continuously mvests m development of employees skills 1.000 .888 

top management capac tty ts an tmportant source of competitive advantage I 000 .868 

top mgmt supports recnutment of dtverse employees I 000 .860 

1ob ad\erts aim at attractmg dtverse applicants 1.000 .797 

rerfonnance evaluallO!lS focus on performance, not personality 1000 .8 18 

mployees are encouraged to be sensitive to colleagues from diverse backgrounds 1.000 .865 

The bank has pohctes to attract and retam diverse employees 1.000 .892 

~ere are programmes in the bank to reduce stereotyping 1.000 .760 

lakes extenst\e use of external experts 1.000 .882 

~onsiders aU posstble causes of problem 1.000 .879 

~0\1des the reqwred resources 1.000 .878 

Braln$tonning sesstons occur during meetmgs 1.000 .921 

:\feamngful and reliable information about each option is kno\\11 1.000 .914 

':reanve yet feastble altemattves solutions are senously considered 1.000 .893 

[Thtre 1S use ofhistoncal data 1.000 .831 

r-:~ ~ spec1al group of employees and external experts with diverse knowledge 1.000 .920 

~fake contingency plans 1.000 .870 
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~amve analyses that directly compare several alternatives 

nt opmions and competmg alternatives are seriously constdered 

m promptly implemented 

•--...-deposns have gro .. m faster in the last three years compared to other banks 

en shareholder equtty has tmproved compared to competitors 

co customer complamts IS much faster compared to competitors 

\"el of creativity and innovalton of new products ts high 

tTJCJet~Cy in both external and internal communicattons 

le\"el of staff sattsfactton IS htgh 

~ D1vers1ty 

rofesstonal qualifications divers tty 
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1000 .943 

1.000 .839 

1.000 95S 

1.000 910 

1.000 .840 

I 000 .889 

1.000 .89 1 

1.000 826 

1.000 803 

1.000 .846 

1.000 .784 

1.000 .843 

1.000 .836 

1.000 .765 

1.000 .812 

1.000 .884 

I 000 .825 

I 000 .912 

1.000 .8 16 

1.000 .862 



ppendh \Ill: Component Matrix 

F \CTOR.<., 
Component 

I 7 J 4 5 6 7 8 9 10 
.......,. ............. r:s "'ide!) shared 

~) ~us ba\'C strong emotional bonds to the bank 
4 :>CI)U~C behevcs that he or she l'lti a P<J$111\C i~act m ·:.~ 1he bank tS hkc bemg m a team 

400 ~ rtba on horizonllll coordmauon rather than hierarchy 
490 "'u:ns are tbe pnm:a.') bulldmg bloch of the bank 
393 3d 15 COII!InWilly 1mpro,mg COrnplii'Cd to compentors 602 

Bd: contmuously In\ ests m de\ elopment of employees sk1lls 728 
' Te~p m:c::zgemc:nt capacity ban II'TlJ>OTUnt •ourcc of compcnuvc advantage 575 
:~ mgnu supports recnntment of da,c:rse c:mployees 

529 f~ ld\'nts 11m at attracung d1"c:rsc applicant:. 
585 , ~- .. -·-c"aluaaons foe~ on performance, not personality 464 

tEq,loyccs a:e encouraged to be •ens1t1ve to colleague:. from davc:rsc 
462 ~ 

The ank has pohc1c:s to attract and rctam d1vc:r;c employees 443 
~ II'C programmes 1n lhc bank to reduce stercot>'P'"& 622 
~ e\tc:rul\ e use of e~temal ex pen. 

.523 
:a:s;dcr; all poss1ble c.._.es o problem 

.765 ?n:l\ides the rcqum:d rc ources 
.713 3ro>IOrTillr!g sessiClllS o..:cur d 1nng meet ng:; 458 

MCilllllgiUI and rehable mfonnauon about each opl:lon 1s known 597 
•Ja!ne >~ fea.:.1ble altcMall\~ oluiJo· 'are 'lenousl> cons1dercd 45 
~ 15 use ofhiSt(lrical data 

.5711 
~lise of spc:c1al group of cmplo~c:· and C:litemal experb ~1th di\CI'SC 
ltnolo1edge 468 

~ contmgmc:y plan5 
.396 

":"OIIduct extensave analy~es that darcctly compare several alternatives 356 
:>.v~t opm1ons and C• •mpcbng altemauves are senou~ly cons1dered 319 
Dttuxms arc promptly lmolemented 469 
:at«xr deposit:. have grown fa..ter m the la:.t three year.. colll'ared to 

.247 lthabank> 

~on shareholder cquuy ha$ 1mpro' ed compared to co~btors .599 
~ of customeTS is more compared to olhcr banks .755 

-r to customer complamb IS much faster compared to compelltors 601 
:::"ustamers arc much more sallslic:d compared to other banks 603 

Br;;:xnt and fully automated busmess process .649 
J..e,-eJofcreamaty and mnovauon ofne~ product.s is h1gh .764 
UfiCICilcy 111 both external and llltemal commumcauon~ 

588 \b11t)' to altnM:t and rctaan sta.JT 1s hagh 
677 iThe k\ dol staff sallsfacuon IS h1gh 
451 

Extraction Method: Principal Component Analysts. a. l 0 components extracted. 
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Table A 1: Correlations of factors of TMT Diversit) and factor of Organization 
Performance (four perspectives of the balanced core card) 

~ender \gc enure If enure \cadcmu: ~fCSSIOI\:1( uncuonal manc~al r.ustomer ntcmal 
Pi\CI'Sity pi\CI'SII) ~1\'ei'Sity ~1\CI'Slty ~hcrslt) ~uahfications ~1\CI'SIIY ~incss 

n balll top mgt ~l\CfSity process 
en tee 

~~arson 
~ 

orrelati I 

'-mit) on 
Stg. (2 
tat led) 

l~ge ~~ar on 
orrclati .090 I 

ion 
Dncl'Slty ~tg. (2 

.638 I tailed) 

~ ~ ..... , .528"" enure in Correlati .263 1 
'et'Stty 1 lon 

~ig. (2 
160 .003 ~ce :tatled) 

~ rPearson E ;ty ••lcorretab .117 566 •• 515 .. 1 
lon 

geme ~tg. (2"1.
537 001 004 l'li :tatled~ 

1 
Pearson 

~ ad . Corrclati .I 00 368. 403. 297 I 
c e_nuc ~n 

~et'Sity . 
Stg. (2 598 046 027 I ll tatted) · 

1 • ,)>earson 

~;
0

~t tl 186 .036 .204 .192 161 l orre a 1 

ion tcatlo 
2 ersit; ~tg. ( 325 .850 .278 310 .395 :tailed) 

I tearson 
funcuonal Correlati 258 .149 .157 .167 .161 .616" I 
backgroundon 
IS di"ersity iSig. (2 

169 .433 .407 379 394 000 tailed) 

~earson 
.205 .149 ,070 ,.058 .165 .262 .092 I . a1 Correlati 

manct 1 
. jon perspect1 ve . 

- . ~lg. (2 276 
433 714 761 385 162 ~629 ~tled) · 

~ ~ ..... , ' Correlati .058 .102 .012 .221 .164 .048 r231 
433. II UStoiD~T jon 

J~CTSpeCttve Stg. (2 
762 .591 951 241 .387 802 ,220 012 [ ;r.atled) 

~Tnal !Pearson 

[tot ~us mess ~orrelati .057 . I 17 .020 r.349 070 r29l .323 330 I 
i!ocess ion 
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~1£. (217~ 
[!ailed) 

537 915 059 713 119 594 066 061 

!Pearson 
~~ ~mlau •.282 .119 .250 .180 212 .202 .076 504"" 552 •• so5·· 1 

Dt on 
~ gt'O\\ th - (2 Slg "' 131 531 .183 342 .260 285 691 .003 001 003 ta1led) 1 
• •. Correlation IS si~ruficant at the 0.01 le\'el (2-tailed . 
•. Correlauon is sigruficant at the 0.05 level (2-talled). 

From the results m Table A 1, the factors which make up Top Management Team diversity and 

organizatton performance have no significant correlation. Interestingly, most of the factors 

making up the TMT diversity have a negative correlation with the factors making up the four 

perspectives of organization performance under study, namely financial, customer, internal 

busmess processes and learning and growth. Notably, gender and all the factors of organization 

performance correlated negatively though insignificantly with financial (r = -.205), customer (r = 
-.058), internal business processes (r = -.057) and learning and growth (r = -.282). Age also 

correlated negatively but insignificantly with all the four perspective of organization 

performance with financial (r = -.149), customer (r = -.1 02), internal business processes (r = -
.117) and learning and growth (r = -.119). 
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Table l\ 2: Correlation Summary results ofTMT Dh-er it) and Organization Performance 

,.ThH fac:ors Correlation Financial Customer ' Internal I Learning 
perspectives perspectives business and growth 

process -
f&.·der Pearson -.205 -.058 -.057 -.282 

I Correlation 
fAge Pearson 

-.149 -.102 -.117 -.119 

~ Correlation 

'T ure in 
Pearson 

.070 
-.012 -.020 .250 

ba~l. sen tee Correlation 
! r t:Jure at the Pearson -.221 -.349 -.180 
top Correlation .058 
Management 
Academic Pearson 

-.165 
-.164 .070 .212 

I qualifications Correlation I Professional Pearson 
-.262 

-.048 .291 -.202 
Qualifications Correlation I Functional Pearson -.092 

.231 .1 01 -.076 
qualifications J Correlation 

From Table A 2, customer perspective had an insignificant negative relationship with all the 

factors of TMT diversity under study except functional background. Functional background 

correlated with the customer perspective insignificantly at r = .23 1. Past studies have indicated 

lhat customers look at themselves and identify with organizations with employees who look 

similar to them. The financial perspective bad a negative correlation with gender, age, academic 

quahfications, professional qualifications and functional back ground. The learning and growth 

perspecttve was not very different from the other factors making up organization perfonnance. 

Th1s pe rspective correlated negatively with gender, age, academic qualifications, professional 

qualifications and functional back ground. Positive relatiOnship was noted between learning and 

growth and tenure at the bank and academic qualifications. 
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I able \ 3: Correlation of factors of T:MT Diversit) and factors of Qualit) of Decisions 

- a-. - Corrr lations of factors ofT\1T Dhersit' a-;;i factors (;fqualit~ of~ns 
Gender !\gc h·nure rrenun: ~cadcma. Profc,.tonal uncuonal lktc.:rmtmna icncratms ·tnal 
Oi\crsil) PJ~mtt) dt\CI"''tl)-f_'\ cnmy at ill\rnlly ~~ahfiCllllonsl!acqroun<b lllc cause of llltemaii\CS ~CCISIOI'I 

n b:ank ~P ~hersuy dt\mtty ~ ITIIJor ~ sohc !mel 
~·ice r-nagcm:nt problc~ problems ~ectSton 

~~alder 
)J\CPill) 

!Pearson 1 r.orrelauon 
r:>•g P· 
at led) 

Pc:~rwn .090 
\ D torrelauon 

gc: J\ Cl"''lt (2 
;stg - 638 

Tenure 
~1\CfSity In 

~anli: SC:f\lCC 

l.atlcd) 
Pearson .,

63 r-orrelauont"·-' 
~1!-l (2-
a!lcd) 

160 

ntcgrauon 

528"" I 

003 

tfcnure Pc:ar<:.on . . II? 
UI\CI"''IIY at Et:..::•o.:..:rr-=,el:.::an::.:o::.:n+----i---t----il-----1----t-----t----t-----t----+------i top ~1g (2-

566"" 515"" I 

;nanagement atlcd) 537 001 004 

:Pearson 1 00 iAcaderruc k:orrelauon · 
~1\CfSity ~I!! (2-

598 at led) 

368" 403" 297 I 

046 027 Ill 

~.. :P carson tt-r rcss1onal . 1 186 _ ..._orre auon Rll IIC3l·>n5~1g (2-
u •. erstt) at led) 325 

036 204 .192 

850 278 310 

161 I 

395 

~ 
~carson uncuonal lr. 1 258 

d nds 
1'-orre anon a grou ~c 2 

(11\CfSII} !'-'~~~) - 169 

149 .157 .167 

433 407 379 

161 616"" 

394 000 

Dctcrmmmg !Pearson 
he ,ause of a lrorrelanon 215 . I ll ·317 .193 .011 .042 .097 

;naJor ~1g. (2-
253 560 088 307 954 l826 611 ~oblcms at!ed) 

~~;:~~!tot~~~·~~~~~~~~J~o~n_o_o_o __ +o_2_3_+-o8_9 __ 4-.l_5_9 ___ ~---+----+·-19_4 __ ,·_4_5o_·_· __ -rl---~r---_, 
jso \C ~1g (2-

.122 229 

~roblems at!ed) I.OOO 902 641 400 519 224 304 009 
i Pearson 

068 132 384" 093 378" 036 081 566"' 413" r lr J dcct,lllO r. I orre auon und deCISIOn I!:S~IIg!.! . .:::(2::::_~:j-----i-----t---l-------t-----t------t-------t------t-----t------1 ~m,.:rauon latled) 720 486 036 624 670 001 017 039 852 

t_• Correlatton IS sigrnficant at the 0.01 level (2-ta•led). 
t_s·orrelauon ts stgruficant at the 0.05 level 2-ta•led). 
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1 able \ ~: 

,...-

Correlations of factor of Quality of Decisions and factor of Organization 
Performance 

Fmal 

Oetenmmng Generating deciSIOn 

Internal Learning the cause r lternabves and 

Financial Customer business and of a major to solve decisiOn 

perspective perspective I process growth problems problems integratlng 

Fmancial Pearson 1 
j 

I perspectiVe Correlation 

f-
Sig. (2-tailed) I 

Customer Pearson .433 1 

!perspective Correlation I 

Sig (2-tailed) .012 I 
Internal bus1ness Pearson .323 .330 1 

process Correlation 

Sig (2-tailed) .066 .061 

Leammg and Pearson . 504''1 .552 - .505 
.. 

1 

growth Correlation 

Sig. (2-tailed) .003 .001 .003 
I--

Determinmg the Pearson .335 .230 . 650 
.. 

.625 
. . 

1 

cause of a major Correlation 

prot>:ems Sig. (2-tailed) .056 .198
1 

.000 .000 
I .. .. 

Generating Pearson .149 .253 .575 .319 .450 1 

alternatives to Correlation 
--

solve problems Sig. (2-tailed) .407 .155 .000 .071 .009 1---

. 2391 

. 
.070 .379 .457 

.. 
.566 

.. 
.413 1 Final dec1s•on Pearson 

and decision Correlation I 
mtegrating Sig (2-tailed) .701 .181 ( .030 .008 .001 .017 

•. Correlation is significant at the 0.051evel (2-tailed). 

••. Correlation is significant at the 0.01 level {2-tailed). 
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I 

T able 5: Correlation summa11 results behHen Qualit) of Decision and Organization 
performa nce 

Performance Correlation Determinmg I Final 

pt:"spect \CS the cause of a Generating decisiOn and 
major alternatives to dec1sion 

problems solve problems integrating 
F nancial Pearson 

Correlation .335 .149 .070 

Customer Pearson 
I Correlation .230 

.253 .239 

1 Internal I Pearson 

Business 
Correlation 

.65o·· .575 .. .379* 

processes I 
Learning and I Pearson 

1 gr0\\1b 
Correlation 

.625 •• . 319 .457 •• 

I I I 
* Correlation IS S1gn1 ftcant at the 0.05 level (2-taJled) 

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

As shown Table A 5, some factors which make up quality of decisions and organization 

perfonnance have statistically significant relationship at 99% and 95% cor.fidence levels. The 

study shows that the highest correlation is between a factor of quality decisions (detcm1ining the 

cause of a major problems) and another of organization performance, (internal business 

processes) at r == 0.650, p<O.OOI. This can be interpreted to mean that when the TMT take time to 

extensi\ely determine the cause of a problem, they end up with high innovation and creativity, 

auwmat10n and htgh turnaround time of major services within the banks. From the correlation 

analysis. we can conclude that quality of decisions has the strongest impact on the internal 

busmess processes which includes creativity and innovation, automation and turnaround time. 
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Tablt A 6: Correlations results of factors making up TMT Diversity 

Gender lAse If enure Tenure IAcaderruc Professional Functional 
Dtverstty piverstty ~tverstty diversaty at ~iversaty qualifications backgrounds 

I nbank op diverstty diversity 
servtce nunagement 

bender 
Pearson 

I 
Corre1allon 

Dtversuy :Sig. (2-

I taded) 
I Pearson 

.090 I 
Corre1allon 

~ge Dtversity 
IS•S· (2-
~•led) 

638 

Tenure 
:Pearson 

. 263 528 •• I ~orrelat:Jon dtverslly 10 
IStg. (2-,:mk. service 
~iled) 

160 003 

Tenure 
Pearson 

.117 S66 .. lS .. 1 Correlation 
dtversll} at top 

~·&· (2-management 
tailed) 537 001 004 

~cadenuc :Pearson 
. 100 .368" 403. 297 1 ~orrelation 

dtverstty Sig. (2-
598 .046 027 .1 11 tailed) 

!Profess tonal 
Pearson 

186 036 .204 .192 161 I (;orre1ation 
quahficallons 

Stg. (2-dl\·erstty 
ailed) 

325 850 278 310 395 

Functtonal 
Pearson 

258 149 .157 .167 161 616 .. I 
~orrelation backgrounds 
Stg. (2-dtverslly 
tailed} 169 433 407 379 394 000 

~ ·· Correia lion is significant at the 0.01 level (2-tailed). 
• Correlation is Significant at the 0.05 level (2-tai1ed). 

Correlation analysis for the main variables determined the type and strength of relationships if 

any, existing between the various factors making up the variables. The results indicate different 

magmtudes and directions for the relationships between various factors making up Top 

Management Team diversity. It was noted that there is a statistically significant relationship 

between functional background diversity and professional qualifications with r = .6 16 at p< 0.01. 

Age diversity and tenure diversity at top management had r=0.566 at p< 0.01 and age diversity 

and tenure diversity at the bank with r = .528 at p = 0.01. Age diversity and academic diversity 

also have a positive correlation with r = 0.368and p< 0.05 while tenure diversity in bank service 

and academic diversity are also significantly correlated with r=0.403 and p< 0.05. 
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\loderating \'ariables (Involvement Culture and Diversity 1anagemeot trategies) 

The moderating variables in the study are involvement culture and dtversity management 

strategies. The factors making up involvement culture are empowennent, team onentation and 

capac1ty development wh1le diversity management strateg~es 1s made up of recruitment and 

outreach, valumg diversity and polic1es and programmes. A Pearson Correlation analysis was 

undertaken to find out the relationship between the factors making up the two moderating 

\ ariables as shown below 
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Table A.7: Correlation aoalvsis results of Involvement Culture and Oi\.ersin 
Management Str~tegies · 

Empowerment Team ~apabiluy ;Recruitment 'valuing Policie~ and 
orientation ~evelopment lmd outreach ~versity programmes 

Pearson 
I 

lt' mpowerment 
Correlation 
Sig. (2 
at led) 

Pearson S15n 1 
Team onentation 

Correlation 
Stg. (2 002 

I tailed) 

I Pearson 342 S46n I 
~apabthry Correlation 
~e\'elopment Stg. (2 051 .001 ailed) 

!Pearson 294 485~· 618 •• 1 Recruitment and !correlation 
~utreach :Stg. (2 .096 004 000 lalled) 

1\.aluing 
!Pearson 446~ 115 427. 374. I 
~orrelat1on 

dtversny Stg. (2 009 .522 013 .032 ailed) 
IPearson 

.433" 265 549 •• p i S 592 •• I Policies and Correia non 
programmes Stg. (2~012 136 001 074 000 [ tat led) 

•• Correlation lS stgmficant at the 0.01 level (2-tailed). 
• Correlation ts signtficant at the 0.05 level (2-tailed). 

Table A. 7 shows that there exists a statisticaJly significant relationship between capacity 

development and recruitment and outreach with r = 0.618 and p <0.01. It was also noted that 

there is a correlation between empowerment and Team orientation with r = 0.515 and p < 0.01, 

team orientation and capability development with r = 0.546and p < 0.01, team orientation and 

recruttment and outreach with r ;:_. 0.485and p < 0.0 l and valuing diversity and empowerment 

"ith r = 0.446and p < 0.05. 

Other positive correlations exist between, policies and programmes and empowerment with r = 
0.433and p < 0.05, policies and programmes and capability development with r = 0.549and p < 

0.0 1 and policies and programmes and valuing diversity with r = 0.592and p < 0.01. The lowest 

correlation is between team orientation and valuing diversity with r = 0.1 15, which was not 

s1gni ficant. 
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fable A 8: Correlations results of factors making up Quality of Deci ions 

;Empowerment [ream Capabtlity !Recruitment ~Valuing IPolici~ and 
l brientation de,elopment land outreach diVers ltv l>ro£rammes 
l Pearson 

1 Correlation mpowennent 
~·g. {2 
~tied) 

!Pearson 515". I 
~·earn onentauon 

torrelation 
Stg. {2 
at led) 002 

Pearson 
342 546 •• I Capabthry Correlation 

Jevelopment Stg. {2 
.051 .001 atled) 

!Pearson 
294 485 •• 618 •• I Recruirment and Correlation 

rutreacb ~·g. (2 
096 004 .000 ~•led) 

Pearson 446 •• . 1 15 .427. .374 • I \'aluing ~orrelation 
l:hverslty ~.g. (2 

009 522 013 032 a1led) 
Pearson 

433" .265 .549 •• 3 15 .5n·· 1 Policies and Correlation 
programmes Stg. (2 

012 .136 001 074 (l00 I tat led) 
•• Correlation is sfgniifcant at the 0.0 I level T2-tailed). 

I •. Correlanon tS significant at the 0.05 level_(2-tailed). 

Table A 8 above shows that there exists a statistically significant relationship between capacity 

development and recruitment and outreach with r = 0.618 at p <0.0 1. It was also noted that there 

1s a correlation between empowerment and Team orientation with r = 0.515 at p < 0.01, team 

onentation and capability development with r = 0.546 at p < 0.01, team orientation and 

recruitment and outreach with r = 0.485 at p < 0.01 and valuing diversity and empowerment with 

r = 0.446 at p < 0.05. 

Other positive correlations exist between, policies and programmes and empowerment with r = 
0 433 at p < 0.05, policies and programmes and capability development with r = 0.549 at p < 

0.0 1 and policies and programmes and valuing diversity with r = 0.592 at p < 0.01. The lowest 

correlation is between team orientation and valuing diversity with r = 0.115, which was not 

significant. 
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Organization performance 

ne broad dependent variable in the study is organization performance which is modeled on the 

·our main perspectives of a Balanced scorecard, namely financial , customer, internal business 

processes and learning and growth. The resu lts on the analysis are below 

Table A 9: Correlations results of factors making up OP 

Financial Customer Internal Learning and 
perspectives l>erspectt ves ~us mess ~owth 

process 

;Fmanctal perspectives 
!Pearson Correlation 1 
IStg. (2-tatled) 

Customer perspectives 
Pearson CorrelatiOn .433. I 
$ tg. (2-tatled) .012 

~ntemal busmess process 
Pearson CorrelatiOn .323 ,.330 I 
$ tg. (2-tatled) .066 061 

~ eammg and growth 
Pearson Correlation 504 •• ss2·· ~sos·· I 

Stg. (2-tatled) .003 .001 .003 
•. Correlation ts sigruficant at the 0.05 level (2-tailed). 
••. Correlation is sigmficant at the 0.01 level (2-tailed). 

It was noted from Table A 9 that learning and growth bas a significant relationship with the other 

factors of performance, namely, financial perspectives with r = 0.504 at p < 0 .0 1, customer 

perspectives with r = 0.552 at p < 0.01 and finally, Internal business process with r = 0.505 at p < 

0.01. There also exists a significant relationship between financial perspective and customer 

perspective with r = .433 at p < .05. T he least relationship among the performance factors is 

between financial perspective and internal business processes with r = .323. 

Customer perspective of performance is also highly correlated with financial performance 

meanmg that a happy customer results to better financial performance for the bank. Interestingly, 

the interna l business processes which is composed of automated business processes, turnaround 

ttme and creati vity and innovation have no statistically significant correlation with the financial 

and customer perspective. 
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Table .\ 10: Correlations results of factors making up Organization Performance and 
Moderating Variables 

lornlatlUJ 
CuStomer ntemal ~Learnt Financial [Empo"erme ~c-.un 1'-apabtlny Reeruitm [Valutng ,ohcie) an~ 

bustncss rg and perspectiVe~~ ~mentation ~evelopment nt nne: ~ivcrslly programmes 
process l&r_owth put reach 

!Pearson 

ustoma ~orrdauo I 

pcrspcct~C 
~ 

IS•& (2 
Uiledl 
Pearson 

~::lmlal rom~auo 330 I 
~) ~ 
Jwcc:.> ~·· (2 061 

~·led) 
Pearson 

carmng anc rorrclauo 552'' 505'' I 

powth 

~·· (2 003 
~·led) 

001 

Pearson 

~,., rorrcJauo 433' 323 504" I 

"' 
pccii\C 

~ia (2 
Ita tied) 

012 066 003 

Pearson 

;ntpOV.cmiCII 
lr-orreJauo 445~ ~84· 413' 458" I 
n 
S•a (2 010 027 017 007 
~iled) 

Pearson 
lr-orrclauo 239 634" 342 262 SIS" I ream 

"' pncntauon 
IS•a (2 002 
Ia tied} 

181 000 052 141 

Pearson 
rorrcJauo 153 601" fs47" 485" 342 546" I apab•ht\ 

"' ~elop~t r>•a (2 397 000 001 004 051 001 Ita tied) 
Pea~n 

lrorrclauo 104 649" 433' 350' 294 48s'' 618" I 
!Rc.:nutmcnt 

"' ~d outrca'h 
l$ig (2 
~tied) 

563 000 012 046 096 004 000 

~ alumg 

!Pearson 
'orrclat•o 039 413' 325 251 446" 115 427' 374' I 

"' r \C:r.toty ~lg. (2 828 017 065 ISS 009 522 013 032 
lailedl 
Pearson 

592" ~"-orrdatio 024 ~27" 346' 216 433' 265 549- 315 I Pohcu:<> anc 
~ progralllme'> IS•a (2 048 228 012 136 001 .074 000 
~tied~ 

894 002 

~· Corrdauon 15 s~tftCIIlt at the O.QJ level (2·tatlcd_l 
ie Correlauon tS sigrnlicant at the 0.05 level (2·UIIIc:dl 
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-\s per the results of Table A 10 above, empowerment has a positive correlation with all the 
~rspectives of performance namely, customer with r • 0.445 at p < 0.01, mtema1 bus mess\\ llh r 

= 0.384 at p < 0.05, learning and growth with r = 0.413 at p < 0.05 and financial with r = 0.458 at 

p < 0.01. The highest correlation is between Team orientation and mtemal business processes 
"hich IS very significant with r = 0.634 at p < 0.01. Capability development also has a 
statistically significant relationship with three of the perspectives of performance namely, 

ntemal processes with r = 0.601 at p < 0.01, customer with r = 0.547 at p < 0.01 and financial 
\\l lh r = 0.485 at p < 0.01. Recruitment and outreach also has a significant relationship with three 
ofthe factors of performance, namely, internal processes with r = 0.649 and p < 0 .01, customer 
perspective with r = 0.433 at p < 0.05 and financial perspective with r = 0.350 at p <0.05. 
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lable \ 11: Regression Results for Tl\lT Dhersit} on Organization Performance 

Model Summa_~ 

Model R R Square I Adjusted R Std. Error Cha_!lg_e Statistics Durbin-

Square of the R Square F Change Slg . F Watson 

Estimate Chai}Qe Chal'lQe 

.285 

1 .100' .010 -.025 4 .87678 .010 

I 
.598 1.990 

a. PrediCtors (Constant). TOP MANAGEMENT TEAM DIVERSITY 

b Dependent Variable: OVERAU ORGANIZATION PERFORMANCE 

Model Unstandardlzed Coefficients Standardized t Sig. 
Coefficients 

I B Std. Error Beta 
(Constant) 40.700 4.750 8.569 .000 
Gender Diversity -7.498 7.444 -.206 -1 .007 .325 
Age Diversity -2.337 2.863 -.216 -.816 .423 
Tenure diversity in bank 2.333 2.016 .300 1.157 .260 service 

1 Tenure diversity at top 
manaqement 

-2.716 2.657 -.260 -1.022 .318 

Academic diversity -.180 2.339 -.017 -.077 .939 
Professional qualifiCations 

-5.504 7.456 -.184 -.738 .468 diversity 
Functional backgrounds 

7.188 I 7.368 .252 .976 .340 diversity 
a Dependent Variable: OVERALL ORGANIZATION PERFORMANCE 
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lable \ .12: Regre sion Results ofT 1T Diver it} Factor again t Cu tomer Per pecti\e 

Model Summa~ 

Model R I R Adjusted R I Std. Error Chanae Stabsbcs Durbin-
Square Square 

I 
of the R Square I F Change Sig. F Change Watson 

Estimate Change 

1 I .4658 .217' -.033 1 1.58789 .2171 .869 .546 1.745 
a Pred•ctors: (Constant), Functional backgrounds diversity, Age Diversity, Gender Diversity, Academic diversity, 

Professional qualifications diversity, Tenure diversity at top management Tenure diversity in bank service 

b Dependent Variable: Customer perspectives 

Coefficients• 

Model Unstandardized Coefficients Standardized T Sig. 

Coefficients 

8 Std. Error Beta 

(Constant) 11.616 1.516 7.661 .000 

Gender Diversity -1.494 2.376 -.127 -.629 .536 

Age Diversity -.344 .914 -.098 -.376 .710 

Tenure diversity in bank 
.525 .644 .208 .816 .423 

service 

1 
Tenure diversity at top 

-.689 .848 -.203 -.812 .426 
management 

Academic diversity -.669 .747 -.197 -.896 .380 

Professional qualifications 
-2.733 2.380 -.282 -1.148 .263 

diversity 

Functional backgrounds 
4 .453 2 352 .482 1.893 .072 

diversity 

a Dependent Variable: Customer perspectives 
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Table .\.13: Regression Results ofT IT diversity factor on Financial Per pecti\·e of 
Performance 

Model Summa_ri_ 

Model R 
I 

R I Adjusted R Std. Error yhange Statistics Durbin-

Square Square of the R Square 

I 
F Change Sig. F Change Watson 

I I Est1mate Change 

. 4331 1 .1871 
. . -.072, 1.78955 187 .723 .654 2.382 ' 

a PrediCtors (Constant), Functional backgrounds diversity, Age Diversity, Gender Diversity, Academic divers1ty, 

ProfessiOnal Qualrftcations diversity, Tenure diversity at top management Tenure diversity in bank service 

b. Dependent Variable: Financial perspectives 

r Coefficients' 

Model Unstandardized Coefficients Standardized T Sig. 

Coefficients 

B Std. Error Beta 

(Constant) 8.999 1.709 5.267 .000 

Gender D1versity -2.71 1 2.678 -.208 -1.012 .322 

Age Diversity -1.178 1.030 -.303 -1.144 .265 

Tenure diversity in bank 
.391 .725 .1 40 .539 .595 

service 

1 
Tenure diversity at top 

.657 .956 .175 .687 .499 
management 

Academic diversity -.675 .841 -.179 -.802 .431 

Professional qualifications 
-3.017 2.682 -.282 -1 125 .273 

diversity 

Functional backgrounds 
2.659 2.650 .260 1.003 .327 

diversity 

a Dependent Variable: Financial perspectives 
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Table A. l4: Regre sion Results ofTMT Diversity Factors again t Internal Bu iness 
Proce ses Perspective of Performance 

Model Summaryb 

I R I R Adjusted R I Std. Error Change Statistics Durbin-

Model Square Square 
I 

of the R Square F Change Sig. F Change Watson 

Estimate Change 

1 494. 244 .0041 1.43935 .244 1.015 .448 2.085 

a Predictors: (Constant), Functional backgrounds diversity, Age Diversity, Gender Diversity, Academ1c diversity, 

1 ProfessiOnal qualifications diversity, Tenure diversity at top management Tenure diversity In bank service 

b. Dependent Variable: Internal business process 

C oefficien ts1 

Model !tJnstandardized !standardized rr Sig. 

Coefficients !Coefficients I ~ Std. Error !Beta 

Constant) ~.276 1.374 r5.294 000 

Gender Diversity .800 2.154 .074 .37 1 .714 

Age Diversity .002 .828 .001 .003 998 

lfenure diversity in bank 
.472 .583 .203 .810 .427 

ll>ervice 

I 
rrenure diversity at to~ 

1.393 .769 .446 1.813 .084 
!management 

!Academic diversity .258 .677 .082 .382 706 

!Professional 
12.986 ~. 1 57 .334 1 384 ,. 1 80 

~ualifications diversity I 
Wunctional backgrounds I 

I ~iversity 
1.201 ~.132 .141 .563 .579 

I 
ja Dependent Variable: Internal business process 
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Table .\.15: Regression Results ofTMT Diversit) Factor against Learning and Growth 
Perspective of Performance 

'\todel Summarl 

'\fodelf 

bquare 

~djusted Std. Error ~hange Statistics eb ---
ur m-

I 
R Square pf the iR Squarer Change ~ig. F Change Watson 

!Estimate t hange l _I 
I t588• 345 .137 1.48276 345 11.657 .172 11.749 

u Pred1ctors: (Constant), Functional backgrounds diversity, Age Diversit} Gender Diversit} 

Academic d tversity, Professional qualifications diversity, Tenure diversity at top management 

~enure diversity in bank service 

b . Dependent Variable: Learning and growth 

Coefficients• 

Model iUnstandardtZed Coeffictents IStandardaed tr ~·g. 
1Coeffic1ents I 

!B jStd. Error !Beta 

Constant) 12.810 1.416 ~.048 .000 

!Gender Dtversity 2.493 t2.219 .207 1.124 .273 

!Age Diversity .813 .853 .226 .952 351 

ffenure dtversity m bank 
.944 .601 .367 1.57 1 .130 

i)CTVICC 

I rrenure dtversity at top 
1.291 792 .373 1.630 .117 management 

Academic divers1ty .906 697 .260 1.299 207 

Professional quahficattons 
2.741 ~.222 .277 1.233 231 ~IVefSity 

1funct10nal backgrounds 
1.277 2. 196 .135 .581 .567 ~iverstty 

Ia Dependent Vanable: Learning and growth 
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Table \.1 6: Regression Results for Tl\1T Diversit\ on Qua lit\ of Decision 
~lodel R ~ !AdJusted R Std Error K:hange Stat1sl1cs Durbin-

~quare ~quare of the tR Square T· Change ~tg. F Change Watson 

Esttmate Change 

4748 225 .022 1.376 .225 911 .516 1.843 

a Predictors (Constant), FunctiOnal backgrounds diversity, Age Oiver..1t), Gender Diversity. Academic 

d1,ers1~. ProfessiOnal qualifications dtversit), Tenure diverstty at top management. Tenure d1versity in 

bank servtce 

b Dependent Vanable: QUALITY OF DECISIONS 

Coefficients• 

:\todel Unstandardized Coefficients ~tandardtZed T :sig. 

~oeffic1ents 

~ Std. Error Beta 

Conslllnt) 10.510 1.314 8.000 000 

pender D1versity .438 2.059 .043 .213 .834 

~ge Diversity .383 792 .125 .483 .634 

rrenure diversity in bank 
2.208 1.231 558 561 038 

~erv1ce 

fTenure djversity at to~ 
I .778 735 .263 1.058 301 

numagement 

~cademic diversity .021 647 .007 .033 974 

Professional qual i ficatiom 
~.062 620 1.037 .123 503 

I ~ivers•ty 

Functional background5 
743 

~•vers1ty 
2.038 .092 364 719 

a Dependent Variable: QUALITY OF DECISIONS 
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Table .17: Regression Results of Quality ofDecisions on 0\-erall Organization 
Performance 

~lodel Summan~ 
Node R R r-dJusted R.Std. ErrorChange Statistics purbin-

~quare ~quare lof theiR Square Changer C hange ' •g. F Change\ 
1

val! on 
1 ,Estimate I 
p 542' 293 .271 ]4.21101 293 , 12.87~7--~~10-:--0-1 ---l+-1.-92_0_-; 
? Pred1ctors: (Constant), QUALITY OF DECISIONS 
(!? Dependent Vanable: OVERALL ORGANIZATION PERFORMANCE;__ ________ ___~ 

Coefficients• 
).1odel :Unstandard•zed Coefficients ~tandard1zed rr S•g. 

k:oeffic1ents 
ra Std. Error !Beta 

Constant) 14.894 6.547 2.275 .030 
I QUALITY OF 

2.015 .562 3.589 DECISIONS 
.542 .001 

a Dependent Vanable: OVERALL ORGANIZATION PERFORMANCE 

Table A:18 Re2ression Results of Quality of Decisions on Financial Performance -
I 

Model Summary 

~lodel l R I R 1 AdJusted Std. Error Change Statistics Durbm-

Square R of the R Square F Change Sag. F Change Watson 

Square Estimate Change 

I .3671 .135 .045 1.63761 .135 ] .505 .234 1.974 

a Pred1ctors: (Constant), Fmal deci siOn and decision mtegratmg, Generatmg alternatives to solve 

problems, Detennining the cause of a maJor problems 

b Dependent Variable: Fmancial perspectives 

Coefficients• 
:;\lode I ilJnstandardized Coefficients iStandardtzed T ~.g. 

~oeffic1ents _ 

~. ~td. Error :Seta 
(Constant) ~.530 j2.645 2.091 .045 
Detemumng the cause of a .573 t295 .424 1.940 .062 
maJor problems 

I 'Generatmg alternatives to .035 ~o200 .035 .176 .861 
;solve Qroblems 
Final decision and decision .154 ~ 1 78 Jntegrallon 

.185 .863 .395 

a D~endent Vanable: Financ1al perspecbves 
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Table ..\.19: Regre sion Results of Quality of Decisions on Customer Perspecthe 

Model Summary 

I Model 
R R AdJUSted R 1 Std Error Change StabstJcs Durbin-

I Square Square of the R Square I F Change S1g. F Change Watson 
Estimate ChanQe 

1 .301.1 .091 -.0041 1.68228 .0911 .962 .424 1.533 
a Predictors: (Constant), Final decision and decision integrating, Generating altematives to solve problems, 
Detenmn10g the cause of a maior problems 
b Dependent Variable: Customer oorsoectJves 

Coefficients 
~1odel :Unstandardized Coefficients Standardized T S1g. 

Coefficients 

I ~ Std. Error Beta 
Constant) ~.410 2.717 ~.727 .011 

Detemunmg the cause of a 
.118 .303 .087 .389 700 

major problems 
1 penerating alternatives to 

.165 205 .163 .805 427 
~olve problems 
ifinal decision and decision 

.102 183 
~ntegratmg 

. 122 .555 .583 

a. Dependent Variable: Customer perspecnves 
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Table A.20: Regression results of Quality of Deci ion on Internal Busine Proce e 
Perspecth·e 

Model Summary 

Modell R R Adjusted R Std. Error Chai}Qe Statistics Durbin-
Square Square of the R Square F Change Sig. F Change Watson 

I Estimate Change 
1 .725" .526 .477 .99837 .526 10.723 .000 1:819 
a Predictors (Constant), Final decision and decision Integrating, Generating alternatives to solve problems, 
Deterrruning the cause of a major problems 
b Dependent Variable: Internal business process 

I 

Coefficients 
"\1odel IU nstandardtzed Coeffic1ents IS tandard1zed 

~oefficients 
rr ~I g. 

)3 IStd. Error !Beta 
(Constant) .727 1.612 .451 655 
Determining the cause of a -

583 .180 .524 p.238 003 maJor problems 
I Generatmg altematwes to 

305 122 .368 ~.508 018 ;solve problems 
.Final decision and decision 

.047 r to9 .069 .437 666 )ntegratJon 
a Dependent Vanable: Internal businessprocess 

Table A.21 : Regression Results of Quality of Decisions on Learning and Growth 
p erspectJVe 

Model Summary 
Model l R R Adjusted R Std. Error Chai}Q_e Statistics Durbin-

Square Square of the RSquare F Change Sig. F Change Watson 
I Estimate Change 
r 1 . 638. .407 .345 1.37923 .407 6.624 .002 2.374 I a. Pred1ctors (Constant), Final decision and decision integrating, Generating alternatives to solve problems, 
Determining the cause of a major problems 
b. Dependent Variable: Learning and growth 

Coefficients 
\lode) Unstandard1zed Coefficients Standardized rr ~I g. 

Coeffic1ents 
B ~td. Error !!_eta 

(Constant) 4.249 ~.228 1.907 066 
:Determining the cause of a 

.733 .249 .534 2.945 .006 
~aJor problems 

I !Generating alternatives to 
.018 .168 .0 18 .108 .915 

~olvc problems 

l 
~;ina! decision and decision 
mtegratmg 

.125 

[a Dependent Vanable: Learning and growth 

150 .148 831 413 
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Table .\ 22: Hierarchical regression results for the moderating effect of Jn,·oh·ement 
Culture on tbe relationship berneen TMT Oiversit) and Quality of Deci ions 

Model R R Adjusted R I Std Error of the Change Statistics Durbin-

Square Square Estimate R Square F Change Slg . F Watson 

Change Chan_ge 

1 .1741 .030 -.004 1.364 .030 .872 .358 

2 .49T 242 1 .186 1.228_1_ 212 1 7.5641 .010 1.665 

a PrediCtors: {Constant}, TOP MANAGEMENT TEAM DIVERSITY 

b. Predactors: (Constant), TOP MANAGEMENT TEAM DIVERSITY X INVOLVEMENT CULTURE 

c Dependent Variable: QUALITY OF DECISIONS 

Model Unstandardized Coefficients Standardized T Sig. 

CoeffiCients 

B I Std. Error Beta 
l 

. (Constant) 10.8n .836 13.012 .000 

1 TOP MANAGEMENT TEAM 
.155 .166 .174 .934 .358 

DIVERSITY 

I I (Constant) 4.992 2.268 2.201 .037 

TOP MANAGEMENT TEAM 
2 .060 .154 .067 .390 .699 

DIVERSITY 

INVOLVEMENT CULTURE .507 .184 .473 2 .750 .010 

a Dependent Variable: QUALITY OF DECISIONS 
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Table A 23: Hierarchical r egr ession results for the moderating effect of dh ersi~ 
Management Strategie on tbe relationship bem een TMT Dher it) and 
Quality of Decisions 

Model SummarY' 

' M.odel R 
I 

R 
1 
Adjusted R Std. Error ~ Change Statistics Durbin-

SQuare Square of the R Square F df1 df2 Sig . F Watson I Estimate Change Change Change 
1 1748 .030 - .004 1.364 .030 .872 1 28 .358 
2 .595b .354 1 .306 1134 .324 13.531 1 27 .001 

1.696 

a. Predictors: _{Constant} TOP MANAGEMENT TEAM DIVERSITY 
b. Predictors: (Constant) TOP MANAGEMENT TEAM DIVERSITY X DIVERSITY MANAGEMENT STRATEGIES 
c Dependent Variable: QUALITY OF DECISIONS 

I 

Coefficients• 
Model I Unstandardized Coefficients Standardized t Sig. 

Coefficients 

B Std. Error Beta 
(Constant) 10.877 .836 13.012 .000 

r TOP MANAGEMENT TEAM 
.155 .166 .174 .934 .358 DIVERSITY 

I (Constant) 4.103 1.968 2.084 .047 
TOP MANAGEMENT TEAM 

2 .067 .140 .074 .474 .639 DIVERSITY 

- TMTD X DMS .882 .240 .578 3.678 .001 
a DeQendent Variable: QUALITY OF DECISIONS 
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Table .\. 24 : Hierarchical regres ion results for the moderating effect ofln, oh ement 
Culture on the relationship bet\\een TMT Oh ersit) and Organization Performance 

1- Model SummarY' 
">del R R AdJusted R I Std Error Change StatistiCS Durb1n-

I Square I Square of the R Square F df1 d~-Sig F Watson 
Estimate Change Change I Change 

1 .100' .010 -.025 4.87678 .010 .285 1 28 .598 
2 I 748° .559 1 .527 3.31398 ) .549 1 33.635 1 1 27 1 .000 

2.028 

a Predictors: {Constant}. TOP MANAGEMENT TEAM DIVERSITY l b Pred1ctors: {Constant), TOP MANAGEMENT TEAM DIVERSITY X INVOLVEMENT CULTURE 
c Dependent Variable: OVERALL ORGANIZATION PERFORMANCE 

l 
Coefficients• 

Model Unstandardized Coefficients Standardized t Sig. 

Coefficients 

8 Std. Error Beta 
(Constant) 39.623 2.989 13.257 .000 

I 1 TOP MANAGEMENT TEAM 
-.317 .594 -.100 -.534 .598 I ! DIVERSITY 

I I 
(Constant) 6.122 6.123 1.000 .326 
TOP MANAGEMENT TEAM 

-.860 .415 -.272 -2.074 .048 2 DIVERSITY 

TMTD X INVOLVEMENT 
.761 5.800 .000 l 2.883 .497 CULTURE 

._a Deeendent Variable: OVERALL ORGANIZATION PERFORMANCE 
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Table A. 25 : Hierarchical regression re ults for tbe moderating effect of Diver ity 
Management Strategies on the relationship behHen D\1T Oh ersit) and 
Organization Performance 

I Model Summaryd 
I t.lodel R R 

1 

Adjusted R Std. Error Change Statistics Durbin-
Square Square of the R Square F I df1 I df2 

I 
Sig. F Watson 

Estimate Chanqe Change Change 
1 

I 100. .o1o I -.025 4.87678 [ .010 .285 1 28 1 .598 b .665b .442 1 .401 3.72785 432 20.919 : 1 27 1 .000 
1.819 

I a Predictors: (Constant), TOP MANAGEMENT TEAM DIVERSITY 
f b Predictors: (Constant), TOP MANAGEMENT TEAM DIVERSITY X DIVERSITY MANAGEMENT STRATEGIES 
I c. Dependent Variable: OVERALL ORGANIZATION PERFORMANCE 

' Coefficients• 
Model Unstandardized Coefficients Standardized t Sig. 

Coefficients 

8 Std. Error Beta 
! . (Constant) 39.623 2.989 13.257 .000 

1 TOP MANAGEMENT TEAM 
-.317 .594 -.100 -.534 .598 ! DIVERSITY 

(Constant) 11 .926 6.472 1.843 .076 

12 TOP MANAGEMENT TEAM 
-.680 .461 -.215 -1.474 .152 DIVERSITY 

TMTO XDMS 3.605 .788 .667 4.574 .000 l! De..Q.endent Variable: OVERALL ORGANIZATION PERFORMANCE 
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Table .\ 26: Hierarchical regre sion results for the intervening effect of quality of Decisions 
on the relationship beh\-een TMT Oi\'er it) and Organization Performance 

-----------------
ModeiSumm~a~~~·-----------------.-----~ R I R I Adjusted R Std. Error Change StatistiCS 

.1odel I Square · Square I of the t--R-Sq-ua_r_e.--F=~::..df.=;.1~r=d'-f2-,--S-ig-F----1 
~-+--~----+----+~E=s~IJ~m~at~e-+_C~h~a~~~e~~C~hange Cha~e 

Durbin

Watson 

1 .1oo• .o10 -.025 4.87678 .o1o ....:2::.:::8:.::.5+-'-....;1+-- ..;;2=8+---'-'.5=9~8+-----i 
~2~-~~ ~·5:.;:.6~5b~~-3~1:.;:.9~-~-2~6:.;:.9~-4~·~11~7:.;:.9~1 ~-~·3:.;:.09~~1 :.;:.2 .:.;:.27~1 ----~1~~2'-7~-~.0~0~2~--1~.9~53 
a Predictors: (Constant) TOP MANAGEMENT TEAM DIVERSITY 
b. Predictors: (Constant), TOP MANAGEMENT TEAM DIVERSITY, QUALITY OF DECISIONS 

I c Dependent Variable: OVERALL ORGANIZATION PERFORMANCE 

I Coefflclentsa 
1
Model Unstandardized Coefficients Standardized t Sig. 

Coefficients 

B Std. Error Beta I I (Constant) 39.623 2.989 13.257 .000 
1 TOP MANAGEMENT TEAM 

I -.317 .594 -.100 -.534 .598 DIVERSITY 

I (Constant) 17.885 6.699 2.670 .013 I TOP MANAGEMENT TEAM 
.510 -.199 -1 .231 .229 

2 -.627 
DIVERSITY 

~ QUALITY OF DECISIONS 1.999 .571 .565 3.503 .002 
~D~ndent Variable: OVERALL ORGANIZATION PERFORMANCE 
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Appendix IX: Analysis of Functional Attributes 

INDER AGE BRACKET YEARS OF YEARS OF HIGHEST PROFESSIONAL QUALIFICATION FUNCTIONAL BACKGROUND 
SERVICE WlTH SERVICE AT TOP ACADEM IC 

BANK MGMT IN BANK QUALIFI CATION 

11 2 "" ~ < ., , c , 
~ ~ 

~ e -.; ~ u fJ ~ "' 8 0 0 ~ "' 0 "' s; "' 0 ~ 0 ~ 0 15 0 u ~ ~ 'C 1::: ~ ~ 
i'i 0 ";' "i "i "' "" + 

'" .9 :6 + ";' .9 "i ::!:. g -.; 

~ ~ j ~ "' ~ 
c ~ !2 .s :a ..: " § i '6 u. 0 ";' .0 :g ;;; .9 .9 ~ 

0.. 
·~ .:l -;; , !- ~ - "' - "" "' u . ., 

0 c :a "' < 0 
.., ... ... "' "" - "" - 0 :E 0 < 6 0.. :E Ul ~ ii: .E g u CQ u :. E .5 

:E , 
"' :I: 

4 2 6 8 7 3 I I I I I 2 3 I 7 I 0 I 0 I 7 I 0 0 2 2 
7 I I 8 9 7 7 

I I 2 3 2 2 3 I 7 2 I I 2 9 I I I I 0 8 4 0 0 I I I 5 8 
3 2 

I 2 I 3 6 5 4 5 2 I 4 6 2 I I 4 5 0 0 0 I 8 0 I I I I I 2 2 24 2 J 6 3 7 6 0 

2 2 I 5 6 4 I 3 6 I I I I I 9 0 I 0 0 I 6 0 0 0 9 2 9 4 I 4 0 I 0 4 2 

7 2 I 5 8 5 3 2 I I 6 0 I 5 I 7 I I I 0 I I 0 0 3 5 I I I I I 2 2 4 I 4 5 3 5 2 0 7 2 

'-
) I 2 3 I 2 3 4 3 I 2 I 6 

I 
4 I 0 0 0 4 7 0 0 0 4 7 I 

I 

s I I 2 5 2 I 2 6 4 0 I 0 6 3 3 0 I 0 5 8 0 0 0 5 8 2 I I I 4 3 I 3 

9 I I 4 I 2 5 I 2 0 I 5 3 I 0 0 0 8 I 0 0 0 3 I I 4 2 3 I 3 

r I 4 2 2 2 7 2 0 0 I 6 2 0 0 I 0 4 5 0 0 I 2 3 5 2 3 I I 3 0 

I 2 2 6 3 I I 5 5 2 0 3 9 4 2 0 0 0 5 8 2 0 0 2 2 I 2 I 5 2 5 5 
I 

I 
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4 I 2 
5 6 

9 

2 4 4 2 2 I 2 7 4 I 8 I I 4 I 3 5 0 9 6 3 I 6 6 6 0 2 6 I 2 5 4 27 I 5 2 9 0 2 3 7 3 0 7 9 5 8 0 4 5 5 4 6 2 0 6 5 4 
I 

There were 169 individuals for the ten positions common to most banks that were reporting 
directly to the MD/CEO. One hundred and twenty four or 73 per cent were male and 45 or 27 per 
cent were female. Of these positions reporting directly to the CEO, Finance had the highest at 27 
followed by Human Resources at 26 and Operations at 25. The position with least number is 
Treasury at 9 out of the 32 banks captured in the survey. 
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