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ABSTRACT 

Management with diversity of people improves performance. In strategic management, strategies are chosen 

and applied in accordance with the organizations goals. Mainstreaming strategy enable managers to consider 

input from different individuals based on their specific endowments, experiences, gender and background. The 

specific objective of this study was to determine the effect of gender balance strategy on organizational 

performance in Wakenya Pamoja Limited. The study adopted descriptive research design to evaluate the 

relationship between variables. The target population was 55 employees working in Wakenya Pamoja Limited. 

Census was done. A sampling unit was all the employees working at Wakenya Pamoja Limited. Data was 

collected by use of structured questionnaires and analyzed by the use of descriptive statistics such as mean, 

percentage and standard deviations. The findings recommended that gender balance strategy should be 

enhanced for improved performance. The findings would be of significance to the management of the 

organizations as may help in mainstreaming their employee’s for an impressive performance.  
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INTRODUCTION 

Mainstreaming is the act of including people who 

have particular difficulties or needs in a work place. In 

an ideal situation, an organization will provide a well-

balanced team of workforce; this will entail recruiting 

experts based on a rational need for the company to 

exhibit a compliance with statutory requirements. A 

strategy involves selecting various set of actions to 

give a mix of returns (Ndahiro, 2015). Mainstreaming 

strategy is allowed as a worldwide strategy of an 

organization to bring the sense of balance of gender, 

disability and ethnicity. Mainstreaming strategies 

maintain a complete plan on how an organization 

achieves its vision and mission cutting across groups. 

Mainstreaming Strategies under this study includes 

employees’ gender balance, employees’ disability 

mainstreaming, and employees’ ethnic balance.  

Diversity need to be mainstreamed in all 

organization’s strategic management systems and its 

instruments developed in a format accessible to all 

groups. Industries employ different mainstreaming 

strategies to improve performance (El-farra, 2011).  

Gender equality as a strategy involves diversification 

of roles played by individual performance over 

diversity management in American Industries 

(Kochan, 2011). The strategy is expected to only favor 

females but this is not the case due to its high rates of 

employees’ turnover in response to management 

diversity which ends with strategic performance.  The 

decision making approach points out that there is a 

complex provision of equal rights along with 

responsibility given to male and female in a socio 

cultural connection among ladies and gentleman in 

diverse group. Target asset should measure individual 

returns achieved by a multiplicity of roles in the world 

development of the firm, low performances have 

resulted from imperfectly gender mainstreaming 

employed in operations on organization performance 

(Gamble, 2016). 

Wakenya Pamoja SACCO is one of the growing 

organizations strives to improve better 

mainstreaming strategies. Gender strategy is seen as 

a way of maintaining inclusion of women to men 

equally to the leadership’s management. Scholars of 

strategic management have focused on various 

strategies and mostly rely on strategic planning and 

performance on target strategy, corporate strategy, 

business unit strategy and functional strategy and 

hence there is no serious attempt to address 

mainstreaming strategy on organizational 

performance which calls for this study to assess the 

influence of employees mainstreaming strategies on 

organizational performance using the case of 

Wakenya Pamoja SACCO Ltd in Kisii town. Branch 

network of Wakenya Pamoja Sacco is contained 

within the larger Gusii region, the Head office is in 

Kisii town at Kahawa House others are Nyamira 

Branch, Nyamarambe Branch, Ogembo Branch, 

Marani Branch, Kebirigo Branch, Magombo Branch, 

Nyamache Branch, Keroka Branch, Oyugis Branch, 

Tabaka Branch, Ikonge Branch, Kenyenya Branch, 

Suneka Branch and Magwagwa Branch. 

Savings and credit cooperative is an organization 

which is owned, managed and run by its members 

who have a common interest. In Kenya, the Sacco’s 

offer services such as savings, deposit, credit and 

banking; this sub- sector is considered the fastest 

growing in the cooperative movement. The Sacco 

Societies Regulatory Authority (SASRA) is a statutory 

state organ mandated with the duty of overseeing the 

operations of Sacco’s. SACCO sector contribution in 

the financial industry is about 45% of the economy 

(Makori 2013). 

Statement of the Problem  

When SACCOS employ gender balance strategy with 

an intervention from Strategic Leadership Directions; 

organizational performance is achieved. 

Mainstreaming essentially offers a pluralistic 

approach that values diversity. Kochan (2011) posited 

on the influence of gender mainstreaming on 

performances in American companies and observed 

that mainstreaming improves management decisions. 



 
The Strategic Journal of Business & Change Management. ISSN 2312-9492 (Online) 2414-8970 (Print). www.strategicjournals.com  

 

Page: - 851 -   

Micheni (2013) observed that the use of 

mainstreaming strategy is no longer related to 

organization’s returns. It involves making decisions in 

a variety of positions offered to employees. Gamble, 

(2016) also noted that the mainstreaming strategy 

cannot achieve performance. It is important to value 

all employees regardless of gender in the 

organization. Organizations applying common 

strategies with mainstreaming strategies need to be 

analyzed, and Wakenya Pamoja SACCO Ltd on the 

said gender strategy called for the study to be 

undertaken.  

The objective of the Study was to evaluate the 

influence of gender balance strategy on 

organizational performance of Wakenya Pamoja 

SACCO Limited in Kisii. 

LITERATURE REVIEW 

Organizational Theory 

This theory is based on organization in terms of 

operations, routine and culture. This theory proposed 

that no organization has ability to continue and exist 

without proper understanding of organizations culture 

and those further than their competition.  Organization 

will try to manage by either internally or externally in 

use of best decision to improve performance of their 

survival through variation of the top management.  This 

theory put forward that organizations are occupied in 

the mix of organizational competition. This idea of the 

theory supports systematic approach to strategy 

formulation entrenched on the purpose of the 

organization to implement choices and actions of the 

business from its mission of operations.  The 

organization task forms a direct basis for the specific 

target customer will select goals (Naum, 2016).   

It defines the nature, form and extent of evaluation of 

the organization environment to the nature of the 

business decisions made.  Finally, the mission describes 

the terms by which the business establish success in its 

strategic actions. This resource based theory provides 

tools required to implement Mainstreaming strategy 

as well as deliver better performance for 

organization. This theory is done through relevance of 

mapping on how to simplify achievement based on 

commitment to success. By means of performance 

appraisal involve tools used to run process of 

organization to capture feedback and prioritizing 

strategy. The series of management decisions 

determine the organization behavior over matching 

of the strategy. This will allow organization to 

measure resources and direct the process of 

anticipating organization routines. 

At Wakenya Pamoja Sacco, the organization theory 

gives a glimpse of how the organization’s operations, 

routine and culture lead to mainstreaming of 

employees thus affecting performance. The prevailing 

environment will either positively or negatively affect 

the achievement of objectives and mission of the 

Sacco. The choice of top management which supports 

gender balance by the shareholders of WPS has an 

influence on the overall performance in respect to 

mainstreaming. 

 

   

    

Independent variable                                                                         Dependent variable 

Figure 1: Conceptual Framework 

Organizational Performance 
 Service delivery 
 Effectiveness 

 

Gender balance strategy 
 work load arrangement 
 Encouragement  



 
The Strategic Journal of Business & Change Management. ISSN 2312-9492 (Online) 2414-8970 (Print). www.strategicjournals.com  

 

Page: - 852 -   

Empirical Literature  

Gender balance strategy 

Cahan (2013) conducted the impact of gender 

balance on quality of management; the study 

observed that, there were various mainstreaming 

factors affecting strategic management due to 

insufficient gender balance in global business. For 

many years, leadership gender target is seen as a way 

of leadership management for equal inclusion of 

women to men in the management of an 

organization. In strategic management gender 

balance has focused on various strategies and mostly 

relies on strategic planning and organizational 

performance on target strategy, corporate strategy, 

business unit strategy and functional strategy and 

hence there is no clear link to address mainstreaming 

strategy on organizational performance. Wakenya 

Pamoja SACCO being one of the growing 

organizations calls to improve better mainstreaming 

strategies which calls for this study to assess the 

effects of mainstreaming strategies by gender 

balance on organizational performance. 

The European Commission stated gender 

mainstreaming in the following way: ”Gender 

mainstreaming is the integration of the gender 

perspective into every stage of policy processes-

design, implementation, monitoring, and evaluation-

with a view of promoting equality between women 

and men. It means assessing how policies impact on 

the life and position of both women and men- and 

taking responsibility to re-address them if necessary. 

Gender mainstreaming is not a goal, or a set of 

contents but instead a strategy to achieve equality 

between women and men in their diversity (European 

commission, 1998). 

Garlow (2018) reported from a magazine on poverty, 

inequality and social policy in state of the Union in 

United States of America. The results from the 

magazine showed that while the USA made progress 

on eliminating gender inequality in the latter half of 

the 20thcentury, progress has since slowed or stalled 

entirely in most organizations. The report also 

identifies some disparities that favor women rather 

than men. Stereotypes and unconscious biases are to 

blame for standing in the way of faster social change; 

we still cling to the belief that women and men are 

differently endowed with inherent abilities. This 

contributes to segregation, discrimination on the 

basis of these beliefs and worker sort themselves into 

these make–belief gender conforming roles. The 

study has not adopted a scientific evidence to be 

concluded fully which led to the need to conduct this 

study. 

Arnoud, (2011) noted that coordination of gender 

balance programmes in the organization has 

influence of rising SACCOS performance. The study’s 

aim was to assess the effect of offering equal 

responsibility as a method of rising standards of 

service industry. The study showed that equal 

responsibility increases returns at low cost of 

resources. Mainstreaming is the positive feature 

strategy which can be done through expectancy of 

rewards. The study found that gender responsibility 

involve slot between numbers of available jobs over 

gender promotion. In long-term responsibility 

increase affect level of management strategy to vary 

effort in the condition of effective strategy 

implementations in organizations. The short term 

responsibility goal entails that checklist does not vary 

in gender position as much expectation which will 

involve the use of strategic dimensions other than 

quality practice of mainstreaming.  The individual 

staff involves use of principles to operational terms of 

promotional requirements but not just gender 

comparing activities in mainstreaming aspects of 

Sacco performance. 

Kirac (2012) examined the impact of advocacy and 

equality. The study found that the strategy involves 

guidance in determining business development. The 

study also examined the impact of gender 

partnership and societal development on 
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organizational performance and noted that gender 

equality affects management programmes. The study 

used descriptive analysis and indicated that gender 

equality is used to investigate disparity of what the 

female does similarly to access decision of 

management. The study found that performance is 

affected by gender disparity in relations to 

organization’s resource endowments. The analysis 

advocacy approach increases effort of power to 

improve performance.  It found that business 

organization respond to equality in salesmanship to 

raise financial performance. Organizations are looking 

at ways to accomplish equality in gender promotions 

but its short plan to control local initiatives to political 

influence to adjust customer’s gender perspectives. 

These related studies indicated that gender equality 

in promotions is insufficient to mainstreaming 

strategy hence need to conduct a study to investigate 

whether promotion strategy influences organizational 

performance and try to close the gap in 

mainstreaming management. 

Kang (2012) conducted a study of gender and 

performance. The study found that, performance is 

the responsibility of both gender which cut across 

regardless of opportunities. The study adopted the 

descriptive research design. The training of gender in 

industry conditions requires gender balance in more 

adoptive way to specialist management.  The gender 

balance involves the use of training in various areas 

to achieve organizational performance with available 

resources.  

Huynh, (2011) did a study on the influence of 

mainstreaming on gender performance of companies 

operating in Netherlands. The study’s aim was to 

investigate the need for gender promotion in creating 

organizational awareness. Since it was a comparative 

study the objective was to find the effects of gender 

diversity on manufacturing firms of Netherlands. The 

study revealed that performance is influenced by 

mainstreaming democratic governance which later 

hinder staff appraisal. On the other hand, the change 

strategy is not well developed due to training gender 

equality in strategic management and activity based 

value chain analysis which is poor. The successive 

gender balance has increased workforce efforts in 

relations to productivity in executive women 

responsibility change (Owino, 2011). 

Liang (2016) observed that governance of 

mainstreaming strategies leads to well desired 

performance standards. The study posited that the 

management decisions arrived at partnership 

activities through shared ideas in team work 

performance target relationships.  The study revealed 

that there is a relationship between high yields and 

mainstreaming strategies in business but the 

relationship was not well linked to SACCO’s 

performance. The findings indicated that gender 

strategic perspectives plans affect performance. It 

also found out that managers provide equality 

criterion of gender performance targets in the 

organizational success. It showed that gender 

mainstreaming strategy was adopted in 

establishment of strategic management plans on 

performance, thus there is need to conduct a study to 

investigate the effect of mainstreaming on 

organizational performance.  

 Fred (2016) worked on the effects of the 

comparative strategies to workload change such as 

gender theme strategy, gender normative reductive, 

women power coercive and opportunity adoptive. 

Mainstreaming strategy is alternatively called 

incorporation of both genders in leadership 

performance. The gender mainstreamed strategy 

post development of strategic guidelines involving set 

of actions on decision making with targets of 

leadership accountability. It entails changing working 

relationships in the organization which can lead to 

the growth of a firm, stability of workers and 

retrenchment of extra work force which go beyond 

resources available. Most organizations adopt gender 

perspective strategy to abolish services of rethinking 

organization’s service lines with clients. Benne, (2011) 
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observed that leadership is a talent definition of 

access currently; this strategy is used in organizations 

for divestment change in selling organization. Based 

on comparative strategy, organizations seek for 

gender balance strategy to all employees oppose 

target change set based on building new strategy on 

transferring old to new mainstreaming strategy. 

The organization gain perfect gender targets with 

improvement in strategy but gratifying due to 

insufficient target experts affect the growing 

business. Olivers (2008), studied on the restructuring 

enterprise targets on organization performance of 

small and medium enterprise. The objective of the 

study was to determine the influence of collaborative 

gender management on performance.   The study 

found out that there is relationship between gender 

leadership target setting enterprises with current 

market as the similar study shown by Gamble, (2007) 

worked on competitive strategy on organizational 

performance. The study found out that organizations 

gain by growth strategy of gender management 

relations to corporate restructuring through 

partnership (El-Farra, 2009). 

METHODOLOGY 

The research study adopted descriptive research 

design. Descriptive research design was appropriate 

because it described the information under study as 

the situation is and explore the effects of employees 

mainstreaming strategies on organizational 

performance. It involves asking the respondent’s 

questions on how they experience from their views 

about phenomena which they observed directly. It 

was advantageous in that it allowed the collection of 

large sum of data from the standard population in 

using questionnaires (Otera, 2017). 

The target population was 55 employees in Wakenya 

Pamoja SACCO in Kisii town. The target population of 

the study involved all the employees comprising of 

managers, head of units, credit managers and support 

staff. 

Table 1: Target Population 

Category of the respondents Number of respondents Percentage % 

Managers 05 9 
Support staff 50 91 
Total  55 100 

The study was a census. A census means all the 

employees were used for the study because the 

population was appropriate and stratified to 

categorize the respondents according to their levels 

to give every member of the population an 

opportunity to participate in the final exercise.  

The primary data was collected through self-

administered questionnaire to the respondents by 

use of drop and pick later approach. The structured 

questionnaire was used; this was for easier analysis of 

data as well as permitting a greater depth of 

response.  

RESULTS 

Gender strategy on Organizational Performance 

The researcher sought to establish the extent to 

which gender balance as a strategy influences 

organizational performance. From the table 2 

provided work load was done on praise value to the 

(m=4.19, S.D =.81), coordinate all to work to fit and 

communicate dispatched integrations duties, 

(m=3.19, S.D =1.29), Provide competency of returns 

in low risk (m=3.05, S.D =1.12), freeing equality in 

time for proactive promotional strategies (m=3.11, 

S.D =1.13). The study indicated that provided work 

load was done on praise values that affected 

organizational performance at the highest (mean of 
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4.18 S.D 0.81). However, the study recommended 

that the organization should not assume authorized 

operational needs. The findings concluded that work 

load was done to praise value to the encouragement 

of individual in organization.  

The results showed that balance of work done was 

given at highest mean of 4.14 with S.D=0.59, followed 

by A third rule in employment and training with 

m=3.57, S.D=1.12), followed by Gender equality in 

offering positions with m=(3.22, S.D=1.158), Rewards 

to performance management with m=3.0, S.D=1.37) 

and the lowest at Gender balance to commitment 

with proper engagement performance with m=1.75, 

S.D=1.23) implied that respondent were not in 

agreement.  

Table 2: Gender strategy on Organizational Performance  

 N Mean Std. Dev. 

Work load is done on praise value to the encouragement on individual. 37 4.19 0.81 
Freeing equality in time for proactive promotional strategies. 37 3.11 1.13 
Provide competency of returns in low risk 37 3.05 1.13 
Sacco assumes authorized operational need 37 2.90 1.07 
Coordinate all to work to fit and communicate dispatched integrations duties 37 3.19 1.29 
Balance of work is given 37 4.14 0.59 
Gender equality in offering positions 37 3.22 1.16 
A third rule in employment and training 37 3.57 1.12 
Gender balance to commitment with proper engagement performance 37 1.76 1.23 
Rewards to performance management 37 3.00 1.37 
Nature and willingness to employ 37 3.51 1.12 
Reduce discrimination  and lead to talent recognition in management 37 4.05 0.62 
Gender succession and competency investment due 37 3.38 1.21 
Promotional means to offer  leaders in strengthening talent priority 37 2.49 1.15 
Grand mean 37         3.25 1.07 

Field Data (2017) 

The results also indicated that gender strategy 

reduced discrimination and led to talent recognition 

in management was slightly higher in the mean 

(m=4.05, SD=0.62), followed by nature and 

willingness to employ with the mean (m=3.51, SD= 

1.12), promotional means to offer leaders in 

strengthening talent priority with m=2.49, SD=1.15 

with the lowest mean.  

The study indicated that promotional means to offer 

leaders in strengthening talent priority needs 

evaluation for organization to perform better; hence 

organizations reduce discrimination to improve 

performance. This implied that inclusion of the 

disabled is imperative for organizational 

performance.  

Organizational Performance 

The study sought to establish the relationship 

between gender strategy and organizational 

performance. The researcher examined measures of 

organization’s effectiveness and efficiency in terms of 

service delivery. It also measured performance by 

customer satisfaction, profitability from its business 

returns (Rittenberg, 2015). The findings were 

presented in table 3. 
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Table 3: Gender Strategy on Organizational Performance 

 Frequency Percent 

 

Improves service delivery 6 16.2 

Effectiveness 7 18.9 

Efficiency 9 24.3 

High Production 5 13.5 

High performance management 10 27.0 

Total 37 100.0 

Field data (2017) 

The results showed that mainstreaming strategy 

improves High performance management with 

highest percent 27.0 percent, followed by 24.3 

percent of efficiency, 18.9 percent of effectiveness, 

16.2 percent of improves service delivery and 13.5 

percent of High Production in the organization. The 

study indicated that mainstreaming strategy creates 

High performance management; however, it can be 

recommended that there is need to improve the level 

of high production.  

Regression analysis 

Regression analysis was used to test the existence of 

the relationship between Employee gender strategy 

and performance of Sacco’s in Kenya.  

Multiple Regression model 

The multiple regression models were used to 

establish the relationship between three variables as 

presented by table 4.  

Table 4: Model Summary  

Mode
l 

R R Square Adjusted R 
Square 

Std. Error of 
the Estimate 

Change Statistics 

R Square 
Change 

F Change df1 df2 Sig. F 
Change 

1 0.72a 0.51   0.47  0.47 0.51 11.53 3 33 0.00 

a. Predictors: (Constant), Gender strategy 

The calculated R =.072 indicated a weak correlation 

between variables. The study showed that 51% of 

change in one unit of independent variable caused a 

change in dependent variable by 49%. This implied 

that gender strategy for this study was 51% variation 

to organizational performance; however, 49% of 

mainstreaming strategies should be examined by 

other studies. Therefore, gender strategy leads to 

organizational performance. 

The study also used regression coefficients to 

establish the relationship between variables as 

presented in table 5.  

Table 5: Regression Coefficients 

Model        unstandardized   
Coefficients 

Standardized 
Coefficients 

T Sig. 

B Std.error Beta 

1 
(Constant) 0.35 0.66  0.05 0.96 

Gender strategy  0.33 0.26 0.37 1.25 0.02 

a. Dependent Variable: Organizational Performance 
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Holding other variable constant, a change in gender 

strategy would cause a positive variation in 

organizational performance. The study established 

that ethnic balance strategy causes a decrease in 33 

percent of one independent variable on dependent 

variable in organizational performance. The 

regression equation was shown in regression model;  

Y = .35 + .33X1+ ……, The regression equation 

becomes as shown; 

Test of Hypothesis indicated that gender strategy has 

no significant effect on organizational performance in 

Wakenya Pamoja SACCO Limited. The result showed 

that gender strategy had p-value of 0.02 which was 

more than (.05) thus rejecting the hypothesis. This 

concurred with Cahan (2013) who observed that, 

there was no statistically significant effect of gender 

strategy on performance of an organization. 

CONCLUSIONS 

The study concluded that gender balance was a legal 

requirement and should be strictly observed for 

higher performance, all employees should be treated 

equally with regard to pay, benefits; transfers, 

education and social benefits. The findings further 

showed that gender mainstreaming causes a positive 

change in organizational performance; proper 

balance enhances a conducive work environment and 

harmony at work. Gender inclusivity should be based 

on individual performance and qualification, training 

and promotion opportunities should be the yardstick. 

Recommendations for policy and practice 

The recommendations made herein were based on 

study findings in relation to the existing literature. 

According to the findings, the following 

recommendations were imperative that gender 

balance be given the attention it deserves following 

the constitutional order. It is important to strengthen 

the strategic leadership and management capability 

of SACCOs to properly identify and implement the 

strategies to fulfill the needs and expectations of the 

stakeholders.
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