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ABSTRACT

Studies on generational differences have garnamerkasing interest among organizations, practit®rend
researchers in recent years. There are many redsoiisis keen interest, including the need to ngenpeople from
several different generations, to better adaptvitbekplace to a multigenerational workforce, to attrand retain new
talent, and to identify the working conditions thall lead to positive attitudes and behaviors amgounger workers. The
purpose of this study therefore was to establishrée of human resource managers in the integrafionultigenerational
workforce. The study employed a descriptive desiging quantitative approaches. The target populatas all 66
employees of the department of lands in the Co@uyernment of Nakuru, Kenya. The study used questimes to
collect primary data. The Statistical Package foci§l Sciences was used to analyze the data anésh#s obtained were
presented using tables. For purposes of analyhiegtrength and relationship of the variables,gaegsion analysis was
carried out. The Rvalue of 0.6921 implies that 69.2% of the variasién integration of multigenerational workforcenca
be explained by the variations in independent W& It was concluded that both mentoring programd career
development had the most influence while succegsianning had the least influence on integratiomnoftigenerational
workforce.

KEYWORDS: Succession Planning, Teambuilding, Multigeneratiédarkforce
INTRODUCTION

Researchers believe that when individuals fronstrmae generation share similar historical, econoand, social
experiences, they may also have similar work vala¢ttudes, and behaviors (Smola & Sutton, 20@2)cording to
Gursoy et al. (2008), members of generations whoecof age in lean times or war years tend to thim act differently
than those born in peace and abundance. Therdfwesignificant life experiences of individuals drying to each
generational group tend to shape their unique cheniatics, aspirations, and expectations (Cenn&nt@ardner, 2008).
Every generation of individuals expects others now their needs and to respect them for who they As such, the
differences among the generations in the workfar@e create some problems for managers who are n&bjm for
making sure that tasks are being completed. Diffege create problems among team members that tdtymasult in
reduced effectiveness (Colquitt et al., 2011). Adow to Tubey et al., (2015), the entry of genieraty employees into
the labor market has added to the growing complefithe Kenyan and global workforce. This comptgxs reflected in
their values, beliefs, ethical considerations, wal, ethnic and religious affiliation, gender asekuality among other

diversities. Interpreted differently, these diviées have implications on recruitment and selecioocedures, job design,
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reward mechanisms, motivational programs, proditgtiand overall performance of organizations. Todsmplexity is
reflected in their values, beliefs, ethical considiens, cultural, ethnic and religious affiliatiogender and sexuality
among other diversities. Interpreted differentifiede diversities have implications on recruitmend aelection
procedures, job design, reward mechanisms, mativaltiprograms, productivity and overall performanterganizations.
Faced with this new paradigm shift, organizatiomsento continuously adapt to the ‘new normal’ imler to attain

sustainable competitive advantage.
STATEMENT OF THE PROBLEM

According to the Public Service Commission’s ref#14/2015 on diversity management in the Kenyaslipu
service, evaluation of diversity was done on thsidaf institutional policies that promote diveysit the workplace,
representation by age across job groups, gendessgob groups, representation of persons withbdigaacross job
cadres and representation of people with disabHityther, the constitution provides for 30% of aegruitment should be
from outside the county. Of the total number of 582 employees reported in this evaluation, 36 qrérevere women
while 64 percent were male. Furthermore, the repotgs that 32% of the public service employeesagesl 50 years and
above and 1% of the public service were aged 18e24s. The report further indicates that only 27%most government
departments have documented succession managetaestip the year under review. The issue of muttigational
workforce comes along with its own challenges inm® of succession planning, employee retentiondlivagn of
disciplinary cases, rewarding employees and designnodels for promotion. Among the strategies thenyéan
government is implementing to reduce disparity wrkforce diversity is creating certain favorablente for the youth,
women and less privileged for tendering of govemimm@ojects. However, lack of technical capacitg hindered them
from effectively utilizing this facility. It therefre follows that HR managers have a demanding iroiategrating staff
from different generations to ensure peaceful aierce and achievement of overall organizationalsyorhis study

therefore intended to establish the role of HR rganain the integration of multigenerational workfe.
OBJECTIVES OF THE STUDY

The general objective of the study was to estalistrole of HR managers in the integration of igeherational

workforce in the department of Lands, Kenya. Thelgtwas guided by the following objectives:

e To determine the influence of mentoring programs iotegration of multigenerational workforce in the

department of lands, County Government of Nakumenysa.

» To establish the influence of teambuilding on inédign of multigenerational workforce in the depaent of

lands, County Government of Nakuru, Kenya.

* To assess the influence of succession planningtegriation of multigenerational workforce in thgpdement of

lands, County Government of Nakuru, Kenya.

e To examine the influence of career developmenntegration of multigenerational workforce in thepdement

of lands, County Government of Nakuru, Kenya.

LITERATURE REVIEW

Various ways in which organizations attempt to depetheir human resource include training, career
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development, teambuilding, performance appraisaégtoring, and succession management. For the geigfchis study,

empirical review was presented in line with theealives of the study.
Mentoring Programs and Integration of Multigenerational Workforce

Mentoring typically involves an older, more expeied individual giving guidance and advice to anger, less
experienced individual, while reverse mentoringniere of a two-way street where both individuals toemach other
(Thompson, 2011). It includes creating the relatfop, emotional safety and the cultural norms neddderisk taking for
the sake of learning, and the desired result oélacated professional growth. According to Cluttedb and Hussain
(2010), the business value of mentoring can expartie point where mentoring becomes a core dgliverdel for the
talent management and personnel development pexe$companies, organizations, government entiies the like.
The authors recommend that organizations seekingnpact retention and productivity should encouragentoring
participants to invest one to two hours per momthpieparation and meeting time. Locally, variousdis have
investigated workforce diversity with varying outaes such as those of Wambui et al., (2014). Silpilstwangi (2014)
investigated effect of multi-generational workforoa employee productivity. The findings showed tBat8% of the
respondents agreed that the company offered retralaing opportunities for all its’ staff and thite training programs
offered by the company were sensitive to their sesud preferences as individuals. It is thus cleat more research

needs to be done to understand the role of HR neasagthe integration of multigenerational workfer
Teambuilding and Integration of Multigenerational Workforce

Teambuilding involves the process of enabling theug of people to reach their goals. It consiststeps like
clarification of team goals; identification of hirahces to goal achievements; facing the identifieallenges and enabling
the achievement of the goals. Fajana (2002) asdetseamwork is an integration of resources ampiits working in
harmony to achieve organizational goals, wheresrate prescribed for every organization membet)eaiges are equally
faced and incremental improvements are sought roaaity. One of the key aims of the team buildingdschange the
behaviors and attitudes prevalent in the orgammatwhich are almost independent of who actuallyrksothere.
Teambuilding involves a wide variety of activitiggesented to organizations and aimed at improtéagn performance
(La Fasto & Larson, 2001). According to Fajana @Q@he use of teams has spread rapidly arising tie belief that the
development of strong and effective production arahagerial teams will lead to the potential forhgigperformance and
increased job satisfaction. There are synergiebeogained from greater levels of involvement in twerkforce.
Management could also create cross-generationaistéa enable employees to collaborate rather thampete with their
peers and seniors. Such intergenerational colléibarand interactional opportunities between empésywould create a

more cohesive work environment.
Succession Planning and Integration of Multigeneratnal Workforce

Succession management can be seen as perpetuagingnterprise by filling the organization with High
productive people to assure that every leaderghvipl lhas an abundance of these performers to doaw both now and
in the future (Warne, 2005). Different models hdeen used to manage succession in a multigeneahtiarkforce.
Succession planning is therefore perpetuating thergrise by filling the pipeline with high-perfoing people to assure

that every leadership level has an abundance s&tperformance to draw from, both now an in therfu{Kim, 2006).
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Similarly, Clutterbuck (2012) noted that succesgitanners do not take sufficient cognizance ofdifierences in attitude
towards careers and career self-management betgeeerations. The study observes that successioragearent
processes tend to be designed by Baby-boomergnfiementation by Generation X and imposed upone@Gsion Y. It

noted that many of the failures of succession ptaprcan be laid in part at least to lack of intergmtional

communication about expectations. In a review dfding and sustaining leadership for productivitydagrowth through
succession management, Fink (2010) highlighted ttietsuccession challenge is to reconcile thetyetiiat the Silent
Generation and particularly Baby Boomers who domaimaost of the positions of leadership in orgamizest have defined
leadership in their own image, and expect and aftanand that the younger generation — Generatiand<Y must follow

their lead. It would thus be prudent to investigtite role of HR managers in such circumstances evliegre exists a
multigenerational workforce such as those presetiteaDepartment of Lands in Nakuru County, Kenya.

Career Development and Integration of Multigeneratonal Workforce

Career development aims to identify needs, aspiratiand opportunities for individuals’ career ark t
implementation of developing human resources progrto support that career. According to Manolegf038), it is a
continuous process of discovery in which an indialdslow develops his own occupational concept i@Esalt of skills or
is seen as a very systematic and comprehensivegg@f targeting career development and implemnientaf strategies,
self assessment and analysis of opportunities aaldiae the results. Smith and Mazin (2011) suggkstat some people
are good at finding their own paths and procurhmgnecessary resources and information and a# tieds to be done is
providing the tools and encouragement to be sufidegscording to Goldsmith et al., (2010), generatY employees do
not expect to stay in a job or even a career forlémg; they are skeptical when it comes to suaicepts as employee
loyalty. Further, Benckendor#t al (2010) observe that generation Y employees seeasing responsibility not as a
burden to be avoided but as a proving ground ®skills and talents. It has been observed thaerahan passively
relying on employers to take responsibility for doyge career development, younger generation eraploywre more
likely to take a more active role in their caredanming and execution; and thus, if companies arable to provide
opportunities for Millennial to fully build theirkdl sets, high levels of dissatisfaction whichrtstates to low productivity,
will result (DelCampo et al., 2012). Thus, succekssbmpanies engage Millennials in career pathénfprmal process that

show employees what their career progression adalike-not only up but also sideways.
RESEARCH METHODOLOGY

The study adopted a descriptive research desigmdeas et al., (2009) describes descriptive rebedgsign as a
systematic, empirical inquiring into which the rasgher does not have a direct control of independariable as their
manifestation has already occurred or becausentieréntly cannot be manipulated. The target pojpulatomprised all
66 employees of the Department of Lands, Countye@ument of Nakuru, Kenya. The study utilized simpgedom
sampling technique which ensured that the targeulation was representative, reliable, flexible afficient. In this
study an appropriate method to collect the primdaya was a questionnaire survey. For the purpobékis study,
guantitative data was collected using a closed-é&mestionnaire. The primary data was sourced fitoemanswers the
participants gave during the survey process. Tha dallected from the questionnaires was analyzél @tatistical

Package for Social Sciences.
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RESEARCH FINDINGS AND DISCUSSIONS

According to the findings, majority of the respontdewere male (61.8%) while the female respondemise
38.2%. The study attributed this trend to the éxisgender gap in employment in the public seatoKenya which is
predominantly dominated by the male gender. Majaftthe respondents were of the age group 46 yeslis (52.6%)
while the least age group was between 26 — 35 \@a3%0). Majority of the respondents (58.2%) hadhaversity degree
qualification which was attributed to the highetrgmequirements in the organization and the texdimature of the work
undertaken. In terms of working experience, mostth& respondents (41.8%) had between 5 — 10 yearking
experience. Cumulatively, more than 72% had moaa th years of experience while only 7.3% had lbas 22 years

working experience.
Mentoring Programs and Integration of Multigenerational Workforce

Majority of the respondents agreed that mentorgwsually older and more experienced individuals whided
other employees (3.82), that mentoring programsecdd productivity and retention which were keyha integration
process (3.79), that mentoring provided a bridgewéen various generations and enhanced intergémeaht
communication (4.16) and that mentoring programsewa key component of the knowledge transfer podesheir
department (4.27). Further, majority of respondafitsgreed that human resource managers oftenettagientoring
arrangements in order to measure their effecti®@megmployee integration (2.12) and that the depamt had bridged
intergenerational differences effectively through tise of mentoring programs and activities (2.2Bg respondents were
however unsure when asked whether their departhshformal mentoring programs for all employeebdoeffectively
integrated (3.16).

Table 1: Mentoring Programs and Integration of Multigenerational Workforce

n | Min | Max | Mean | Std. Dev.

Our department has formal mentoring programs for al
employees to be effectively integrated

Mentors are usually older and more experienced/iddals wha
guide other employees

HR managers often track mentoring arrangementsderdo
measure their effectiveness in employee integration

Mentoring programs enhance productivity and retenivhich
are key in the integration process

Mentoring provides a bridge between various geraratand
enhance intergenerational communication

Mentoring programs are a key component of the kadge
transfer process in our department

The department has bridged intergenerational diffees
effectively through the use of mentoring programa activities

55| 2 5 | 3.16 .837

55| 2 5 3.82 .881

55| 1 5 | 212 .984

55| 1 5 3.79 .997

55| 1 5 | 416 .812

55| 1 5 | 427 977

55| 3 5 2.28 .811

Teambuilding and Integration of Multigenerational Workforce

From the findings in Table 2, it was establisheat tihajority of the respondents agreed that teamimgjicreated
a cohesive environment which was important for rgeerational workplace (4.18), that Teambuildinthanced

intergenerational collaboration and interaction apynities (3.87) and that teambuilding programsoaintegrated
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employee development needs with organizational é£d9).

Table 2: Teambuilding and Integration of Multigenerational Workforce

n | Min | Max | Mean | Std. Dev.

Teambuilding creates a cohesive environment wisich i
important for intergenerational workplace

Teambuilding enhances intergenerational collabonati
and interaction opportunities

Our departments highlights mutual team goals anddes
on promoting effective intergenerational workforce

Teambuilding activities in our department are géare
towards managing generational gaps

The activities undertaken in teambuilding focuses o
adaptability of various generational needs

Teambuilding programs also integrates employee
development needs with organizational needs

Teambuilding activities in our department usesaiie
communication tools geared towards a culture of 55| 1 5 3.22 | 0.897
commitment by all generations

55| 1 5 4.18 .813

55| 1 5 3.87 947

55| 1 5 2.42 .962

55| 1 5 2.45 971

55| 1 1 2.19 .801

55| 1 5 4.19 .933

Further, the respondents disagreed that their ttapat highlighted mutual team goals and focusegromoting
effective intergenerational workforce (2.42), thaambuilding activities in their department wereargel towards
managing generational gaps (2.45) and that theies undertaken in teambuilding focused on adaifitya of various
generational needs (2.19). The respondents werevewunsure when asked whether teambuilding aesvin their

department used effective communication tools getowards a culture of commitment by all generati($22).
Succession Planning and Integration of Multigenerabnal Workforce

From the findings on Table 3, it was established thajority of the respondents agreed that HR mensacarried
out major changes in job requirements, new skilld work values across generations (3.97) and tiatession planning
created a pool of high performing people at eveadership level irrespective of generations (4.22e respondents
however disagreed that succession planning pracessved identification, designation and notifiati of employees
across all generations (2.18), that HR managergmss jobs that offer best learning and opportasitiargeting all
generations (2.31), that HR managers had suffidantession planning experiences and are cognidatifferences in
attitudes between generations (2.16) and that HRhagexrs were aware of intergenerational expectatiand

communicated well about organizational plans (2.08)
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Table 3: Succession Planning and Integration of Mtigenerational Workforce

n | Min | Max | Mean | Std. Dev.

Succession planning process in our departmentvaegdbentification,
designation and notification of employees acrokgelerations

HR managers often carry out major changes in jghirements, new
skills and work values across generations

Succession planning creates a pool of high perfoympeople at every
leadership level irrespective of generations

HR managers design jobs that offer best learnimpoguportunities
targeting all generations

HR managers have sufficient succession planningréxmces and are
cognizant of differences in attitudes between getiars

HR managers are aware of intergenerational expestaand
communicate well about organizational plans

55| 1 5 2.18 .891

55| 1 5 | 3.97 .848

55| 1 5 | 442 .661

55| 1 5 231 977

55| 1 5 | 2.16 .633

55| 1 5 2.08 .844

Career Development and Integration of Multigeneratonal Workforce

The results in Table 4 indicate that most of ttepomdents agreed that career progression amohgsinarations
occurred through advancements and promotions titigros of increased responsibility (4.31). The @sgents however
disagreed that their department identified neesisirations and opportunities for employee develampmeograms (2.13),
that HR managers targeted career development apkkrmentation strategies which enhanced generatiotedration
(2.41), that HR Managers often prepared employéedl generations so that they can move with thganization as it
develops, changes and grows (2.32), that employmdsan active role in their career planning andceion and the
department provided opportunities for building kkiéts which translated to higher productivity @.Jand that since
various generations had different perspectivehefworkplace, HR managers worked towards enharg@ngmitment of

the different generations (2.33).

Table 4: Career Development and Integration of Muligenerational Workforce

n [Min |Max |Mean |Std. Dev.

Ourdepartment identifies needs, aspirations and oppibis
for employee development programs

HR managers target career development and impleiemt
strategies which enhance generational integration

HR Managers often prepare employees of all germgraso
that they can move with the organization as it tps 55| 1 5 2.32 .698
changes and grows

Career progression amongst all generations in the
departments occurs through advancements and pamsdbt| 55| 1 5 4.31 .842
positions of increased responsibility

Employees take a active role in their career plagaind
execution and the department provides opporturfities 55| 1 5 2.17 .759
building skill sets which translates to higher protity

Since various generations have different perspesif the
workplace, HR managers work towards enhancing 55| 1 5 2.33 .876
commitment of the different generations.

55| 1 5 2.13 724

55| 1 5 241 .987
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Integration of Multigenerational Workforce

From the findings, majority of the respondents adrthat the integration of multigenerational workfohad led
to improved employee satisfaction and retentio®9Band that the department provided equal oppibytdior growth
across all generations without any generationaruiisnation (4.19). The respondents however disagjtbat integration
and inclusion of generations had reduced recruitroballenges and skills shortages (2.23), thatirttegration process
had led to employees providing better serviceséir tlientele (2.19), that the integration procead fostered innovation
and problem-solving skills (2.07) and that the d@pant had put in more effort and money to enshat diversity was
effectively managed to achieve successful outco@€d). The respondents were however unsure whétkedRM Act

had some influence the relationship between HR genseaand integration of multigenerational workfof8e31)

Table 5: Integration of Multigenerational Workforce

n |Min |Max |Mean |Std. Dev.

Integration and inclusion of generations in theat&pent has
reduced recruitment challenges and skills shortages

The integration of multigenerational workforce at department
has led to improved employee satisfaction and tieten

The integration process has led to employees pirayigetter
services to our clientele

The department provides equal opportunity for groagross all
generations without any generational discrimination

The integration process in our department hasrfedtenovation
and problem-solving skills

The department puts in more effort and money torenthat
diversity is effectively managed to have a sucedsaftcomes.

The HRM Act has some influence the relationshipveeh HR
managers and integration of multigenerational wandd

55| 1 5 | 223 .933

55| 1 5 3.99 .957

55| 1 5 | 219 877

55| 1 5 | 419 .812

55| 1 5 | 2.07 .987

55| 1 5 231 .998

55| 1 5 | 331 .986

Regression Analysis
The study carried out a regression analysis ancehsaotnmary is depicted in Table 6.

Table 6: Regression Model Summary

Model R R’ Adjusted R*> | Std Error of the Estimate
1 0.8319| 0.6921 0.6873 0.3618

The R value of 0.6921 implies that 69.2% of the variasion integration of multigenerational workforcendae
explained by the variations in independent varigblehis therefore means that other factors notiestudh this study
contribute 30.8% of integration of multigeneratibmarkforce. The researcher further conducted atiplel regression

analysis and the findings of the multiple regressimdel is depicted in Table 7.
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Table 7: Multiple Regression Analysis

Model Unstandardized Coefficients | Standardized Coefficients
1 B SE B t p
Constant 7.334 3.392 3.100 0.088
Mentoring Programs 0.531 0.209 0.213 2504 0.012
Teambuilding 0.339 0.177 0.189 2.003 0.041
Succession Planning 0.217 0.103 0.101 1.018 0/044
Career Development 0.483 0.189 0.183 2411 0.019

From the multiple regression model, holding memigmprograms, teambuilding, succession planningcander
development constant, integration of multigeneratiovorkforce would increase by 4.012. It was di&hbd that a unit
increase in mentoring programs would cause anaseré integration of multigenerational workforgeabfactor of 0.531,
a unit increase in teambuilding would cause anease integration of multigenerational workforceabfactor of 0.339, a
unit increase in succession planning would causm@ease in integration of multigenerational workke by a factor of
0.217 and a unit increase in career developmentdigause an increase in integration of multigenenat workforce by a
factor of 0.483. The un-standardized beta coefitsien Table 7 were then used to obtain the oveedditionship of the

independent variables and the dependent variablermdel was formulated as:
Y =7.334 + 0.531X+ 0.339% + 0.217X% + 0.483%

Where Y = Integration of Multigenerational WorkfercX; = Mentoring Programs, & Teambuilding, %=

Succession Planning, and X Career Development.

CONCLUSIONS

The study concluded that mentoring provided a leridgetween various generations and enhanced
intergenerational communication and thus were a ¢@myponent of the knowledge transfer process. Hureanurce
managers should therefore track mentoring arrangeniie order to measure their effectiveness in eyg@ integration. It
was concluded that teambuilding created a cohesivéronment which was important for intergeneratioworkplace.
Further, it was also concluded that for effectimeegration of multigenerational workforce, the HRimagers should
highlight mutual team goals and focus on promotéfigctive integration, use teambuilding activitiggared towards
managing generational gaps and that the activitretertaken in teambuilding should focus on adafitalof various
generational needs. The study concluded that HRageas carried out major changes in job requiremaets skills and
work values across generations and that succepkoning created a pool of high performing peopleeery leadership
level irrespective of generations. Finally, the dstuconcluded that succession planning process ghoulolve
identification, designation and notification of eloyees across generations and that HR managerfisthesign jobs that

offer best learning and opportunities targetinggatherations.
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