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Abstract 

Background: The dairy sub-sector plays a pivotal role in Kenya’s economy, contributing to employment creation, food security, 

household incomes, and rural development. Dairy cooperatives emerge when members come together democratically and 

voluntarily to pool resources with the aim of meeting their socioeconomic needs. These cooperatives serve as vital platforms for 

the production, processing, and marketing of raw milk and its byproducts. Beyond marketing, they extend technical support to 

members through services such as artificial insemination, improved animal husbandry practices, and the provision of essential 

farm inputs, including animal feeds and fertilizer. As such, dairy cooperatives not only enhance productivity but also foster 

community empowerment and economic stability. Methodology: The study was grounded in the Theory of Planned Behavior and 

employed an explanatory research design to establish causal relationships. The target population consisted of 216 registered 

dairy cooperatives, drawn from 11 counties in Kenya. A sample size of 140 cooperatives was selected using stratified sampling to 

ensure representativeness across the counties. Structured questionnaires were administered to gather primary data from 

management committees and members. Findings: The results revealed a positive and significant relationship between 

management committee diversity and sustainable financing of dairy cooperatives. Diversity in age, gender, educational 

qualifications, and professional experience within management committees was shown to enhance decision-making and resource 

mobilization, thereby contributing to the long-term financial stability of cooperatives. Conclusion: The study concluded that 

diversity in management committees fosters financial sustainability in dairy cooperatives. Recommendations: The study 

recommends that dairy cooperatives in Kenya should intentionally promote diversity in their management committees by 

ensuring inclusive representation across demographic and professional dimensions. 
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1. Introduction 

Dairy farming plays a significant role in Kenya’s agricul-

tural sector, contributing to the nation's food security, eco-

nomic growth, and employment opportunities. Moropane 

states that management diversity enshrines a diversified or-

ganizational culture and ethical practices [9]. This study’s 

management diversity encompasses age, gender, expertise, 

and religion. This is because Cooperative societies comprise 

a diversified membership that must be handled with an open 

mind. Energi and Sarihusada noted that management diver-

sity fosters equity in participation and performance [3]. Age 

diversity is key to a successful business. This means different 

needs and wants even at management levels. According to 

Heaslip [6], 85% of professionals believe that an age-diverse 

team displays innovative ideas and solutions that benefit all 

team members. Gender diversity refers to the proportion of 

women to men in a given setting. Khemakhem, Arroyo, and 

Montecinos suggest that management Committees (MCs) 

involving individuals with diverse traits and viewpoints fa-

cilitate the formulation of suitable strategies, promote crea-

tive problem-solving, and enhance productivity, thereby 

making management more effective [8]. The diversity of 

expertise enables individuals to approach various problems 

from multiple perspectives, thereby increasing their flexibil-

ity in new situations. According to Dobbin & Kalev [2]. Di-

verse expertise yields better results, encourages creative so-

lutions, and boosts working morale. Religious diversity en-

compasses significant differences in spiritual practices and 

beliefs. Most people across the region view other religions as 

peaceful and compatible with their values and culture. Peo-

ple across the region say that ethnic, religious, and cultural 

diversity has neither a positive nor a negative impact. 

In Kenya, dairy cooperative societies play a crucial role in 

the economic empowerment of farmers, especially in rural 

areas, by providing a platform for collective marketing, input 

procurement, and value addition. However, despite their sig-

nificant contributions to the dairy sector, many cooperatives 

struggle with sustainable financing, which hinders their abil-

ity to scale, improve efficiency, and invest in long-term 

growth. Kiambu, Murang’a, Bomet, Tharaka Nithi, Uasin 

Gishu, Embu, Kirinyaga, Nyandarua, Kakamega, Trans 

Nzoia, and Meru counties, which are among the key 

dairy-producing regions in Kenya, have faced challenges in 

ensuring that these cooperatives achieve financial sustaina-

bility. Research indicates that factors such as the diversity of 

the management committee may influence the ability of 

these cooperatives to secure sustainable financing. Diversity 

on the management committee of dairy cooperative societies 

is vital in ensuring effective financial decision-making, 

which ultimately impacts their ability to access and manage 

sustainable financing. It is against this backbone that the 

research hypothesis is formulated. 

 

2. Research Hypothesis 

H01: Management committee diversity has no significant 

effect on sustainable financing in dairy cooperative societies 

in Kenya. 

3. Literature Review 

Nishii and Mayer noted that management diversity in-

volves the inclusion of varied demographic and experiential 

perspectives, such as age, gender, expertise, and religious 

background, which collectively enhance decision-making, 

creativity, and organizational resilience [10]. Moropane 

stated that Management diversity, as enshrined by manage-

ment, fosters a diversified organizational culture and ethical 

practices [9]. Management committees' composition should 

be diversified since they are the policymakers and oversee 

the implementation in the organization. Cooperative societies 

are not exceptional since they have diversified membership 

and businesses that must be handled with an open mind. En-

ergi and Sarihusada, noted that management diversity fosters 

equity in participation and performance [3]. Everyone in the 

organization is made to believe that it is an integral part of 

the entity, regardless of the hurdles to overcome or the 

achievements made. 

Age diversity is key to a successful business. Since eve-

ryone is of a different age, lives, and has a varied career, this 

means they have different needs and wants, even at man-

agement levels. According to Heaslip [6], 85% of profes-

sionals believe that an age-diverse team displays innovative 

ideas and solutions that benefit all team members. Promoting 

age diversity and inclusive generations in management 

committees is crucial for enhancing diverse prospects. Ari-

oglu, (2021) suggests that age diversity prompts varied deci-

sions crucial to achieving organizational objectives. Further, 

fostering age diversity improves productivity compared to a 

less diverse age arrangement. This is because different age 

groups bring diverse experiences, skills, and viewpoints to 

the forum, thereby increasing creativity and innovation. 

Consequently, Ouyang (2022) articulates that cooperatives 

that emphasize the inclusion of all ages when formulating 

their management committees become more innovative and 

profitable, and solve problems amicably through well-guided 

decision-making processes. This enhances timely product 

and service development, promotes mentorship opportunities, 

and retains expert personnel. 

Gender diversity refers to the proportion of women to men 

in a given setting. Males and females exhibit distinct behav-

iors; consequently, women tend to be more intuitive in deci-

sion-making, can multitask, and are better at structuring rela-

tionships. Men are task-focused and make decisions ground-

ed in evidence and procedures [7]. Khemakhem, Arroyo, and 

Montecinos suggested that management committees com-

posed of individuals with diverse traits and viewpoints help 

formulate suitable strategies, engage in creative prob-
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lem-solving, and improve productivity, thereby making 

management more effective [8]. Berle, Kavajecz, and On-

ozaka, it has been explained that there is an increasing opin-

ion that the higher the number of women on management 

committees, the more it positively influences performance 

[1]. Gender diversity has explanatory power, while the com-

position of committees influences the resources available to 

members and the quality of deliberations. This study aims to 

investigate the impact of gender diversity on sustainable fi-

nancing. 

The diversity of expertise enables individuals to approach 

various problems from multiple perspectives, thereby in-

creasing their flexibility in new situations. Diverse skill sets 

improve creativity among the management committee mem-

bers. This is largely drawn from the experiences from dif-

ferent fields, thus attracting unique, innovative solutions to 

problems (Avci, 2023). According to Dobbin & Kalev [2], 

noted that diverse expertise yields better results, encourages 

creative solutions, and boosts working morale. Additionally, 

the widespread expertise attracts new talent, increases profits, 

and eliminates biases while boosting productivity. Diversity 

of expertise creates brand value by improving the organiza-

tion’s reputation and employee retention. The employees are 

the implementers of the policies. In his study, Githinji found 

that the type of leadership and managerial skills in dairy co-

operatives affected their investment progress, concluding 

that expertise deployed by the management teams determines 

the level of development performance in dairy cooperatives 

[5]. 

Religious diversity encompasses significant differences in 

spiritual practices and beliefs. It is recognized by individuals 

outside the most isolated and remote communities. Accord-

ing to Tuggy (2024), different religious beliefs have distinct 

approaches to doing things. This results in separate ways of 

thinking, carrying out activities, and executing decisions by 

different persons. Many more people hold differing opinions 

on various religions, while others fail to accept followers of 

other religious groups as their neighbors. Most people across 

the region describe other religions as peaceful and compati-

ble with their values and culture. A study by Gayan has 

shown that people from diverse backgrounds contribute to 

making their country a better place to live, while fewer 

adults in these countries believe that diversity makes their 

country worse [4]. Thus, many people across the region say 

that ethnic, religious, and cultural diversity has neither a pos-

itive nor a negative impact. Taylor says religious diversity 

provides a safe working environment for the members, 

management committees, and employees [11]. This reduces 

bullying and upheavals of religious hatred, thus promoting 

teamwork. 

4. Conceptual Framework 

The purpose of the conceptual framework is to facilitate 

the description of study variables and concepts, and to help 

map relationships among them as depicted in Figure 1. This 

study hypothesizes that the diversity of the management 

committee linearly influences sustainable financing in dairy 

cooperatives in Kenya. 

 
Figure 1. Conceptual Framework. 

5. Methodology 

In this study, in line with the positivist research philoso-

phy, which incorporates both qualitative and quantitative 

elements, a descriptive and explanatory research design was 

employed. The philosophy employs an empirical and scien-

tific approach, enabling the formulation and testing of hy-

potheses and objectives within a structured paradigm. With 

respect to the design, it was selected primarily for systemati-

cally gathering information that describes the attributes of a 

situation, phenomenon, or population. According to Skid-

more (2023), the design is effective in addressing the what, 

where, and how aspects of a research problem. In this study, 

the unit of observation was the chief executive officers of the 

dairy cooperatives, as they are responsible for leadership 

within the cooperatives. In the data analysis, both descriptive 

and inferential statistics were used. Cronbach’s Alpha was 

used to assess the reliability of the study variables. Correla-

tion and regression analysis were used. Simple regression 
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analysis was employed to examine the relationship between 

management committee diversity and the sustainable financ-

ing of dairy cooperatives in Kenya. 

6. Results and Discussions 

6.1. Reliability Test 

Carroll (2023) observed that a Cronbach's Alpha of above 

0.7 is good, one above 0.8 is better, and above 0.9 is best, 

while one that is below 0.70 is insufficient and thus not reli-

able. As presented in Table 1, all variables (Sustainable Fi-

nancing and Management Committee diversity) had coeffi-

cients above 0.7 and were thus deemed reliable for the study. 

Table 1. Reliability Test. 

Variable No. of items Alpha Comment 

Diversity 12 0.947 Accept 

Sustainable Financing 9 0.941 Accept 

6.2. Descriptive Statistics for Financial Literacy 

The study objective was to examine the relationship be-

tween management committee diversity and sustainable fi-

nancing in dairy cooperatives in Kenya. Table 2 presents the 

percentage statistics relating to the information measuring 

the respondents’ level of agreement as to how the given in-

dicators of management committee diversity influenced sus-

tainable financing in dairy cooperatives in Kenya. 

1 represents strongly disagree (SD), 2 disagree (D), 3 neu-

tral (N), 4 agree (A), and 5 strongly agree (SA). 

A wide range of views is observed regarding age diversity 

in the committee. While 42.5% of respondents agree (18.3%) 

or strongly agree (24.2%) that the committee includes mem-

bers from various age groups, 36.6% disagree (15.8% 

strongly and 20.8% disagree), suggesting some concern 

about age representation. The remaining 20.8% are neutral, 

reflecting either a lack of awareness or indifference to the 

committee's age composition. 

Regarding the impact of age diversity on innovation and 

decision-making, a more positive outlook is evident. A com-

bined 46.7% of respondents agree (24.2%) or strongly agree 

(22.5%) with the statement, indicating that many see age 

diversity as beneficial. Nevertheless, 32.5% disagree (15.8% 

strongly and 16.7% disagree), and 20.8% remain neutral, 

suggesting there is still room for broader acceptance or 

clearer evidence of this benefit. 

Effective collaboration across age brackets is also 

acknowledged by a majority of respondents, with 47.5% 

either agreeing (25.8%) or strongly agreeing (21.7%). 

Meanwhile, 33.3% of respondents (15.8% strongly disagree 

and 17.5% disagree) express skepticism, and 19.2% are neu-

tral. These results suggest that while intergenerational 

teamwork is generally positive, it may still face challenges in 

specific contexts. 

Regarding gender representation in the management team, 

45.0% of respondents agree (20.8%) or strongly agree 

(24.2%) that both men and women are adequately represent-

ed. However, 35.0% of respondents (16.7% strongly disagree 

and 18.3% disagree) disagree with this view, and 20.0% are 

neutral, indicating some ongoing concerns about gender eq-

uity. 

The impact of gender diversity on leadership quality and 

decision-making is viewed favorably by 45.0% of respond-

ents, with 25.0% agreeing and 20.0% strongly agreeing. Still, 

35.0% (15.8% strongly disagree and 19.2% disagree) ques-

tion this view, while 20.0% remain neutral. This suggests 

that while many believe in the positive impact of gender di-

versity, others remain unconvinced or unsure. 

On equal opportunities for leadership regardless of gender, 

47.5% of respondents express agreement (26.7%) or strong 

agreement (20.8%), reflecting a majority perception of fair-

ness in leadership roles. However, 34.1% (15.8% strongly 

disagree and 18.3% disagree) still perceive inequality, and 

18.3% are neutral, signaling a need for continued efforts to 

promote inclusivity and transparency in leadership selection. 

The presence of professional diversity within the commit-

tee is affirmed by 45.0% of respondents, with 25.8% agree-

ing and 19.2% strongly agreeing that the committee includes 

individuals with varied expertise. Still, 35.8% disagree (15.8% 

strongly and 20.0% disagree), and 19.2% are neutral. This 

highlights the importance of continuously broadening the 

range of professional backgrounds within the leadership. 

Diverse skill sets, including legal, financial, and agricul-

tural knowledge, are perceived as present by 44.2% of re-

spondents (22.5% agree and 21.7% strongly agree). None-

theless, 35.8% (15.8% strongly disagree and 20.0% disagree) 

feel otherwise, and 20.0% are neutral. This implies that while 

specialized expertise exists, a more balanced approach or 

greater visibility in certain skill areas may be needed. 

The role of diverse expertise in enhancing governance and 

problem-solving is acknowledged by 45.9% of respondents 

(24.2% agree and 21.7% strongly agree). However, 33.4% 

express disagreement (16.7% for both categories), and 20.8% 

are neutral, suggesting a generally positive but not unani-

mous perception of the value of multidisciplinary approach-

es. 

When asked about accommodating members from differ-

ent religious backgrounds, 47.5% of respondents agree 

(23.3%) or strongly agree (24.2%) that such inclusion is 

practiced. Still, 33.3% (15.8% strongly disagree and 17.5% 

disagree) feel otherwise, while 19.2% are neutral. These 

findings suggest general support for religious inclusion, alt-

hough some gaps in representation or perception may still 

exist. 

Support for the idea that religious diversity promotes in-
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clusion and mutual respect is slightly higher, with 48.4% of 

respondents agreeing (24.2%) or strongly agreeing (24.2%). 

However, 33.3% remain unconvinced (15.8% strongly disa-

gree and 17.5% disagree), and 18.3% are neutral, suggesting 

an overall positive view tempered by differing experiences or 

values. 

Lastly, the statement that religious differences do not in-

terfere with committee cohesion is endorsed by 46.7% of 

respondents (21.7% agree and 25.0% strongly agree). In 

contrast, 34.1% (15.8% strongly disagree and 18.3% disa-

gree) indicate concerns, and 19.2% remain neutral. This 

suggests that while diversity is generally well-tolerated, there 

may still be occasional tensions or misunderstandings that 

require addressing. 

Table 2. Descriptive Statistics on Financial Literacy. 

Statement SD D N A SA 

The committee includes members from a wide range of age groups. 15.80% 20.80% 20.80% 18.30% 24.20% 

Age diversity fosters innovative ideas and effective decision-making. 15.80% 16.70% 20.80% 24.20% 22.50% 

Members of different age brackets collaborate effectively. 15.80% 17.50% 19.20% 25.80% 21.70% 

Both men and women are adequately represented in the management team. 16.70% 18.30% 20.00% 20.80% 24.20% 

Gender diversity improves the quality of leadership and decisions. 15.80% 19.20% 20.00% 25.00% 20.00% 

There are equal opportunities for leadership regardless of gender 15.80% 18.30% 18.30% 26.70% 20.80% 

The committee comprises individuals with varied professional expertise. 15.80% 20.00% 19.20% 25.80% 19.20% 

Members bring diverse skills (e.g., legal, financial, agricultural). 15.80% 20.00% 20.00% 22.50% 21.70% 

Diverse expertise enhances problem-solving and governance. 16.70% 16.70% 20.80% 24.20% 21.70% 

The committee comprises members from diverse religious backgrounds. 15.80% 17.50% 19.20% 23.30% 24.20% 

Religious diversity promotes inclusion and respect. 15.80% 17.50% 18.30% 24.20% 24.20% 

Religious differences do not interfere with committee cohesion. 15.80% 18.30% 19.20% 21.70% 25.00% 

 

Descriptive statistics for sustainable financing were evalu-

ated using a Likert scale: 

1 represents strongly disagree (SD), 2 disagree (D), 3 neu-

tral (N), 4 agree (A), and 5 strongly agree (SA). 

The data presents perceptions of respondents on the cooper-

ative’s commitment to environmental sustainability, social 

responsibility, and good governance. Regarding environmental 

sustainability, responses were mixed, with only around 41.6% 

agreeing or strongly agreeing that the cooperative invests in 

environmentally sustainable projects such as solar or biogas. 

Similarly, about 41.7% agreed that green financing options, 

such as green bonds or credits, are considered in funding deci-

sions, although a notable portion also disagreed, indicating 

possible gaps in either practice or communication. When it 

comes to promoting efficient water and energy use, the coop-

erative received slightly higher support, with 42.5% agreeing 

or strongly agreeing, though a combined 35.9% still disagreed 

or strongly disagreed. On the social front, the cooperative was 

seen somewhat more positively. Support for community 

healthcare initiatives and education or training programs drew 

agreement from around 43% and 45% of respondents, respec-

tively, showing a moderate level of confidence in the coopera-

tive’s community support efforts. The cooperative’s role in 

creating employment was among the most positively viewed, 

with nearly half (49.2%) of respondents agreeing or strongly 

agreeing. Financial transparency and anti-corruption measures 

were also relatively well-regarded, with 47.5% and 48.3% 

respectively expressing agreement. However, each statement 

still had at least 30% of respondents expressing disagreement 

or neutrality, suggesting room for improvement in communi-

cation, implementation, or awareness of the cooperative’s ef-

forts in sustainability, social welfare, and governance. 

Table 3. Descriptive Statistics on Sustainable Financing. 

Statement SD D N A SA 

The cooperative invests in environmentally sustainable projects (e.g., 16.70% 19.20% 22.50% 23.30% 18.30% 
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Statement SD D N A SA 

solar, biogas). 

Green financing options (e.g., green bonds or credits) are considered in 

funding decisions. 
17.50% 21.70% 19.20% 21.70% 20.00% 

The cooperative actively promotes the efficient use of water and energy. 16.70% 19.20% 21.70% 20.80% 21.70% 

The cooperative supports community healthcare initiatives. 16.70% 19.20% 23.30% 21.70% 19.20% 

The cooperative contributes to access to education and training programs 

in the community. 
16.70% 16.70% 21.70% 25.80% 19.20% 

Social welfare is considered in all major cooperative financial decisions. 17.50% 17.50% 21.70% 23.30% 20.00% 

The cooperative has created employment opportunities for members and 

the local community. 
15.80% 15.80% 19.20% 25.00% 24.20% 

Financial reporting and decisions are transparent and accountable. 15.80% 16.70% 20.00% 24.20% 23.30% 

The cooperative has effective mechanisms for preventing and addressing 

corruption. 
15.80% 17.50% 18.30% 25.00% 23.30% 

 

6.3. Regression Analysis of Management 

Committee Financial Literacy and 

Sustainable Financing 

The objective was to determine the impact of management 

committee diversity on sustainable financing. The hypothesis 

of the study was: 

H0: Management committee diversity has no significant 

effect on sustainable financing in dairy cooperative societies 

in Kenya. 

In Table 4, the management committee diversity has an 

R-squared value of 0.209, indicating that management com-

mittee diversity accounts for 20.9% of the variation in sus-

tainable financing. 

Table 4. Model Summary on Management Committee Diversity and 

Sustainable Financing. 

R R Square Adjusted R Square 
Std. Error of the 

Estimate 

.465 .216 .209 .81961 

The findings on the ANOVA, as shown in Table 5, indi-

cate that F = 32.507, p = 0.000, which is less than 0.05, im-

plying that the model summary is statistically significant. 

Table 5. ANOVA Table. 

 Sum of Squares df Mean Square F Sig. 

Regression 21.837 1 21.837 32.507 .000 

Residual 79.268 118 .672   

Total 101.105 119    

 

Based on the regression coefficients in Table 6, there is a 

statistically significant positive relationship between finan-

cial literacy and sustainable financing. 𝛽 = 2.078, 𝑝 =

0.000 < 0.05). 

The results show that sustainable financing will rise by 

0.399 units for every unit increase in management committee 

diversity. The regression equation is given as: 

𝑌 = 2.078 + 0.399 𝑋  

Y = Sustainable Financing and X = Management Com-

mittee Diversity. 
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Table 6. Model Coefficients. 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 

B 
Std. 

Error 
Beta 

(Constant) 2.078 .164  12.646 .000 

X .399 .070 .465 5.701 .000 

7. Conclusion 

In conclusion, based on the findings, the management 

committee's diversity has a significant influence on the sus-

tainable financing of dairy cooperatives in Kenya. Thus, the 

study accepted the alternative hypothesis and concluded that 

diversity in the management committee significantly influ-

enced sustainable financing. This highlights the importance 

of diversity in the management committee in promoting sus-

tainable financing in dairy cooperatives in Kenya. 

8. Recommendation 

According to the study findings, dairy cooperatives in 

Kenya should intentionally promote diversity within their 

management committees. To achieve this, they should ensure 

representation across diverse age groups, genders, educa-

tional backgrounds, and professional experiences. This di-

versity brings varied expertise and decision-making ap-

proaches, which enhance financial sustainability and resili-

ence. Additionally, the policies of the dairy cooperatives 

should be reviewed to support inclusive leadership and en-

courage participation across all groups, thereby strengthen-

ing the long-term financial resilience of the dairy coopera-

tives. 
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