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ABSTRACT
In non-governmental organizations (NGOs), organizational design has to be aligned with the strategic priorities of the organization focusing on the implementation of programmes and strategic plans to help attain superordinate goals. The purpose of this study was to assess the organizational design and realization of superordinate goals in selected Non-Governmental Organizations in Naivasha sub-county, Kenya. Four specific objectives guided the study to; determine the influence of work specialization on the realization of superordinate goals; assess the influence of departmentalization on the realization of superordinate goals; examine the influence of chain of command on the realization of superordinate goals; and determine the influence of span of control on the realization of superordinate goals in selected NGOs in Naivasha Sub-county, Kenya.  The study was underpinned by the systems-thinking model and McKinsey’s 7s model theories. The study adopted a descriptive survey research design and the target population consisted of 120 managers and the board of directors from eight selected NGOs consisting of top-level, middle-level and lower levels of management of NGOs in Naivasha sub-county, Kenya. Krejcie and Morgan's formula was used to determine a sample size of 92 respondents who were selected using a stratified sampling technique while simple sampling was used to allow everyone to participate. The research instrument was a self-administered questionnaire consisting of closed and open-ended questions to collect the primary data and other six parts focusing on the characteristics of the respondents and variables. Reliability and validity testing of the Instrument was confirmed before actual data collection through a pilot study. The thematic analysis method was used for qualitative data analysis which was presented using narratives. Quantitative data were analyzed using frequencies and per centages. Inferential statistical analysis involved Pearson correlation and multiple linear regression analysis to establish the relationship between organizational design and the realization of superordinate goals. Data were presented using tables. Research ethics were upheld when carrying out the study. The findings of the study indicated that the response rate was 85.9% which was enough to generalize the findings. The study concluded that there is a statistically significant relationship between work specialization and realization of superordinate goals with a Pearson correlation value of 0.656 and a p-value of 0.000. Also, departmentalization had a statistically significant influence on the realization of superordinate goals in selected NGOs in the Naivasha sub-county, Kenya (p<0.05). Work specialization, among the four independent variables of this study, had the strongest influence on the realization of superordinate goals in selected NGOs in the Naivasha sub-county, Kenya. The study also concluded that the chain of command had a statistically significant relationship with the realization of superordinate goals (p<0.05 )but had no statistically significant influence on the realization of superordinate goals (p>0.005).  The span of control had no statistically significant relationship or influence on the realization of superordinate goals in selected NGOs in Naivasha Sub-County Kenya (p>0.05). The study concluded that organizational design influences the realization of superordinate goals with a regression F-value of 17.615 at a significant level of p<0.005. Based on the findings of the study, this study recommends that a similar study be conducted to get the perspectives of employees and beneficiaries from NGOs on organizational design and realization of superordinate goals.  The findings of this study will help NGOs to understand the cruciality of organizational design elements in the realization of superordinate goals.
10

[bookmark: _Toc114839519]CHAPTER ONE
INTRODUCTION  
[bookmark: _Toc114839520]1.1 Background of the study 
Universally, organizations are operating in fluid environments faced with constant changes exemplified by fast-paced technological changes, globalization and the need to compete for survival and attain a competitive edge. The dynamic environments have propelled organizational leaders to set goals and objectives that align with the changes experienced. Appropriate strategies are put in place to ensure clarity of goals, roles, responsibilities and power (Höchli, 2019). This includes focusing on organizational design to ensure that the set goals are met. Burton and Obel (2018) assert that organizational design should have a good fit between the means by which tasks are divided among the employees and how to coordinate the tasks which are often uncertain and interdependent. From this perspective, then, organization design can be described as a systematic approach in which processes, structures, cultures, leadership, people and practices are aligned to allow organizations to achieve their goals, mission and strategy. Essentially, there is no best way of designing organizations because different have different missions, visions and goals. Therefore, organization design should take on contingency approaches depending on aspects such as environmental factors and the type of the organization. 

In NGOs, there is a key focus on ensuring that organizational development is achieved by putting in place planned interventions, strategies and efforts in the entire organization to ensure that organizational goals are attained and that the organization’s effectiveness and health are attained. Non-governmental actors integrate organizational development to ensure that overall sustainable development is attained. This was attained by strengthening leadership and management, strategies, and organizational planning and design (Ortiz, 2016). According to Burton and Obel (2018), organization design is a determining factor for organizational performance and the cooperation between the people in the organization. Therefore, designing organizations should be forward-looking and scientific-based. However, in current dynamic contexts and situations, challenges arise regarding the appropriate way of designing organizations. This has led to more focus on new technical and social organizational structures, work systems, leadership practices, skills and competencies to help attain organizational goals.

In pursuit of specific goals, organizations tend to create hierarchies between goals and people to ensure organizational effectiveness. This leads to the creation of groups that have specific goals which can result in people working in opposition to each other causing conflicts among groups. Development of ‘in-groups’ and ‘out-groups’ becomes inevitable leading to conflicts and hostilities towards members of the ‘out-group’ (Ortiz, 2016). This means, that for instance, the human resource department members may be hostile to the community outreach department members with no foundational causes of the conflicts and hostilities other than members may belong to an ‘out-group’. To achieve harmony between the groups, superordinate goals are created to ensure that the different groups come together and cooperate to attain common goals and mutually survive. Therefore, goal hierarchies are created where groups have individual goals to pursue and there are also overall organizational goals to achieve.

Every organization possesses a goal hierarchy where goals are mentally represented according to the desired end state in which organizational members commit to either avoid or approach. Goals are usually characteristically different and they can be subordinate goals which precisely define what is to be done and how it is to be done. There are also intermediate goals which focus on a course of action that is general. There are also superordinate goals which include multiple intermediate goals and go higher up the goal hierarchy. Superordinate goals are a representation of how an individual conceptualizes themselves, their relationships and their society (Höchli, Brügger & Messner, 2018).

Superordinate goals, according to Budde (2020) refer to the need for interdependence and cooperation in which organizational groups such as departments work towards the same goals. Foundationally, superordinate goals are highlighted in the McKinsey 7s model which was developed to analyze organizations and monitor their internal changes. Superordinate goals bring the groups together to maximize organizational success. Group members can maintain their identities as groups while working together with out-groups to attain the superordinate goals. The superordinate goals make it salient that cooperation is crucial in ensuring that the goal hierarchies are understood and the overall organizational goals are attained. Certainly, this is not to mean that the lower-level goals are not important in the organization but it brings to the forefront the need for collaboration to ensure that there is fluidity in how organizational goals are perceived, understood and executed by the organizational members. organizational leaders should pay attention to the interactions in the organization whether on the departmental or team level. The priorities of the teams and the individuals should be focused on as any goal misalignment between and among the teams leads to discordance and conflicts. As such, the design of the organization in terms of aspects or elements such as work specialization, the chain of command, the span of control, departmentalization, formalization and centralization or decentralization should harmoniously interact if the superordinate goals are to be attained (Huggins & Scheepers, 2019). 

Organizational goals in NGOs are altruistic and pursued voluntarily without a profit motive and based outside the operation of the government (Ortiz, 2016). The scope of the organizational goals in NGOs continues to widen to encompass human development potential as well as meet sustainable development goals (SDGs). The primary focus to pursue activities that promote the interest of the poor, and the society and provide basic services in communities is entwined with achieving the SDGs to boost the development of developing areas and countries. For instance, in Bangladesh, by 2005, there were over 90% of villages affiliated with at least one NGO that focused on the reduction of poverty. Moreover, the World Bank indicates that NGOs are involved in 90% of projects being currently financed to help alleviate poverty. Also, more than 20% of all bilateral aid in the world flows through NGOs (Brass et al., 2018).

Organizations are typically seen as complex entities composed of tightly interdependent and mutually supportive elements of organizational design and highly integrated systems whose performance is determined by the degree of alignment among the major elements (Miller & Friesen, 2004). However, the organizational design of NGOs depends on the projects of focus for the organization. In the USA, Davies (2019) cites that the achievement of organizational goals depends on the design of the organization. The goals are tied to the programmes and projects that the organizations focus on such as health, education, and social welfare. In China, Wang (2020) asserts that NGOs are associated with bottom-up development as opposed to top-down development. This provides a realistic means by which the organizations are designed to attain their organizational goals in terms of organizational effectiveness and service provision.
In the Middle East, Gianni, Michele and Lozza (2021) note that NGOs are given rigid operational spaces where their operations are under surveillance and control of the state. The extent of control also goes to the objectives and goals of the organizations where the government monitors every objective and goal that the organizations pursue to ensure strict control over collective action. The projects pursued by the organizations are limited to poverty alleviation and education. As such, the organizational design of the NGOs is tied to project-based cycles. This allows room for greater work specialization as well as managerial and operational capacity. However, the hierarchies within the NGOs create chains of command that deter the organizations from achieving their agendas and goals as decisions are reserved only for the upper management. The superordinate goals of the organizations are tied to the projects that each NGO undertakes. This means that an NGO focusing on education has different superordinate goals from an NGO focusing on health.

The focus on superordinate goals activates long-term goal pursuit which requires alignment of the organizational design. According to Ruiz-Román, Molina and Alcaide (2019), NGOs provide support networks which are tools that can be used to attain development across a multi-dimensional spectrum. Therefore, the superordinate goals of NGOs differ across a spectrum of the fields that they represent. For organizations that represent children from a disadvantaged background, there needs to be teamwork practices put in place to attain intended superordinate goals which mainly focus on the welfare of the children. Additionally, Huseynli (2018) explains that to ensure child development, the organizations focus on education, healthcare, housing and even social goals. However, the organizations are often marred with accountability and rigidity issues which not only put the children at risk but highlight the state of the organizational design in attaining the superordinate goals in the organizations.

In Kenya, there has been an increase of NGOs which is evidenced by an increase of more than 8000 NGOs being registered in 2012. Non-governmental organizations include faith-based organizations, charitable associations, private agencies, trusts and foundations among others, with a large number of activities and programs, that make an expansive contribution to the development process.  In the Naivasha sub-county, most organizations have a common interest in supporting OVC and youth caregivers to improve their social-economic status, hence, self-sustainability through food security, formal education and technical skills for employability. This concept has been passionately embraced by donors and enthusiastically supports the NGOs to achieve their superordinate goals. However, the NGOs rely on donor funding, expertise, skills and donor experience mapping for their operations. This directs the way the organizations are designed which often mirrors the donor organizations’ structure and design (Brass et al., 2018). Additionally, the focus on the superordinate goals differs from one organization to another due to the field of specialization that the organizations focus on. 
[bookmark: _Toc114839521]1.2 Problem Statement 
In goal pursuit, work teams in NGOs have their own goals to pursue which leads to conflicts between teams as each team has a goal to attain. Such conflicts can deter organizations to attain their superordinate goals. However, organizational design helps to bring together the different elements of an organization to assist in achieving superordinate goals. A study by Höchli (2019) indicates that workplace processes help in the everyday work environment by aligning the employer and the employees’ goals to help attain job security and minimize conflicts. Therefore, employees are expected to work together and respond to changes, mostly focusing on work specialization, departmentalization, chain of command and span of control among other elements of organizational design, hence realization of superordinate goals  

Superordinate goals in NGOs are tied to the projects that the organizations focus on. Therefore, efforts are focused on ensuring projects' success in terms of service provision or attaining effectiveness (Davies, 2019). Despite these efforts, NGOs find it difficult to attain their superordinate goals as they face challenges to adapt and be flexible to changes as well as align the organizational design and organizational goals. This is attributed to centralized decision-making, competing goals, nepotism and self- gains. As a result, work capabilities, organizational structures and strategies are ignored bringing about bias and conflicts between tasks, lack of corporation or interaction between team members and inclusive superordinate identity (Ercolano, 2020). 

Consequently, the NGOs face challenges in successfully developing organizational design elements such as work specialization, the chain of command, departmentalization and span of control with a good fit to attain superordinate goals that are central to the organizations’ operations. These challenges reveal a clear knowledge gap in the comprehension of organizational design elements of the NGOs, superordinate goals and the relationship between organizational design and superordinate goals. This, coupled with the fact that the NGOs have different superordinate goals presents complexities in understanding how to successfully develop organizational designs with a good fit between the means of successfully attaining the goals. This further exacerbates the challenges of the NGOs in attaining their superordinate goals that are central to the organization’s operations. Therefore, it is from this background that this study sought to investigate how to work specialization, departmentalization, chain of command and span of control influence the realization of superordinate goals in the selected NGOs in Naivasha sub-county, Kenya.

[bookmark: _Toc114839522]1.3 Purpose of Study 
The purpose of the study was to assess the influence of organizational design on the realization of superordinate goals in selected Non-Governmental Organizations in Naivasha sub-county, Kenya.

[bookmark: _Toc114839523]1.4 Specific Objectives of the Study 
i. To determine the influence of work specialization on the realization of superordinate goals in selected NGOs in Naivasha sub-county, Kenya.  

ii. To assess the influence of departmentalization on the realization of superordinate goals in selected NGOs in Naivasha county sub-county, Kenya.    

iii. To examine the influence of the chain of command on the realization of superordinate goals in selected NGOs in Naivasha county sub-county, Kenya.  

iv. To determine the influence of span of control on the realization of superordinate goals in selected NGOs in Naivasha county sub-county, Kenya.  

[bookmark: _Toc114839524]1.5. Research Hypothesis
H01: Work specialization has no statistically significant influence on the realization of superordinate goals in selected NGOs in Naivasha sub-county, Kenya,
H02: Departmentalization has no statistically significant influence on the realization of superordinate goals in selected NGOs in Naivasha county sub-county, Kenya.

H03: Chain of command has no statistically significant influence on  realization of superordinate goals in selected NGOs in Naivasha sub-county, Kenya.

H04: Span of control has no statistically significant influence on the realization of superordinate goals in selected NGOs in Naivasha sub-county, Kenya.

[bookmark: _Toc114839525]1.6 Significance of the Study
The findings and recommendations of this study are intended to benefit the following;
 
The management and board members - The study will help management and board members of individual NGOs in Naivasha sub-county to understand their organizations’ internal operational elements and processes and address any weaknesses.

NGOs - Further, NGOs may appreciate the role and the use of organizational design for effectiveness and hence, achievement of superordinate goals successfully. 

Policy Makers - Also, the findings of the study will be valuable to policymakers (National/County government & NGOs Coordination board) in formulating effective policies that govern the management and operations of non-governmental organizations.  

Donors - Additionally, the study findings will enhance understanding among the NGO donors and sponsors to understand the organizational design elements that enhance superordinate goals achievement, hence informing their decision on the interventions required to ensure effectiveness. 

Staff - The study will also be significant in motivating, guiding and facilitating the staff in differentiating and integrating their work units and main task, to create an environment where they can work effectively to steer the organization in the right direction aligned to its goals.

Researchers and students - This study adds to the existing field of knowledge, therefore, researchers and students studying in a similar area will find it easier to learn from the findings and the recommendations of this study, providing the basis for further research in the field. 

[bookmark: _Toc114839526]1.7 Scope of the Study 
The purpose of this study was to assess the organizational design and the realization of superordinate goals, specifically focusing on how work specialization, the chain of command, departmentalization and span of control influence the realization of superordinate goals in selected non-governmental organizations in the Naivasha sub-county, Kenya. Superordinate goals are different in different organizations depending on the projects they pursue. Therefore, the scope of this study extended only to NGOs dealing explicitly with children’s development in the Naivasha sub-county, Kenya. Therefore, eight NGOs dealing with child development in Naivasha Sub-county were selected for this study. The target population of this study was delimited to the three levels of management, which included the board of directors and managers of eight selected NGOs dealing with child development in Naivasha sub-county, Kenya.   The period of study was from October 2021 to June 2022, and where descriptive survey research design was used to guide this study. The study also collected secondary data from other sources such as scholarly journals and organizational reports.

[bookmark: _Toc114839527]1.8 Limitation of the Study  
This study was limited by the hierarchical nature of NGOs where the red-tape bureaucracy may hinder the researcher from collecting data. To deal with this limitation, the researcher contacted the relevant authorities early in advance which allowed for follow-ups to allow the study to be carried out in the organizations. Also, considering that the study was carried out in only one Sub-County out of eleven sub-counties in Nakuru county, others were kept outside the purview of the study. The study was also limited by the fact that the study only focused on management while other employees carried different roles and responsibilities in the realization of superordinate goals in selected NGOs in Naivasha Sub-County, Kenya and their opinions were left out.  

[bookmark: _Toc114839528]1.9 Definition of Key Operating Terms 
	Chain of command:
	A continuous line of authority that extends from upper to lower organizational levels and clarifies who reports to whom.

	Departmentalization: 
	The basis by which jobs are grouped although different organizations have their own classification

	Non-Governmental Organizations:
	A voluntary organization or a grouping of individuals or organizations which is autonomous and not for profit 


	Organizational design: 

	Organizational design refers to arranging how to carry out an organization’s purpose and strategy to achieve its desired aims, ends or goals.

	Organizational structure: 

	The framework of relations on jobs systems, operating process, people and groups making effort to achieve the set goals. It is a set of methods of dividing tasks to determine duties to coordinate them

	Span of Control:
	The number of people a manager can supervise directly.

	Superordinate goals:

	Core goals in an organization that are developed to help teams attain a common purpose through cooperation. The goals interconnect the guiding principles and the purpose of an organization’s existence and ensure that they are shared among all organizational members.


	Work specialization:
	The degree to which the work involves performing specialized tasks or possessing specialized knowledge and skills in a particular area to carry out the associated work




[bookmark: _Toc114839529]1.10 Chapter Summary
This chapter has presented a background to the study, the statement of the problem, the purpose of the study as well as the study’s objectives and research hypothesis. The chapter has also highlighted the significance of the study, its scope, and limitations and delimitation of the study.




[bookmark: _Toc114839530]CHAPTER TWO
LITERATURE REVIEW
[bookmark: _Toc114839531]2.1 Introduction
This chapter presents the literature review on organizational design and superordinate goals in organizations. Theoretical literature and empirical reviews  provided highlighting on the study’s variables which are work specialization, departmentalization, chain of command and span of control and realization of superordinate goals. The chapter also presents a conceptual framework which will aid in the understanding of the relationship between the independent and dependent variables of the study. Finally, a summary as well as the gaps identified in the literature review are presented. 

[bookmark: _Toc114839532]2.2 Theoretical Literature Review
This section provides a discussion on the systems-thinking approach which connects to organizational design and explains the outlook of designing an organization. McKinsey’s 7s model which is useful in understanding the interrelationship between organizational design and the realization of superordinate goals.

[bookmark: _Toc114839533]2.2.1 Systems-Thinking Model 
The concept of systems-thinking emerges from the systems theory which was developed in Bertalanffy in 1968. In the 1990s, Senge shed light on systems in organizations and how interacting elements interrelate to attain organizational goals; leading to the development of the systems-thinking model. The model recognizes that organizational elements are interconnected, hierarchical and organized to produce unpredictable behavior with emergent properties that are more than the sum of its parts (Emes & Griffiths, 2018). Systems thinking has been applied in different disciplines and it involves the practice of perceiving systems in their entirety to help in identifying patterns of behaviour, events, mental models and interrelationships between elements in complex and open organizational systems (Bashan & Kordova, 2021).

The model holds that open-system organizations interact with the external environment which leads to the need to adapt to environmental changes for the organization to survive (Bruni, Carrubbo, Cavacece & Sarno, 2018). The organizational elements become a factor of focus to understand the interaction of elements in any given environment. The organizational elements include employees and the departments that the employees work in with different specializations for departmental and organizational goals to be attained. The achievement of goals in an organization is dependent on how work activities are scheduled and the different organizational levels (Barile, Pellicano & Polese, 2018). A schematic diagram of the systems thinking model map is illustrated in Figure 2.1

[image: https://th.bing.com/th/id/R.4a30a94212e5bceeb1538b41a31c4445?rik=FMEh9VgxbC8T2A&riu=http%3a%2f%2finschoolsolutions.com%2fimprovement%2ffundamentals.gif&ehk=P8pg7Kfiu0dMm76%2b1HB2X8A25cbte5cxaQ%2fqYoRU0dU%3d&risl=&pid=ImgRaw&r=0]
                         Adopted from:   http://inschoolsolutions.blogspot.com/   
[bookmark: _Toc114839492]Figure 2.1: Systems Thinking Model Map


Organizations face challenges that require coordinated efforts to attain superordinate goals. Interdependent components in teams and departments should be flexible and have resource capacities to work systemically. From a systems-thinking approach, organizational systems may fail to attain their superordinate goals due to a lack of adaptive collaboration processes which would be crucial in meeting the needs of the constantly changing environments. The goals of departments and teams may differ from the larger organizational goals (Pendergraft et al., 2019). In such instances, organizational leaders should seek to prioritize the superordinate goals and diagnose how to align them with other lower-level goals of the organization. 

The systems thinking approach is fundamental in the analysis of organizational operations which are complex. By looking at each organizational element holistically, managers are able to make informed and better decisions in terms of boundary development, departmentalization, hierarchies and control mechanisms in the organization (Bruni et al., 2018). This perspective made the systems thinking approach fit as a theoretical foundation for this study on organizational design and the realization of superordinate goals. 

[bookmark: _Toc114839534]2.2.2 McKinsey’s 7s Model
This study was pegged on McKinsey’s 7s Model which is an organizational development model which was developed by Tom Peters and Robert Waterman in the 1980s (Zincir & Tunç, 2017). The premise of the model is that there are seven organizational aspects that need to be aligned for an organization to be successful. By doing so, the organization improves its performance, aligns processes and departments, and is likely to forecast likely future changes in an organization. Similarly, in connection to this study, organizational design helps to bring together the different elements of an organization to assist in achieving superordinate goals as organizations are faced with a dynamic environment. Organizational leaders are propelled to set goals and objectives that align with the changes experienced as well as set appropriate strategies to ensure clarity of goals, roles, responsibilities and power (Höchli, 2019 ). The seven aspects in the 7s model need to be mutually reinforced for the alignment to be maintained and ensure the stability of the organization even in times of turbulence (Zincir & Tunç, 2017).  This is illustrated in Figure 2.2.


[image: See the source image]
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[bookmark: _Toc114839493]Figure 2.2: McKinsey 7s Model

The seven aspects of the model include style, skills, staff, shared values which are the soft intangible elements, systems, strategy and structure which are the hard tangible elements ((Zincir & Tunç, 2017). Style refers to the patterns of behaviour used by leaders, and strategy includes the rational actions used to achieve competitive advantage. In addition, in most organizations today, style intertwined with culture has become an indicator of the process that the management has adopted to achieve the tasks at hand which is depicted in this study by the span of control specif objective. The structure is the formal responsibility and authority. In this study, a connection is depicted in the specific objective chain of command which defines the hierarchal or management of levels and unity of command in the authority of an organization. 

Skills are the capabilities and attribute employees need to perform their tasks. Therefore, skills are the key attribute of an organization, and an essential ingredient where human skill is the most important to every organization and that is why every organization has focused on human resource development, to acquire the necessary skills equal to tasks. staff refers to the individuals that perform organizational activities. In this study work specialization objective shows the employees who were inclined to utilize their knowledge and skills in the organization were found to be assigned to jobs that aligned with their knowledge and skills which increases levels of problem-solving, skill variety, information processing and were likely to perform work with a greater sense of care which led to the achievement of superordinate goals. The achievement of the goals is affected by the extent of harmony between employee and environmental demands (Bayona et al., 2020) hence, the likelihood that the goals are effectively attained. Systems consist of technical and business infrastructures that employees used to accomplish organizational goals. From the perspective of this study, organization design is connected as a systematic approach in which processes, structures, cultures, leadership, people and practices are aligned to allow organizations to achieve their goals, mission and strategy (Burton & Obel, 2018)

Shared values, which are also considered as the superordinate goals in this study and are tied to the projects that the organizations focus on, are the core values that act as guiding sets of behaviours, traits and characteristics that underlie the desired corporate destiny. The shared values are placed at the core of the framework which emphasizes that the attainment of superordinate goals is central to the operations of an organization (Momen, Baikady & Sheng-Li, 2020). Sequentially, the superordinate goals determine how the other elements in the model operate which is a directive as to why an organization is originally created. Therefore, when the superordinate goals of an organization change, all the other elements are also bound to change. Kipkorir and Kipkorir (2017) explain that McKinsey’s 7s model holds strength in assessing how a firm is performing and whether the desired goals are being attained. By evaluating future dynamics impacts, this model can help to improve the health of an organization which points to organizational development. Accordingly, the model involves that assessment of the elements and establishing their challenges and aligning them to attain the superordinate goals. 

Moreover, according to Höchli (2019) realization of goals in an organization holds that there is a positive linear relationship between the performance of an organization and the difficulty of a goal. From this point of view, this relationship can only be held up to a certain point. For instance, if a work task is challenging, the pressures to accomplish the task can lead employees to cheat takes from attaining higher performance. For this reason, organizational design becomes a key point not only to negate goal achievement through unethical means but also as a means of motivating the employees as there is clarity on how the goal is to be achieved. 

Juma (2017) asserts that if organizations have weak values and common superordinate goals, the employees are likely to follow their own goals which may be incongruent with the organization’s goals. This leads to conflicts between the employees and even departments. The organization becomes pushed to the edge of chaos which, when clarity on superordinate goals is not put on the course, can lead to detrimental effects for the organization. Thereupon, if the model fails to work in organizations, it would mean that there is inter-conflict between the elements and there is a need to harmonize the elements. This usually starts with the alignment and clarification of superordinate goals which are at the core of the model.

In nongovernmental organizations (NGOs), organizational design has to be aligned with the strategic priorities of the organization focusing on the implementation of programmes and strategic plans. Beneficiaries are usually the focus of NGOs work which is a tenet when deviated from calls for a redesign of the organization. In such cases, decisions on organizational design also focus on the unity of purpose where everyone in the organization has to work to attain the core strategies and policies of the organization so that superordinate goals can be achieved (World Food Programme, 2017).

Momen et al., (2020) assert that the organizations are carved out with a social change mission and vision in mind. The organizations strive to have a common sense of purpose for the employees which help to build excellence in the different fields of operation. The employees work towards a common endpoint which creates coherent in and out-groups such as in departments. These organizations are managed robustly and their success depends on the organizational design. In this context, therefore, McKinsey’s 7s model assumed relevance for this current study as the design of jobs, departmentalization, span of control, work specialization and chain of command aspects determine the realization of superordinate goals and the success of organizational development. 

[bookmark: _Toc114839535]2.3 Empirical Review
This section presents past studies conducted on the study’s variables which include organizational design and superordinate goals. The specific focus was on four important elements of organization design, work specialization, departmentalization, chain of command and span of control 

[bookmark: _Toc114839536]2.3.1 Work Specialization and Superordinate Goals
Bayona, Caballer and Peiró (2020) used a time-lagged research design to empirically study Colombian organizations in different economic sectors. The study found that work specialization was a characteristic of organizational knowledge. Employees who were inclined to utilize their knowledge and skills in the organization were found to be assigned to jobs that aligned with their knowledge and skills. This increased levels of problem-solving, skill variety, and information processing and were likely to perform work with a greater sense of care which led to the achievement of superordinate goals. As employees rose in their hierarchy in the organizations, they were more attentive to their knowledge and skill alignment in the organization. As such, the higher they went in the hierarchy, the more cautious they became about the superordinate goals and how they could organize their subordinates to achieve the goals. The achievement of the goals was affected by the extent of harmony between employee and environmental demands (Bayona et al., 2020). If this harmony was attained, there was a likelihood that the goals would be effectively attained.

A review by Foss (2020) indicated that organizational design is often disrupted by different factors. For instance, in the wake of the COVID-19 pandemic, there were disruptions in the organizations operated in terms of work specialization and how tasks were bundled and sequenced. The interdependencies in organizations were found to lead the tasks to be more sequential due to heightened technological use. As remote work was more preferred, the skills and knowledge of employees were more considered. This was meant to maintain the productivity of employees and the organization.

Anyakoha (2019) explored work performance in 180 Nigerian SMEs and found that work specialization was an important aspect in organizations. Not only did it lead to the usage of fewer resources such as training costs in the organizations, but it was also found to be methodical in aiding employees to attain overall organizational goals. Having skilled and qualified employees helped in carrying out job tasks efficiently and effectively. The employees repeatedly performed their tasks leading to specialization which improved their work output.

A study involving 374 managers from Kenyan NGOs by Angose (2020) demonstrated that specialization affected the attainment of organizational goals. The research designs used were exploratory and descriptive with a questionnaire used to collect data. The descriptive analysis indicated that work specialization helped to build donor confidence as it was deemed that the organization's employees were qualified to perform their tasks. This improved organizational effectiveness and helped the organization work as a team thereby improving organizational development and achievement of goals. The work was well coordinated and the separation of duties led to the awareness of individual responsibilities and helped in the decision-making processes. Work specialization also helped to open up information- and communication sharing which improved clarity of goals and task completion.  

Olwith (2020) empirically studied the organizational focus of the Voluntary Service Overseas in Kenya utilizing a descriptive research design. The study found that work specialization had an effect on the performance of the organization. The employees were allocated tasks depending on their skill and knowledge competencies. This was also a contributing factor to promotion in the organization. Implicit exploration of the relationship between work specialization and superordinate goals is deficient. Therefore, to fill in this gap, this current study assessed the influence assess the influence of work specialization on the realization of superordinate goals of non-governmental organizations in Naivasha sub-county, Kenya.

[bookmark: _Toc114839537]2.3.2 Departmentalization and Superordinate Goals
In an empirical study on organizational agility and design in Germany, Holotiuk, Beimborn and Jentsch (2018) used quantitative analysis to analyze departmentalization within the organizational design in the professional services industry. The study found that departmentalization concentrated on the differences in operations which focused on projects, industries and clients. The units established addressed the needs that were manifested in the different groups which allowed departmentalization measurements based on functional and divisional configurations to be applied. Also, the study found that departmentalization had an effect on the accomplishment of organizational goals but if the departments were implemented focusing on market variables, environmental changes were not detected. However, specialized departments were found to increase the detection of environmental changes. This led to the conclusion that departmentalization was affected by the external environment in the attainment of organizational goals and effectiveness.

Runiawati and Nurasa (2017) conducted a study on organizational design in Indonesia. The study used qualitative and case study approaches to understand the stages in organization design. The study found that departmentalization based on products and customers yielded the best results. However, the organizations did not use one type of departmentalization approach. A hybrid approach was found to be best as it dealt with weaknesses found in the organization and helped to distribute work efficiently and effectively to achieve the desired organizational goals. The study recognized its limitations in not considering the effect of the external environment on the process of organizational design to realize overall organizational goals. 

In a case study on Vietnamese public construction organizations, Dao and Nguyen (2021) found that customer departmentalization was important for the organizations. The organizations focused on acquiring and retaining customers which were critical in attaining superordinate goals and overall business success. Also, project departmentalization was used to create project executive departments. The external changes led to changes in internal operations which led to the constant redesign of organizations, especially in the project executive departments. The coordination between the departments determined the extent to which the organizations achieved their goals.

In Nigeria,  Ugoani (2021) studied departmentalization and performance in the banking sector. The study employed an empirical research design here qualitative data was collected. The study revealed that organizations can be grouped into departments that can be customer-oriented, knowledge-oriented or product-oriented. It was found that product-oriented departmentalization had the most influence on performance and helped to attain organizational goals. However, customer-oriented departmentalization did not enhance the performance of the organization which meant that the higher hierarchy goals of the organization were not attained. Functional departmentalization was found to enhance performance but was found to be of most importance for the upper echelons of the organization which was detrimental to attaining overall organizational goals. 

Tilahun (2019) studied the United Nations Children’s Fund (UNICEF) in Ethiopia. The study found that the organization’s superordinate goals included proper allocation and utilization of donor funds. The study however revealed challenges in attaining the goals and they included technical factors such as departmentalization. Poor departmentalization hindered the uptake of dynamic approaches to meet the goals of the organization. The departments focused on the projects and the project managers experienced technicalities in their flexibility to adapt to constant changes in the organizations. Not only did this affect delivering the expectations of the project, but it also affected the extent to which organizational goals were realized.

In Kenya, Sunza and Simba (2021) adopted a descriptive case study research design to study departmentalization in state corporations and found that departmentalization influenced how organizations attained their strategies and consequently, their superordinate goals. Functional departmentalization was adopted and the departments ranged from marketing, accounting, administration and human resource. The results of the study were only limited to state corporations which presents a gap in understanding the influence of departmentalization on the realization of superordinate goals. This is a gap that this current study aims to fill.

Mbuthia and Muturi (2021) used a descriptive case study design to study organizational design in NGOs focusing on the VSO Jitolee organization in Kenya. The study found that organizational design was influenced by structural and environmental changes which in turn affected the realization of organizational goals. Departmentalization in the organization was along geographic lines which helped to ensure that activities in a given area were clustered together. This also helped in ensuring that compliance aspects were monitored at the local organization level. Additionally, Olwith (2020) found that functional client-focused departmentalization helped to provide customer satisfaction by addressing the specific needs of the customers. This had an implication for attaining the goals of the organization. 

[bookmark: _Toc114839538]2.3.3 Chain of Command and Superordinate Goals
In a survey of American local government organizations, Kaufmann, Borry and DeHart-Davis (2019) found that the perceived levels of the chain of command by the employees were more hierarchical than they actually were. The employees believed that the chain of command of hierarchical with many layers to be passed before issues were attended to. Authority flowed from the top hierarchies to the bottom layers creating a vertical chain of command. This delayed the decision-making processes. 

In a systematic review on sustainable approaches for organizations, Rajput, Bhatia and Malhotra (2019) found that the chain of command was associated with the attainment of goals. The results showed that organizations are marred with generational differences and in such instances, baby boomers were found to have more respect for authority and the chain of command. Therefore, to attain organizational leaders needed to be influential, honest, capable and included the employees in decision-making processes. 

Segrest et al. (2020) studied the influences of the chain of command among university support personnel employees. The study found that vertical hierarchies led to frustrations among the employees. This led to leap-frogging where the employees opted to go outside the typical chain of command and address their issues to their boss’s boss. These by-passing behaviours were associated with goal-directed behaviours where the employees sought to attain their goals. This created conflicts between immediate supervisors and their subordinates, as well as with in- and out-groups. The vertical hierarchies further preserved formal organization structural protocols which highlighted the inhibitions of achieving organizational goals.

Ballé, Chaize and Jones (2019) studied the application of the Toyota approach to organizational development and found that organizations needed to move from vertical chains of command and adopt more horizontal chains of command. This would help to both support and challenge frontline employees to take more responsibility for problem-solving with minimum management support. This reduced the aspects of traditional aspects of command and control while introducing aspects of initiative, insight and teamwork at all organizational levels. The employees became more autonomous and engaged in their work. This required a mindset shift in leaders to create more flexible organizational practices. 

In Kenya, Angose (2020) used an exploratory research design to study the chain of command in an emergency medicine organization. The study found that the organization had not developed a clear chain of command and this had a negative effect on the perceived extent to which the voices of the employees were heard. The study highlighted that there were conflicting structures which were exhibited by the poor chain of command compounded by a lack of managerial support. As a result, it was difficult to amplify access to emergency care which was the superordinate goal of the organization. The study recommended the realignment and instalment of a clear chain of command to ensure the improvement of policy formulation, decision-making, task execution as well as the goals of the organization were met.

Riany (2021) adopted positivism and an exploratory approach to study organizational design in 189 state corporations in Kenya. The study found that there was a lack of leverage on the concentration of authority aspect which meant that there were limited interventions put in place to manage conflicts and misconstructions that were associated with the provision of directives and guidelines to subordinates. This essentially pointed out that there were loopholes in the chain of command of the corporations. This affected how goals were attained in the corporations. The negative effects, the study recommended, would be dealt with through the optimization of the chain of command and reconsideration of how best the vertical chain of command aligned with the organizations’ goals. 

[bookmark: _Toc114839539]2.3.4 Span of Control and Superordinate Goals
Nordin, Romeo, Yepes-Baldó and Westerberg (2018) studied Spanish and Swedish managers and their influence on the employees. The study’s findings indicated that the Spanish organizations had taller hierarchies as compared to Swedish organizations. The Swedish organizations had flat organizations which implied that there was a narrower span of control. This enabled the managers to empower and engage the employees more which was useful in attaining the goals of the organization. 

In Canada, Kraichy and Schmidt (2019) studied 40 organizations to understand the influences of the span of control. The study found that managers with a large span of control had a large number of employees reporting directly to them which led to the managers experiencing work overload and role conflicts. This, coupled with resource inadequacies, resulted in low levels of achievement of organizational goals. The managers were found to work in highly complex environments in which they experienced work overload and a lack of goal clarity. The managers also perceived that they did not have organizational support. In tall organizations, decision autonomy was not supported. Therefore, the higher the manager went on the organizational ladder, the more work demands they experienced. The secondary implications of the wide span of control were that there were high turnover intentions among the managers. Consequently, superordinate goals were not considered in attainment. This is a gap that this current study sought to fill by studying the influence of span of control on superordinate goals.

Lundmark et al. (2020) conducted a multilevel analysis on the span of control at a process industry plant. The study found that span of control to be a contextual factor that affected the relationship between employees and their superiors through the regulation of physical distance. As compared to a narrow span of control, a wide span of control created a large distance between subordinates and their superiors. This has a functional implication in the way tasks were being undertaken as the managers did not interact with their subordinates often. This took away the opportunities to provide support or challenge the subordinates to adopt new ways of job performance which would increase the chances of attaining organizational goals. Also, the managers did not have adequate time to be involved in intervention activities and daily operations. This led to the managers’ attention being directed elsewhere and the employees perceived this as the managers avoiding involvement in their work. This distance between the employees and the managers was construed to lead to a low-quality relationship marred with distrust and strenuous interactions. The study concluded that a wide span of control was negatively associated with constructive leadership thereby hindering the attainment of organizational goals.

Lull (2019) conducted a systematic review of 620 studies on the span of control in health and non-health organizations. The review demonstrated that a wider span of control was linked to desirable characteristics such as project completion, higher performance and greater diversity, as well as undesirable characteristics such as manager dissatisfaction and lack of goal attainment. The organizational redesign was recommended for organizations whose span of control did not lead to the attainment of desired goals. The review highlighted that the state of research in the span of control lacked strong evidence-based recommendations that would direct managerial decisions on goal attainment and optimal organizational development.
A review by the World Food Programme (2017) found that span of control was a component of organizational design which, in NGOs, needed a balance to ensure that managers were able to provide supervision, support and direction adequately. This would lead to the establishment of single lines of accountability that clearly spread out within organizational units and the entire organization. This helped to reduce duplication and bring together the expertise of the different functional units in the organization. 

In an assessment of civil society organizations in South Sudan, Abaha and Warue (2021) utilized a descriptive research design to explore the span of control in the organizations. The results showed that the number of employees working under managers in the organizations influences the attainment of the organization’s goals. The span of control was found to be most effective when it was in harmony with the scope of control. To achieve these, goal-setting activities were essential and they helped in achieving the desired goals of the organizations which aimed at improving community livelihoods. 
Angose (2020) assessed strategies at the Emergency Medicine Kenya Foundation and found that the span of control affected the establishment of relationships in the organization. A wide span of control led to little control and direction of employees which presented difficulties in the attainment of organizational goals. There was a lack of clear guidelines on how to coordinate the activities of the organization. This implied that the span of control was difficult to maintain which affected the health of the organization. The study recommended a balanced span of control which would help in aligning the organization’s dynamics.
[bookmark: _Toc114839540]
2. 4 Conceptual Framework
The conceptual framework in this study provides a graphical representation of the study’s variables to show how the variables relate to each other. The independent variable is an organizational design whose components include work specialization, chain of command, departmentalization and span of control. The dependent variable is the realization of superordinate goals while the environmental factors intervene in the relationship between organizational design and realization of superordinate goals. 
The conceptual framework presented in Figure 2.1 indicates how organizational design can influence the realization of superordinate goals.
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[bookmark: _Toc114839494][bookmark: _Toc114839541]Figure 2.3: Conceptual Framework

2.4.1 Work Specialization and Superordinate goal 
Work specialization is characteristic of organizational knowledge. In their study, Bayona, Caballer and Peiró (2020), stated that employees who are inclined to utilize their knowledge and skills in organizations are assigned jobs that are aligned to their knowledge and skills hence,  increased levels of problem-solving, skill variety, information processing and work performance with a greater sense of care leading to the achievement of superordinate goals. According to  Anyakoha (2019), work specialization is an important aspect in organizations that leads to the usage of fewer resources such as training costs in the organizations, and aids employees to attain overall organizational goals. Having skilled and qualified employees helps in carrying out job tasks efficiently and effectively. In addition, when employees repeatedly perform their tasks leads to specialization and improved work output.

Bayona et al., (2020)  stated that the higher employees get in their hierarchy in organizations, the more attentive they become about their knowledge and skill alignment in organizations, hence, more cautious about their superordinate goals and how they could organize subordinates to achieve their goals. Work specialization affects the attainment of organizational goals and helps in building  donor confidence as it is deemed that the organizations employees are qualified to perform their tasks which improve organizational effectiveness and help the organizations work as a team, thereby, improving organizational development, goal achievement, opening up information and communication sharing which improves the clarity of goals and task completion (Angose, 2020)

[bookmark: _Toc114839542]2.4.2 Departmentalization and Superordinate Goals
Coordination between departments determines the extent to which organizations achieve their goals and affects the accomplishment of organizational goals. Departmentalization concentrates on the differences in operations focusing on the projects and their clients as units are established to address the needs that are manifested in different groups allowing departmentalization measurements based on the functional and divisional configurations that are applied. However, Departmehtalization is affected by the external environment in the attainment of organizational goals and effectiveness (Holotiuk, Beimborn and Jentsch, 2018) 
In their study, Dao and Nguyen (2021) found that organizations can be grouped into departments that can be customer-oriented, knowledge-oriented or product-oriented which influence and enhance performance as well as attainment of organizational goals. He noted that poor departmentalization hinders the uptake of dynamic approaches to meet the goals of the organization. However, departmentalization that focuses on projects and the project managers experienced technicalities in their flexibility to adapt to constant changes in the organization, affects the delivery of project expectations and the extent to which organizational goals are realized. (Ugoani, 2021).  However, Organizational design is influenced by structural and environmental changes which in turn affect the realization of organizational goals.

[bookmark: _Toc114839543]2.4.3 Chain of Command and Superordinate Goals
In a systematic review of sustainable approaches for organizations, the chain of command is associated with attainment of goals, thus, leaders need to be influential, honest, capable and include employees in decision-making processes (Rajput et, al, 2019). The vertical hierarchies preserve formal organization structural protocols which highlight the inhibitions of achieving organizational goals while the horizontal chain of command supports and challenge frontline employees to take more responsibility for problem-solving with minimum management support. A horizontal chain of command reduces the aspects of traditional aspects of command and control while introducing aspects of initiative, insight and teamwork at all organizational levels. Therefore, employees became more autonomous and engaged in their work. This required a mindset shift in leaders to create more flexible organizational practices. (Ballé, Chaize and Jones, 2019) 

[bookmark: _Toc114839544]2.3.4 Span of Control and Superordinate Goals
Organizations with a narrow span of control enable managers to empower and engage employees more which is useful in attaining the goals of organizations  (Nordin, Romeo, Yepes-Baldó and Westerberg, 2018).  In their study, Kraichy and Schmidt, (2019) cited that managers with a large span of control have a large number of employees reporting directly to them, and their experience works overload and role conflicts. This, coupled with resource inadequacies, results in low levels of achievement of organizational goals. Lundmark et al. (2020) poised that span of control is a contextual factor that affects the relationship between employees and their superiors through the regulation of physical distance, where a narrow span of control creates a large distance between subordinates and their superiors as compared to a wide span of control. Therefore, the distance has functional implications in the way tasks should be undertaken as the managers do not interact with their subordinates often, and have no adequate time to involve in intervention activities and daily operations, hence limited opportunities to provide support or challenge the subordinates to adopt new ways of job performance which would increase the chances of attaining organizational goals. Therefore, a wide span of control is negatively associated with constructive leadership thereby hindering the attainment of organizational goals.

The span of control is a component of organizational design needed by NGOs to ensure managers' ability to provide supervision, support and direction adequately by the establishment of single lines of accountability that are clearly spread out within organizational units and the entire organization to reduce duplication and bring together the expertise of the different functional units in the organization (a review by the World Food Programme, 2017). The number of employees working under managers in organizations influences the attainment of the organization's goals. In their study, Abaha and Warue (2021) stated that the span of control is most effective when in harmony with the scope of control where goal-setting activities are essential and helps in achieving the desired goals of the organizations which aim at improving community livelihoods as their superordinate goal.

[bookmark: _Toc114839545]2.5 Summary and Gaps of the Reviewed Literature
The literature reviewed on organizational design and superordinate goals shows a high magnitude of scholarly focus on the critical factors of organizational design consisting of a chain of command, departmentalization, the span of control and work specialization. Although several studies have found the factors to significantly impact superordinate goals, there are a number of studies that have argued that these factors partially provide insights into enhancing the attainment of goals in an organization (Angose, 2020). Organizational design is essential in the attainment of superordinate goals and in terms of attaining sustainability in organizations, Rajput et al. (2019) consider the need to establish the relationship between organizational design and organizational goals. Moreover, the reviewed literature indicates contextual gaps in that the scholarly focus on organizational goals and design is mainly in the public and private sectors in developed countries (Dao & Nguyen, 2021; Höchli et al., 2018; Kraichy & Schmidt, 2019; Riany, 2021). Therefore, this study sought to assess the organizational design and the realization of superordinate goals in selected Non-Governmental Organizations in Naivasha sub-county, Kenya.





















[bookmark: _Toc114839546]CHAPTER THREE
RESEARCH METHODOLOGY
[bookmark: _Toc114839547]3.1 Introduction
This chapter describes the tools and methods that were used to collect and analyze data in a bid to meet the study’s objectives. It includes the research design, target population, sampling technique, data collection techniques, data analysis and presentation, and ethical considerations.

[bookmark: _Toc114839548]3.2 Research Design
This study was guided by the descriptive survey research design. González-Prida and Zamora (2019) explain that the descriptive survey research design focuses on understanding a phenomenon by describing the population of interest, and its characteristics, estimating proportions and making specific predictions on the phenomenon. This focuses attention on objectives formulation, data collection instruments design, data processing and reporting of the findings. By doing so, the research design aids in testing the associational relations and explore the causal relationships between study variables. In this study, the descriptive survey research design aided in understanding organizational design and realization of the superordinate goals in non-governmental organizations. This research design is chosen because of its potential to provide information from a large sample of individuals and allowed quantitative and qualitative data to be collected from a variety of individuals.

[bookmark: _Toc114839549]3.3 Target Population
The target population for this study was 120 employees and board members from eight non-governmental organizations in Naivasha sub-county, Nakuru County (Appendix V). These eight organizations were chosen because they deal with child development which falls within the scope of this study. The selection criterion of these organizations is due to their duly registration and recognition by the social services department of Naivasha Sub-County as non-governmental organizations, focusing on child development which is the delimitation of this study. 

Population refers to all the cases or subjects that conform to a set of criteria that is prespecified in a study (Connaway & Radford, 2021). Specifically, this study targeted the top-level management which included the board of directors and managers of the organizations because they play a crucial role in organizational design and providing guidance to the employees to realize the superordinate goals of the organizations. They also provide technical knowledge and experience to organizations. As such, they play an important role in helping organizations to attain their superordinate goals. The next target was the middle-level management who are responsible for running and ensuring the well-being of the department. Finally, the low-level managers are responsible for direct task execution and deliverables. Organizations that participated in the study displayed the three management levels which depicted that the organizations had the organisational design in place. 

[bookmark: _Toc107504246]Table 3.1: Study Population   
 Management levels                                                           Target Population                           
	Category
	arget on

	Top Management Level
	       18

	Middle Management Level
	       45

	Lower Management Level
	       57

	TOTAL
	     120





Source: Social Services Department, Naivasha sub-county (2021)

[bookmark: _Toc114839550]3.4 Sampling Design and Sample Size
[bookmark: _Toc114839551]3.4.1 Sampling Design 
This study used the stratified sampling method to select the employees and the board of directors from the NGOs to participate in the study. In stratified sampling, the researcher divided the population into categories that are similar. The categories were based on the management levels in which the managers operate. For the top-level management, 1 board member and 1 director from each organization were selected, in the middle-level management, 5 managers were selected from each organization, while in the lower-level management where the number of managers is higher than at other levels, 7 managers were selected while the remaining numbers were distributed among the organizations depending on the size and the number of managers giving those with higher numbers of managers the priority. Thereafter, simple random sampling was used as it provided the individuals with an equal chance of participating in the study. This helped to waver selection biases that may occur in the sampling process.
[bookmark: _Toc114839552]3.4.2  Sampling  Size
In order to attain the sample size, the Krejcie and Morgan formula was used because it is an effective statistical sample to determine the sample size and easier quantitative reference;

[image: ]
Therefore,
S=3.8412*120*0.50(1-0.50)/0.052 (120-1) + 3.8412*0.50(1-0.50) =92
The sample size for the study was 92 managers and they were sampled as follows in each category.

[bookmark: _Toc107504247]Table 3.2: Sample Size
	Management Level
	Target Population
	Sample Size (sample size/population size * stratum size)

	Top Management Level
	18
	13

	Middle Management Level
	45
	35

	Lower Management Level
	57
	44

	TOTAL
	120
	92



[bookmark: _Toc114839553]3.5 Data Collection Instrument
This study used a questionnaire with close and open-ended questions to collect primary data. The questionnaire was considered due to its cost-effectiveness aspect as well as ease of collecting data (Connaway & Radford, 2021). The questionnaire had six sections where there the first section focused on the characteristics of the respondents and sections two to six focused on the study’s variables which include work specializations, chain of command, the span of control, departmentalization and realization of superordinate goals. The questions were based on a five-point Likert measurement scale where 5=Strongly Agree, 4=Agree, 3=Neutral, 2=Disagree and 1=Strongly Agree. The questionnaire had open and closed-ended questions which probed the respondents to expound on some answers to help gain insights into the study’s objectives. The research instrument underwent validity and reliability tests.

[bookmark: _Toc114839554]3.5.1 Validity of the Research Instrument
The validity of the questionnaire was ascertained through the use of content and construct validity. According to Shahani (2020), validity is concerned with whether the research instrument measures what it purported to measure. Content validity was ascertained by the use of expert assessment. Additionally, construct validity was used to assess the conceptualization quality of the context as addressed by the questionnaire. In other words, the construct validity helped to avoid the use of subjective measures so that a reflection of the reality that is objective can be attained. For this to be realized, a pilot study was conducted and assessed managers from NGOs in Gilgil sub-county. Gilgil sub-county was selected due to its homogeneity and contextual similarity and with Naivasha sub-county where there are several non-governmental organizations focusing on child development. This selection ensured that the participants selected in the pilot study did not participate in the actual study which eliminated the probability of data adulteration. For the pilot study, the respondents used 10%-20% of the sample size to ensure that generalization of findings can be attained (Shahani, 2020). Therefore, twenty managers were selected from different management cadres from the selected organizations. 

[bookmark: _Toc114839555]3.5.2 Reliability of  Research Instrument
This study used individual item reliability and internal consistency to ascertain the reliability of the questionnaire. The item reliability and internal consistency were verified using Cronbach’s Alpha Coefficient. Antonio et al. (2020) explain that reliability is the degree to which the instrument has no measurement errors and it reveals consistent results with every measure. When using Cronbach’s Alpha, an indicator threshold of 0.7 indicates internal consistency where reliability is throughout the content analysis and holds that the instrument is reliable to be used for a study.
[bookmark: _Toc114839556]3.6 Data Collection Procedure
The data collection process began with the researcher attaining a letter of introduction from the St. Paul’s University postgraduate department which facilitated the attainment of a research permit from the National Commission of Science, Technology and Innovation (NACOSTI). The permit was then presented to different county departments requesting formal authorization to start the data collection. Thereafter, the researcher used the permits to gain authorization from the NGOs to conduct the study. The questionnaires were handed over to the respondents preceding the selection of the respondents. The selected respondents were required to give their consent and understand that the participation was voluntary. The respondents were then given two weeks to complete the questionnaire and the researcher picked the questionnaires after this period and ready them for data analysis. 

[bookmark: _Toc114839557]3.7 Data Analysis and Presentation
After the collection of data, the questionnaires were processed, edited and coded. Quantitative data was fed into the Statistical Package for Social Sciences (SPSS) version 25 software to aid in analysis. Descriptive and inferential statistics were analyzed. Descriptive statistics were computed through frequencies and per centages while the inferential statistics were computed using correlational and multivariate regression tests. The correlational and multivariate regression tests helped to understand the relationship between organizational design and realization of superordinate goals in NGOs in Naivasha sub-county. This data was presented in the form of tables. 

The linear regression model that was employed in this study is as follows;
γ = β0 + β1X1+ β2X2+ β3X3+ β4X4 +ε 
Where;
γ = Realization of superordinate goals 
X1 = Work specialization
X2= Departmentalization
X3= Chain of command
X4= Span of control
 = Constant Term; 	
= Regression coefficients of independent variables.
 = Error Term.
On the other hand, qualitative data collected was analyzed in terms of the objectives of the study which focus on work specialization, the chain of command, departmentalization and span of control. These are the themes that were considered and the data were presented narratively. 

[bookmark: _Toc114839558]3.8 Ethical Considerations
This study observed the ethics of conducting research. The researcher ensured that the respondents were given all necessary information on the research and then their consent was sought. Voluntary participation was upheld and the respondents were in no manner coerced to participate in the study. They were informed that they could withdraw from the study at any point that they wished to do so. Also, the researcher informed the respondents that the information they provided was only to be used for this study and their information was confidential and anonymous. This meant that their names or any other form of identifier would not be shared with any other person. Anonymity also helped to assure the respondents that they would not be victimized for participating in the study. 

[bookmark: _Toc114839559]
3.9 Chapter Summary
This chapter has presented the methodology used in conducting the research. The chapter presents the research design, target population, sampling and data collection procedures, data analysis and presentation, and the research ethic that were considered when undertaking the study.








[bookmark: _Toc105590305][bookmark: _Toc114839560]

CHAPTER FOUR
[bookmark: _Toc105590306][bookmark: _Toc114839561]DATA ANALYSIS, PRESENTATION AND DISCUSSION OF FINDINGS
[bookmark: _Toc105590307][bookmark: _Toc114839562]4.1 Introduction
The purpose of this study was to assess the organizational design and the realization of superordinate goals in selected Non-Governmental Organizations in Naivasha sub-county, Kenya. In this chapter, there are presentations of how the data were analyzed, the findings of the analysis, the presentation of the findings and the interpretations of the findings. 
[bookmark: _Toc114839563][bookmark: _Toc105590308]
4.2 Response Rate 
The sample size for this study was 92 respondents and these respondents were given the study’s questionnaires to fill in. The questionnaires were picked after two weeks and out of the 92 questionnaires that were provided, only 79 were returned. These findings are presented in Table 

[bookmark: _Toc105404114][bookmark: _Toc107504248]Table 4.1: Questionnaire Response Rate
	Questionnaire
	Frequency
	Per cent (%)

	Returned Questionnaires 
	79
	85.9

	Unreturned Questionnaires
	13
	14.1

	Total
	92
	100.0



Table 4.1 shows that 85.9% of the questionnaires were returned and these were the questionnaires that were used for analysis in this study. This response rate was accepted for this study had a 85.9% response rate with only 13% of questionnaires not returned. The per centage of response rate on the returned questionnaires signified that the data response provided was higher at 85.9% which was enough to generalize the findings of this study. Also, Ali et al. (2021) assert that a research study with a response rate that is more than 50% can be adequately used for the generalization of findings.
[bookmark: _Toc105590309][bookmark: _Toc114839564]4.3 Background Information of the Respondents

This study sought to find out the background information of the respondents based on their gender, education and work levels. These findings were recorded as follows:
[bookmark: _Toc114839565]

4.3.1 Gender of the Respondents
The gender of the respondents was analyzed and the findings are in Table 4.2.

[bookmark: _Toc107504249]Table 4.2: Gender of the Respondents
	Gender
	Frequency
	Per cent (%)

	Female 
	41
	51.9

	Male
	38
	48.1

	Total
	79
	100.0




Table 4.2 indicates that the female respondents were 51.9% while the male respondents were 48.1%. The difference between male and female respondents was small and this was a good indication that the answers provided had the consideration of both male and female perspectives. As such, it was held that the gender distribution was balanced for this study.

[bookmark: _Toc114839566]
4.3.2 Education Level of the Respondents

The highest level of education that the respondents had completed was sought after and the results are shown in Table 4.3.



[bookmark: _Toc107504250]Table 4.3: Respondents’ Highest Level of Education 
	Level of Education
	Frequency
	Per cent (%)

	Master’s Degree 
	12
	15.2

	Bachelor’s Degree
	41
	51.9

	College Diploma
	18
	22.8

	College Certificate
	8
	10.1

	Total
	79
	100.0



Table 4.3 indicates that all the respondents had received post-secondary education with over half of the respondents (67.1%) indicating that they had completed a bachelor’s degree or higher. These findings imply that all the respondents were able to read and provide responses to the questionnaires as required.

[bookmark: _Toc114839567]4.3.3 Respondents’ Level of Management
The level of management that the respondents worked in was sought after and the findings are indicated in Table 4.4.

[bookmark: _Toc107504251]Table 4.4: Respondents’ Management Level
	Level of Management
	Frequency
	Per cent (%)

	Top Level 
	11
	13.9

	Middle Level
	31
	39.2

	Lower Level
	37
	46.8

	Total
	79
	100.0


The results in Table 4.4 indicate that all management levels were represented in the study with the majority of the respondents (46.8%) coming from the lower level of management. This was an indication that there are more managers in the lower management levels but as the hierarchy progresses to the top, the number of managers becomes smaller.
[bookmark: _Toc114839568]
4.3.4 Work Experience 
This study sought to find out the number of years that the respondents had worked in the organization. These findings are shown in Table 4.5.

[bookmark: _Toc107504252]Table 4.5 Work experience
	Years 
	Frequency
	Per cent (%)

	0-3 
	10
	12.7

	4-7
	36
	45.6

	8-11
	20
	25.3

	12 years and more
	13
	16.5

	Total
	79
	100.0




Table 4.5 indicates that most of the respondents (87.3%) had worked in their organizations for more than three years. For this study, this was a good indication that the respondents understood how the organization operated and their input were viable in explaining organizational design and the realization of superordinate goals in their NGOs.


[bookmark: _Toc114839569]


4.3.4 Years Worked in the Current Position in the Organization

This study sought to find out the number of years that the respondents had worked in their current position in the organization. These findings are shown in Table 4.6.

[bookmark: _Toc107504253]Table 4.6: Years Worked in the Current Position in the Organization
	Years 
	Frequency
	Per cent (%)

	0-3 
	18
	22.8

	4-7
	32
	40.5

	8-11
	18
	22.8

	12 years and more
	11
	13.9

	Total
	79
	100.0




Table 4.6 indicates that most of the respondents (77.2%) had worked in their current positions in their organizations for more than three years. For this study, this was a good indication that the respondents understood how the organizations operated and their input was viable in explaining work specialization, departmentalization, the span of control and chain of command and their influence in the realization of superordinate goals in the NGOs.

[bookmark: _Toc114839570]4.4 Realization of Superordinate Goals
In this section, the study sought the opinions of the respondents on the dependent variable which was the realization of superordinate goals. The findings are recorded in Table 4.7
[bookmark: _Toc107504254]Table 4.7: Realization of Superordinate Goals
	Statement
	[SD]
%
	[D}
%
	[N]
%
	[A]
%
	[SA]
%

	Organizational design helps to improve organizational effectiveness
	2.5
	6.3
	0.0
	51.9
	39.2

	The organizational design of this organization helps to ensure that the services provided are efficient
	12.7
	0.0
	19.0
	44.3
	24.1

	Work specialization leads to better provision of services in this organization
	1.3
	0.0
	0.0
	30.4
	68.4

	Cooperation between different departments in this organization improves the means by which services are provided by the organization
	0.0
	21.5
	0.0
	49.4
	29.1

	The functions of this organization are determined by the beneficiaries that the organization serves.
	36.7
	25.3
	0.0
	13.9
	24.1

	This organization always achieves the goals it has set out to accomplish
	12.7
	10.1
	6.3
	62.0
	8.9



Table 4.7 indicates that 51.9% of the respondents agreed that organizational design helps to improve organizational effectiveness. Also, 44.3% of the respondents agreed that the organizational design of their organization helps to ensure efficient service provision. There was also a strong agreement (68.4%) that work specialization leads to better provision of services in their organization. On cooperation between different departments, 49.4% of the respondents agreed that cooperation between different departments in their organization improves the means by which services are provided by the organization. Also, the majority of the respondents (62.0%) agreed that their organization always achieves the goals it has set out to accomplish. However, 36.7% of the respondents strongly disagreed that the functions of their organization are determined by the beneficiaries that the organization serves. 
The respondents’ opinions were sought on the role that the managers play in organizational design. There was an agreement that managers play an important role in the way organizations are designed. One of the respondents indicated:
In my opinion, the manager’s role is very important in the organization. These roles include organizing, planning, controlling, leading and setting realistic timelines to achieve organizational goals. These roles are important when designing the organization such as how departments are formed and the span of control of the manager. Without the managers’ input in organizational design, the realization of the organization’s goals would be difficult (R78, Research data, 2022). 
The findings agreed with those of Davies (2019) who found that organizational goals depended on the programmes and the projects of focus for the organization. These projects and programmes were designed for the needs of the organization’s beneficiaries. So, the functions of the organization such as social welfare and education were dependent needs of the programmes rather than the beneficiaries. The organizational design which included work specialization and cooperation between departments helped to attain the organizational goals. Similarly, Gianni et al. (2021) found that in NGOs, the organizational design and functions were determined by the project cycles undertaken. This allowed for greater managerial and operational capacity for organizational design. This helped in attaining the superordinate goals of the organizations. Also, Husynli (2018) found that the superordinate goals differed in different NGOs depending on the field spectrum they represented. For instance, the superordinate goal of NGOs focusing on children was the welfare of the children which included the children’s health, education and housing.

[bookmark: _Toc114839571][bookmark: _Hlk106125943]4.5 Work Specialization 
This study’s first objective was to assess the influence of work specialization on the realization of superordinate goals in selected NGOs in Naivasha county sub-county, Kenya.  The analysis of the data produced results that were recorded in Table 4.8.
[bookmark: _Toc107504255]Table 4.8: Work Specialization
	Statement
	[SD]
%
	[D}
%
	[N]
%
	[A]
%
	[SA]
%

	In this organization, employees carry out specific tasks
	5.1
	0.0
	2.5
	31.6
	60.8

	Carrying out specific tasks helps the employees to work faster 
	0.0
	0.0
	0.0
	72.2
	27.8

	Managers in this organization break tasks that are complex into smaller tasks so that individual employees can accomplish the tasks
	16.5
	12.7
	2.5
	36.7
	31.6

	The employees often carry out the monotonous tasks 
	31.6
	0.0
	15.2
	46.8
	6.3

	Employees in this organization are given the opportunity to take on tasks that are challenging in their job positions
	46.8
	12.7
	10.1
	19.0
	11.4

	Work specialization helps the employees in my organization to accomplish their tasks efficiently
	15.2
	0.0
	0.0
	59.5
	25.3

	The work specialization in the organization corresponds with the employees’ training 
	30.4
	15.2
	11.4
	38.0
	5.1



Table 4.8 illustrates that 60.8% of the respondents strongly agreed that employees carry out specific tasks and 72.2% agreed that carrying out specific tasks helps the employees to work faster. Also, 36.7% of the respondents indicated that the managers break tasks that are complex into smaller tasks so that individual employees can accomplish the tasks. However, 46.8% felt that the employees often carry out monotonous tasks. Also, 46.8% of the respondents strongly disagreed that the employees are given the opportunity to take on tasks that are challenging in their job positions.  On whether performing repetitive tasks helps the employees to build on their work specialization, most of the respondents indicated agreed. One of the respondents indicated that;
Every day, the employees do repetitive work and that is good because it helps to build their skills. I do believe that by doing so, the employees become experts in their specific fields and this increases productivity in the departments. However, the employees are just masters of that particular skill and this can be an issue in achieving overall organizational goals. Doing repetitive work can be monotonous, it gets boring and I have observed that it affects the morale of the employees. This, I believe, will end up affecting the organization negatively (R1, Research data, 2022). 
Moreover, most of the respondents (46.8%) strongly disagreed that the employees are given the opportunity to take on tasks that are challenging in their job positions. There was a 59.5% agreement that works specialization helps the employees to accomplish their tasks efficiently in the organization. Also, 38.0% of the respondents agreed that the work specialization in the organization corresponds with the employees’ training.
The findings of this study align with those of Bayona et al. (2020) who found that work specialization led employees to be assigned to jobs that affiliated with their knowledge and skills. This led the employees to be more attentive to the growth of their skills and it made the employees more productive, especially in their departments and this helped them to attain their goals. As well,  Anyakoha (2019) found that when employees repeatedly performed their tasks, it led to specialization of tasks which improved their work outcomes. Therefore, fewer resources were used on developing the employee. For example, the organizations did not have to use so many resources in training the employees because the employees were skilled and qualified. In instances where the employees needed training, the training was focused on improving their knowledge and skills on a particular skill set. 
On the other hand, Olwith (2020) found out that while work specialization helped to improve organizational performance, the allocation of repetitive tasks led to the employees would easily get bored with their work and this affected the extent of motivation in the organization. The managers had to allocate tasks depending on the skills and knowledge competencies of the employees while at the same time identifying ways of keeping the work more interesting. As such, to deal with the drawbacks of work specialization, the managers opted to provide the employees with more challenging tasks that would do away with the elements of monotony in tasks. This would help to keep the employees more excited about their work and this improved the extent to which organizational goals were attained.

[bookmark: _Toc114839572]4.6 Departmentalization 
The study also sought to assess the influence of departmentalization on the realization of superordinate goals in selected NGOs in Naivasha county sub-county, Kenya. The data were analyzed and the findings are recorded in Table 4.9.

[bookmark: _Toc107504256]Table 4.9: Departmentalization
	Statement
	[SD]
%
	[D}
%
	[N]
%
	[A]
%
	[SA]
%

	Departmentalization in this organization depends on the beneficiaries of the organization
	50.6
	19.0
	2.5
	12.7
	15.2

	Departmentalization in this organization depends on the projects that are carried out in the organization
	10.1
	8.9
	6.3
	12.7
	62.0

	Employees are rotated from one department to another
	32.9
	26.6
	2.5
	17.7
	20.3

	Employees work in one department for many years
	10.1
	2.5
	0.0
	17.7
	69.6


	
Table 4.9 shows that 50.6% of the respondents strongly disagreed that departmentalization in the organizations depends on the beneficiaries of the organization while 62.0% of the respondents strongly agreed that departmentalization in the organizations depends on the projects that are carried out in the organization. Also, 32.9% of the respondents strongly disagreed that the employees are rotated from one department to another while 69.6% of the respondents strongly agreed that the employees work in one department for many years. On the role that departmentalization plays in the organization, most of the respondents indicated that through departmentalization, productivity is improved. One of the respondents answered;
In departmentalization, there is work division and this means that whether the resources are non-human or human, they will be effectively used. I think that is why this organization has high efficiency and accuracy. There is specificity in how work is done. This improves the quality of work (R5, Research data, 2022). 
On whether the managers collaborate with the employees to decide how group tasks are undertaken, mixed reactions were revealed. For instance, one of the respondents answered;
Communication always comes from the top and the managers have to work hand-in-hand with the employees to make sure that all tasks are delivered to the beneficiaries as expected (R9, Research data, 2022). 
Yet another respondent answered;
As a manager, I am responsible for making decisions on the tasks that the employees carry out. This means that I rarely collaborate with them to decide on group tasks. The work of the employees is to follow the directives that I provide. This is a system that works for this organization and it helps to attain the organization’s goals (R17, Research data, 2022). 
Agreeing with the findings of this study, the study by Holotiuk et al. (2018) found that departmentalization concentrated on the operations of the organizations such as the projects and industries that the organizations operated in. The projects were a manifestation of the needs of the different groups that the organization served. However, Runiawati and Nurasa (2017) found that, based on the systems-thinking approach, for organizations to be successful in departmentalization, it was important to use a hybrid approach as it dealt with weaknesses of lack of rotation between departments and employees working in one department for many years. 
Besides, Dao and Nguyen (2021) found that organizations that departmentalized based on the customers or beneficiaries were more likely to acquire and retain the customers. However, the study also highlighted that departments that were aligned with the projects undertaken by the organization had more alignment with organizational design. These organizations were more likely to attain the organization’s superordinate goals and overall business success. Also,  Ugoani (2021) found that customer-oriented departments had no effect on the performance of the organizations and therefore, did not have an association with the realization of organizational goals. 
[bookmark: _Toc114839573]4.7 Chain of Command 
This study sought to examine the influence of the chain of command on the realization of superordinate goals in selected NGOs in Naivasha county sub-county, Kenya.  The data on the chain of command were analyzed and the results are recorded in Table 4.10.

[bookmark: _Toc107504257]Table 4.10: Chain of Command
	Statement
	[SD]
%
	[D}
%
	[N]
%
	[A]
%
	[SA]
%

	There are defined reporting relationships between managers and their subordinates in this organization
	24.1
	6.3
	12.7
	34.2
	22.8

	Employees in this organization clearly understand the reporting mechanisms in this organization
	15.2
	3.8
	6.3
	17.7
	57.0

	In this organization, the hierarchy starts with the directors who are at the top of the hierarchy
	2.5
	3.8
	0.0
	24.1
	69.6

	In this organization, the employees have equal opportunities as their managers to make decisions
	74.7
	15.2
	0.0
	3.8
	6.3

	The chain of command improves my morale to perform in this organization
	72.2
	20.3
	0.0
	6.3
	1.3




Table 4.10 depicts that 34.2% of the respondents agreed that there are defined reporting relationships between managers and their subordinates in the organizations. Additionally, 57.0% of the respondents strongly agreed that the employees clearly understand the reporting mechanisms in this organization. Also, 69.6% of the respondents strongly agreed that the hierarchy starts with the directors who are at the top of the hierarchy. However, 74.7% of the respondents strongly disagreed that the employees have equal opportunities as their managers to make decisions. As well, 72.2% of the respondents strongly disagreed that the chain of command improves their morale to perform in the organization.

On the role of the chain of command, the respondents acknowledged that the chain of command was critical in the organizations. One of the respondents explained that;
In this organization, the chain of command helps to simplify delegation. I as the manager can be able to delegate roles to my subordinate staff. This helps to distribute the responsibilities in the organization. Therefore, I am not burdened with so many responsibilities. It also gives me the chance to share power while at the same time supporting my subordinates in their work. This motivates all of us (R23, Research data, 2022). 
Also, the respondents remarked that the chain of command provides the employees with autonomy. One of the respondents said;
Autonomy is attained through the chain of command. The employees can govern themselves to some extent and they can make positive decisions which are important for the organization. This helps to motivate the employees. I also believe that it makes them more creative as they can think on their feet. This is a good thing because there are at times situations that come up. After all, we deal with vulnerable children and communities. These situations need quick decisions and autonomy helps the employees to make the required decisions even when I am not there. This solves the situation and there are no bureaucratic tapes that have to be passed (R39, Research data, 2022). 

These findings agree with those of Kaufmann et al. (2019) who found that the chain of command helped to define the reporting relationships between subordinates and their managers. This directed the flow of authority from the top of the hierarchies to the bottom layers. The creation of vertical chains of command helped to clear up the reporting mechanisms. Also, Segrest et al. (2020) revealed that the chain of command helped to provide employees with the support that they needed. However, this brought about frustrations among the employees as the employees did not have the same opportunities as their superiors to make decisions. This affected the morale of both the employees and the managers. The managers were often frustrated as they could not delegate some of the tasks and this affected their motivation in the organization. 
Equally, Ballé et al. (2019) found that an organization’s design had an association to organizational development. The consideration of how the chains of command would lead to supporting and challenging was found to be important. The focus here was on providing the employees with autonomy which would drive up initiative and teamwork at all organizational levels. Organizations with autonomous employees were more engaged in their work and the leaders were able to create more flexible organizational practices. 
[bookmark: _Toc114839574]
4.8 Span of Control
The fourth objective of this study was to determine the influence of span of control on the realization of superordinate goals in selected NGOs in Naivasha county sub-county, Kenya.  The data were analyzed and the findings are recorded in Table 4.11.

[bookmark: _Toc107504258]Table 4.11: Span of Control 
	Statement
	[SD]
%
	[D}
%
	[N]
%
	[A]
%
	[SA]
%

	In this organization, few employees are working under one manager
	15.2
	12.7
	5.1
	15.2
	51.9

	In this organization, there are many employees working under one manager.
	45.6
	15.2
	10.1
	16.5
	12.7

	In this organization, the number of employees working under a manager determines the interaction between the managers and the employees
	5.1
	6.3
	3.8
	74.7
	10.1

	In this organization, the managers are usually hands-on in carrying out organizational activities
	59.5
	15.2
	2.5
	10.1
	12.7

	Managerial control helps the employees to work efficiently 
	15.2
	21.5
	50.6
	2.5
	10.1



In Table 4.11, the results show that 51.9% of the respondents strongly agreed that there are few employees working under one manager while 45.6% of the respondents strongly disagreed that there are many employees working under one manager. In the organizations, 74.7% of the respondents agreed that the number of employees working under a manager determines the interaction between the managers and the employees. Also, 59.5% of the respondents strongly disagreed that managers are usually hands-on in carrying out organizational activities. Remarkably, 50.6% of the respondents were neutral on whether managerial control helps the employees to work efficiently.
On the determinants of the number of subordinates working under a manager and managerial control, there was agreement that the capacities and abilities of the subordinates and managers were considered. One of the respondents indicated;
As a manager, I believe that the number of subordinates working under me will depend on my capacity and competence. If I can effectively manage a large number of subordinates, then more subordinates can work under me. Also, if the subordinates have good and effective skills, then, they require less supervision which means I can have more subordinates working under me. In this organization, mostly you find that few employees are working under the managers. This is because also of the nature of work. As an NGO working with children, there are many instances where we have to handle sensitive cases and as such there is so much time that goes into planning, organizing and controlling the projects. Since this is time-consuming, I usually have a small number of employees working under me. In all this, managerial control can be important (R41, Research data, 2022). 
The findings in this study disagreed with those of Lundmark et al. (2020) who found that the organizations had a wide span of control where there were many employees working under one manager. This created a distance between the employee and the managers and they did not interact with each other often. So, the managers did not give the subordinates the required support to effectively carry out their tasks and attain organizational goals. The study however agreed that it was difficult for managers to be hands-on in carrying out activities as their attention was always directed to many activities simultaneously. This led to poor relationships between the managers and their subordinates leading to distrustful relationships.
Moreover, World Food Programme (2017) illustrated that the span of control was a component of organizational design. The determinants of the span of control in NGOs needed to be assessed carefully as there needed to be a balance that ensured that the supervisors had the capacity and abilities to lead the subordinates and the subordinates had the required competence to complete their tasks and attain organizational goals. 
[bookmark: _Toc114839575]4.9 Influence of Organizational Design on the realization of Superordinate Goals in Non-Governmental Organizations 

The purpose of the study was to assess the influence of organizational design on the realization of superordinate goals in selected Non-Governmental Organizations in Naivasha sub-county, Kenya. To establish the influence, the study sought to first diagnose the collinearity between the study’s variables to ensure that there were no issues related to a high correlation between the independent variables. The second step was to conduct the Pearson Correlation coefficient analysis to test the linear relationship strength between the dependent and independent variables. Due to the inability of the correlation test to indicate the influence of the independent variables on the dependent variable, a regression analysis was conducted. 
[bookmark: _Toc114839576]
4.10.1 Collinearity Diagnostics

To test whether there was a presence of multicollinearity among the variables, a collinearity diagnostic test was conducted and the results are shown in Table 4.12
[bookmark: _Toc16680546][bookmark: _Toc107504259]Table 4.12: Collinearity Diagnostics
	Collinearity Diagnostics

	Model
	Dimension
	Eigenvalue
	Condition Index
	Variance Proportions

	
	
	
	
	(Constant)
	Work Specialization
	Departmentalization
	Chain of Command
	Span of Control

	1
	1
	4.810
	1.000
	.00
	.00
	.00
	.00
	.00

	
	2
	.085
	7.523
	.00
	.03
	.03
	.09
	.69

	
	3
	.051
	9.751
	.01
	.17
	.77
	.08
	.02

	
	4
	.029
	12.839
	.94
	.00
	.13
	.12
	.29

	
	5
	.025
	13.824
	.05
	.79
	.06
	.71
	.00

	a. Dependent Variable: Realization of Superordinate Goals




Table 4.12 illustrates the dimension showing the variables’ linear combination, condition index, eigenvalue and variance proportions. The Eigenvalue indicates the variables’ variance of linear combination. The function of the eigenvalues is represented by the condition index. Table 4. indicates that the highest variance proportion of 79% is associated with the variable work specialization for dimension 5 with an eigenvalue of 0.025 and a condition index of 13.824. Also, a variance proportion of 77% is associated with the variable departmentalization for dimension 3 with an eigenvalue of 0.051 and a condition index of 9.751. A variance proportion of 71% was also associated with the variable chain of command for dimension 5 with an eigenvalue of 0.025 and a condition index of 13.824.  According to Shrestha (2020), a condition index that is greater than15 is an indication of a probable multicollinearity problem. In Table 4.12, all the condition indexes are below 15 which is an indication that there is no multicollinearity among the variables. Having established the lack of multicollinearity among the variables, a correlation test was conducted.

[bookmark: _Toc114839577]4.10.2 Correlation Test
In this study, the correlation test was conducted to test the relationship between the independent variables which included work specialization, departmentalization, chain of command and span of control and the dependent variable which was the realization of superordinate goals. To test the correlation, the responses on the Likert scale which were categorical and ordinal were transformed into continuous variables. To achieve this, the variables were coded into dummy variables using the SPSS software. These processes included the transformation and recoding of the data on all the study’s variables to create the dummy variables. These new variables that were created were called work specialization, departmentalization, the chain of command, the span of control and the realization of superordinate goals. The findings of the correlation test are recorded in Table 4.13

[bookmark: _Toc107504260]Table 4.13: Correlation Test Results 
	
	Realization of Superordinate  Goals
	Departmentalization
	Chain of Command
	Work Specialization
	Span of Control

	Realization of Superordinate Goals
	Pearson Correlation
	1
	.505**
	.469**
	.656**
	.163

	
	Sig. (2-tailed)
	
	.000
	.000
	.000
	.151

	
	N
	79
	79
	79
	79
	79

	Departmentalization
	Pearson Correlation
	.505**
	1
	.346**
	.631**
	.187

	
	Sig. (2-tailed)
	.000
	
	.002
	.000
	.098

	
	N
	79
	79
	79
	79
	79

	Chain of Command
	Pearson Correlation
	.469**
	.346**
	1
	.422**
	.143

	
	Sig. (2-tailed)
	.000
	.002
	
	.000
	.209

	
	N
	79
	79
	79
	79
	79

	Work Specialization
	Pearson Correlation
	.656**
	.631**
	.422**
	1
	.103

	
	Sig. (2-tailed)
	.000
	.000
	.000
	
	.365

	
	N
	79
	79
	79
	79
	79

	Span of Control 
	Pearson Correlation
	.163
	.187
	.143
	.103
	1

	
	Sig. (2-tailed)
	.151
	.098
	.209
	.365
	

	
	N
	79
	79
	79
	79
	79

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





Table 4.13 illustrates that the realization of superordinate goals and departmentalization had a Pearson correlation value of 0.469 and a p-value of 0.000 (p<0.05). These findings implied that departmentalization has a statistically significant relationship with the realization of superordinate goals in the organizations. In contrast to these findings, Tilahun (2019) found that in NGOs, superordinate goals included the proper allocation of resources and utilization of donor funds. However, poor departmentalization made it difficult to use dynamic departmentalization approaches that would lead to the attainment of superordinate goals. 

Moreover, the findings showed that the realization of superordinate goals and the chain of command had a Pearson correlation value of 0.469 and a p-value of 0.000 (p<0.05). These findings implied that the chain of command has a statistically significant relationship with the realization of superordinate goals in the organizations. In opposition, the findings by Angose (2020) show that there was no relationship between the chain of command and the realization of superordinate goals. This was because the organization’s chain of command was not properly developed. As such, there were conflicting structures which affected the extent to which managerial support, decision-making and task execution were undertaken in the organization.

On the realization of superordinate goals and work specialization, the findings show that there was a Pearson correlation value of 0.656 and a p-value of 0.000 (p<0.05). These findings implied that work specialization has a statistically significant relationship with the realization of superordinate goals in organizations. Also, based on the Pearson correlation value (r=0.656), the findings indicate that work specialization had the strongest statistically significant relationship with the realization of superordinate goals in the organizations as compared to the other variables of the chain of command, departmentalization and span of control. These findings agreed with those of Bayona et al. (2020) who found that work specialization was strongly correlated with the attainment of superordinate goals. Work specialization was viewed as an organizational knowledge characteristic and when employees effectively utilized their knowledge and skills, there were higher levels of problem-solving and information processing. This led to the achievement of superordinate goals. 

Also, the findings indicated that the realization of superordinate goals and the span of control had a Pearson correlation value of 0.163 and a p-value of 0.151 (p>0.05). These findings illustrate that there was no statistically significant relationship between the span of control and the realization of superordinate goals in the organizations. The findings by Lull (2019) found that there are organizations that lacked a significant relationship between the span of control and the realization of superordinate goals in the organizations. To deal with the failures of the span of control, the study focused on organizational redesign to increase focus on how managers made decisions on goal attainment and optimal organizational development.

[bookmark: _Toc114839578]4.10.3 Regression Analysis
[bookmark: _GoBack]This study further sought to understand the influence of organizational design on the realization of superordinate goals. A regression analysis was conducted focusing on three main tests which included the model summary, Analysis of Variance and the coefficient test. The findings are presented and discussed as follows;
[bookmark: _Toc107504261]Table 4.14: Model Summary
	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate


	1
	.698a
	.488
	.460
	.733

	a. Predictors: (Constant), Work Specialization, Departmentalization, Chain of Command, Span of Control





Table 4.14 indicates a coefficient of determination of 0.488 which means that 48.8% of the variation in the realization of superordinate goals would be explained by the predictor variables of work specialization, departmentalization, chain of command and span of control. Also, these findings indicate that there was a good marginal predictive capability of this study’s regression model. However, this did not provide the surety of the relationship between the predictor variables and the realization of superordinate goals. As such, the Analysis of Variance was conducted to establish this relationship and the findings are presented in Table 4.15.



[bookmark: _Toc107504262]Table 4.15: Analysis of Variance
	ANOVAa

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	37.809
	4
	9.452
	17.615
	.000b

	
	Residual
	39.710
	74
	.537
	
	

	
	Total
	77.519
	78
	
	
	

	

a. Dependent Variable: Realization of Superordinate Goals

	
b. Predictors: (Constant), Work Specialization, Departmentalization, Chain of Command, Span of Control




As the result in Table 4.15 show, the F-test indicate a significance of the regression analysis. The F-value is 17.615 at a significance level of 0.000 (p<0.05). This is an indication that the regression model is significant and that organizational design whose constructs include work specialization, departmentalization, chain of command and span of control has an influence on the realization of superordinate goals. These findings align with those of Mbuthia and Muturi (2021) who found that organizational design had an influence on the realization of superordinate goals in NGOs. The relationship between organizational design and the realization of superordinate goals was influenced by environmental changes. 
Since this study has established that organizational design had an influence on the realization of superordinate goals, it was deemed important to establish which construct of organizational design had the most influence on the realization of superordinate goals. A coefficient test was conducted and the results are shown in Table 4.16.

[bookmark: _Toc107504263]Table 4.16: Coefficient Table
Coefficientsa
	Model
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	1.106
	.430
	
	2.570
	.012

	
	Work Specialization
	.469
	.107
	.489
	4.371
	.000

	
	Departmentalization
	.207
	.089
	.215
	2.321
	.023

	
	Chain of Command
	.113
	.111
	.111
	1.021
	.311

	
	Span of Control 
	.055
	.077
	.061
	.717
	.476


a. Dependent Variable: Realization of Superordinate Goals
In this study, the following regression model was held;
γ = β0 + β1X1+ β2X2+ β3X3+ β4X4 +ε 
Where;
γ = Realization of superordinate goals 
X1 = Work specialization
X2= Departmentalization
X3= Chain of command
X4= Span of control
 = Constant Term; 	
= Regression coefficients of independent variables.
 = Error Term.

Findings in Table 4.16 indicate a regression equation estimation of;
Realization of Superordinate Goals=1.106+0.469*work specialization+0. .207*departmentalization+0.113*chain of command+0.055*span of control+ 
Further, the findings indicated that an increase in a unit of work specialization increases the realization of superordinate goals by 46.9% and the significance value is at 0.000 (p<0.05). The null hypothesis Ho1 that work specialization has no statistically significant influence on the realization of superordinate goals in selected NGOs in Naivasha sub-county, Kenya is rejected since the p-value is 0.000 at a 0.05 confidence interval. Hence, we conclude that work specialization has a statistically significant influence on the realization of superordinate goals in selected NGOs in the Naivasha sub-county, Kenya. The decision criteria were to reject the null hypothesis if P-value is less than 0.05 (95% confidence level). Additionally, among the constructs of organizational design which also included departmentalization, the span of control and chain of command, work specialization was found to have the most influence on the realization of superordinate goals. 
These findings correspond with those of Angose (2020) who demonstrated that work specialization had a strong influence on the realization of superordinate goals in NGOs. This is because work specialization helped to build the confidence of donors as the employees were seen fit and qualified to perform their tasks effectively. The employees coordinated their work well and each employee was aware of their responsibilities and they had the skills to perform the tasks. The employees communicated clearly and openly which helped to share information 
and knowledge leading to clarity of the superordinate goals. This led to organizational effectiveness and teamwork which improved organizational development. 
The findings in Table 4.16 also show that an increase in a unit of departmentalization increases the realization of superordinate goals by 20.7% at a significance level of 0.023 (p<0.05). The null hypothesis Ho2 that departmentalization has no statistically significant influence on the realization of superordinate goals in selected NGOs in Naivasha sub-county, Kenya is rejected since the p-value is 0.023 at a 0.05 confidence interval. Hence, we conclude that departmentalization has a statistically significant influence on the realization of superordinate goals in selected NGOs in the Naivasha sub-county, Kenya. The decision criteria were to reject the null hypothesis if P-value is less than 0.05 (95% confidence level). Similarly, Sunza and Simba (2021) found that departmentalization had an influence on how superordinate goals were attained in organizations. This is because departmentalization influenced organizational strategies whose main focus was on the attainment of superordinate goals.
Additionally, findings in Table 4.16 show that an increase in a unit of the chain of command increases the realization of superordinate goals by 11.3%. The null hypothesis Ho3 that chain of command has no statistically significant influence on the realization of superordinate goals in selected NGOs in Naivasha sub-county, Kenya is accepted since the p-value is 0.311 at a 0.05 confidence interval. Hence, we conclude that the chain of command does not have a statistically significant influence on the realization of superordinate goals in selected NGOs in the Naivasha sub-county, Kenya. The decision criterion was to accept the null hypothesis if P-value is more than 0.05 (95% confidence level). 
These findings are in tandem with those of Riany (2021) who found that the chain of command did not have an influence on the realization of superordinate goals. This is because there was no leverage put in place to concentrate on the authority aspects of the organization. This led to limited conflict management interventions. Also, the subordinates misconstrued the directive provisions and guidelines that the managers gave. The repercussions were that there were loopholes in the chain of command and this hindered the attainment of superordinate goals leading to negative organizational outcomes. 
Finally, the findings in Table 4.16 show that an increase in a unit of the span of control increases the realization of superordinate goals by 0.55%. The null hypothesis Ho4 that span of control has no statistically significant influence on the realization of superordinate goals in selected NGOs in Naivasha sub-county, Kenya is accepted since the p-value is 0.476 at a 0.05 confidence interval. Hence, we conclude that the span of control has no statistically significant influence on the realization of superordinate goals in selected NGOs in the Naivasha sub-county, Kenya. The decision criteria was to accept the null hypothesis if P-value is more than 0.05 (95% confidence level).
[bookmark: _Toc114839579]These findings disagreed with those of Abaha and Warue (2021) who found that the span of control had a strong influence on the realization of superordinate goals. The number of employees under a manager influenced how the managers operated to attain superordinate goals. The influence of the span of control was stronger when the scope of managerial control was clearly expressed as it helped in setting superordinate goals and activities in NGOs. This was also important for organizational development processes and practices.
4.11 Chapter Summary
This chapter has presented the findings from the analyzed data on the influence of organizational design on the realization of superordinate goals in selected NGOs in the Naivasha sub-county, Kenya. The data collected focused on the background information of respondents, work specialization, departmentalization, chain of command, the span of control and the realization of superordinate goals. The findings are presented in tables.













[bookmark: _Toc105590321][bookmark: _Toc114839580]CHAPTER FIVE
[bookmark: _Toc105590322][bookmark: _Toc114839581]SUMMARY OF FINDINGS, CONCLUSION AND RECOMMENDATIONS
[bookmark: _Toc105590323][bookmark: _Toc114839582]5.1 Introduction
This chapter presents the summary of findings depending on the analyzed data for this study. Based on these findings, conclusions and recommendations are presented in the; 
[bookmark: _Toc105590324][bookmark: _Toc114839583]5.2 Summary of Findings
In this study, 92 questionnaires were provided to the sampled respondents and 79 were returned giving a response rate of 85.9%. This response rate was accepted as it implied that the data provided would be enough for the generalization of findings. 

[bookmark: _Toc114839584]5.2.1 Respondents’ Background Information 
The study found that even though the female respondents were more (51.9%) than the male respondents (48.1%), the difference was small and this was an indication of good gender distribution among the respondents. The study also found that all the respondents had attained post-secondary education with a majority (67.1%) having attained a bachelor’s degree or higher. This implied that the respondents were able to comprehend the questions and provide responses as required. Moreover, all levels of management were represented by the respondents with a majority of the respondents (46.8%) coming from the lower level of management. Most of the respondents (87.3%) had worked in their organizations for more than three years while most of the respondents (77.2%) had worked in their current positions in their organizations for more than three years.

[bookmark: _Toc114839585]5.2.2 Realization of Superordinate Goals
The study found that there was an agreement among the respondents that organizational design helps in improving organizational effectiveness. The organizational design helped to ensure that efficient services were provided. The respondents strongly agreed that work specialization leads to better provision of services in the organizations and the cooperation between different departments helps to improve how services are provided. The organizations always achieve the goals they have set out to accomplish. The respondents strongly disagreed that the functions of the organizations are determined by the beneficiaries that the organizations serve. The respondents agreed that the managers played an important role in the way the organizations are designed.
On the Analysis of the Variance (ANOVA), the F-test indicates the significance of the regression model. The F-value is 17.615 at a significance level of 0.000 (p<0.05). This implies the significance of the regression model and that organizational design whose constructs include work specialization, departmentalization, chain of command and span of control influences the realization of superordinate goals.

[bookmark: _Toc114839586]5.2.3 Work Specialization
On work specialization, this study found that the respondents agreed that the employees carry out specific tasks and carrying out specific tasks helps the employees to work faster. The respondents agreed that the managers break tasks that are complex into smaller tasks so that individual employees can accomplish the tasks. The respondents felt that repetitive tasks help the employees to build on their work specialization However, the respondents felt that the employees often carry out monotonous tasks even though repetitive work was deemed good and it helped to build the skills and expertise of the employees. However, the monotony of work leads to boredom which affects the morale of the employees. The respondents did not agree that the employees are given the opportunity to take on tasks that are challenging in their job positions. The respondents agreed that work specialization helps the employees to accomplish their tasks efficiently in the organizations and the work specialization corresponds with the employees’ training. 
Additionally, on the correlation between work specialization and the realization of superordinate goals, the findings show that there is a Pearson correlation value of 0.656 and a p-value of 0.000 (p<0.05). These findings implied that work specialization has a statistically significant relationship with the realization of superordinate goals in the organizations. Also, based on the Pearson correlation value (r=0.656), the findings indicate that work specialization has the strongest statistically significant relationship with the realization of superordinate goals in the organizations as compared to the other variables of the chain of command, departmentalization and span of control.

The findings of the regression analysis show that an increase in a unit of work specialization increases the realization of superordinate goals by 46.9% and the significance value is at 0.000 (p<0.05). This indicates that work specialization has a statistically significant influence on the realization of superordinate goals in selected NGOs in the Naivasha sub-county, Kenya. Additionally, among the constructs of organizational design which also included departmentalization, the span of control and chain of command, work specialization was found to have the most influence on the realization of superordinate goals.

[bookmark: _Toc114839587]5.2.4 Departmentalization
The study found that 50.6% of the respondents strongly disagreed that departmentalization in the organizations depends on the beneficiaries of the organization while 62.0% of the respondents strongly agreed that departmentalization in the organizations depends on the projects that are carried out in the organization. The respondents did not agree that the employees are rotated from one department to another but they strongly agreed that the employees work in one department for many years. The respondents believed that departmentalization plays an important role in the improvement of productivity in organizations. Communication was also viewed as vital in helping the managers to collaborate with the employees to decide how group tasks are undertaken. However, the communication is always from the top management moving to the lower management. This impedes effective collaboration on group tasks between the managers and the employees. 
The correlation test revealed that the relationship between the realization of superordinate goals and departmentalization had a Pearson correlation value of 0.469 and a p-value of 0.000 (p<0.05). These findings implied that departmentalization has a statistically significant relationship with the realization of superordinate goals in the organizations. Moreover, the regression analysis revealed that an increase in a unit of departmentalization increases the realization of superordinate goals by 20.7% at a significance level of 0.023 (p<0.05). This implied that departmentalization has a statistically significant influence on the realization of superordinate goals in selected NGOs in the Naivasha sub-county, Kenya.

[bookmark: _Toc114839588]5.2.5 Chain of Command
The study found that the respondents agree that there are defined reporting relationships between managers and their subordinates in the organizations. The respondents strongly agreed that the employees clearly understand the reporting mechanisms in this organization and that the hierarchy starts with the directors who are at the top of the hierarchy. However, strong disagreements were held on whether the employees have equal opportunities as their managers to make decisions. The respondents also strongly disagreed that the chain of command improves their morale to perform in the organizations. 
Nevertheless, there was an acknowledgement that the chain of command was critical in the organizations as it helps in the delegation, sharing of responsibilities and power and supporting the subordinate employees. The chain of command also provides the employees with autonomy which helps them to govern themselves to some extent and they can make positive decisions which are important for the organization. This helps to motivate the employees and instances of bureaucratic tapes are dealt away with.
The correlation tests found that the chain of command had a Pearson correlation value of 0.469 and a p-value of 0.000 (p<0.05). These findings implied that the chain of command has a statistically significant relationship with the realization of superordinate goals in the organizations.  In addition, the regression analysis indicated that an increase in a unit of the chain of command increases the realization of superordinate goals by 11.3%. However, a significance level of 0.311 (p>0.05) implied that the chain of command did not have a statistically significant influence on the realization of superordinate goals in selected NGOs in the Naivasha sub-county, Kenya.
[bookmark: _Toc114839589]5.2.6 Span of Control
The study found that 51.9% of the respondents strongly agreed that few employees are working under one manager while 45.6% of the respondents strongly disagreed that many employees are working under one manager. The respondents agreed that the number of employees working under a manager determines the interaction between the managers and the employees. The respondents strongly disagreed that managers are usually hands-on in carrying out organizational activities. Remarkably, the respondents were neutral on whether managerial control helps the employees to work efficiently. On the determinants of the number of subordinates working under a manager and managerial control, there was agreement that the capacities, skills and abilities of the subordinates and managers as well as the nature of work were considered. 
[bookmark: _Toc105590330]The correlation test found that the span of control and the realization of superordinate goals had a Pearson correlation value of 0.163 and a p-value of 0.151 (p>0.05). These findings illustrate that there was no statistically significant relationship between the span of control and the realization of superordinate goals in the organizations. On the other hand, the regression analysis showed that an increase in a unit of the span of control increases the realization of superordinate goals by 0.55%. However, a significance level of 0.476 (p>0.05) implies that the span of control did not have a statistically significant influence on the realization of superordinate goals in selected NGOs in the Naivasha sub-county, Kenya.
[bookmark: _Toc114839590]5.3 Conclusion
The summary of findings leads this study to make various conclusions. First, this study concludes that organizational design helps to improve organizational effectiveness by ensuring that efficient services are provided to the beneficiaries and that there is a cooperation between departments to further improve service provision. This also helps organizations to achieve their set goals. The functions of the organizations are determined by the projects the organizations undertake rather than by the beneficiaries that the organizations serve.

[bookmark: _Hlk106133201]Secondly, this study concludes that the employees carry out specific tasks which are broken down into smaller tasks that each employee can manage and help in completing the work faster. The work specialization corresponds to the training of the employees. However, the tasks undertaken are repetitive and monotonous which leads to boredom and affects the morale of the employees. Also, the tasks provided do not challenge the employees in their jobs. This study also deduces that work specialization has a statistically significant relationship with the realization of superordinate goals in organizations. Work specialization has the strongest statistically significant relationship with the realization of superordinate goals in the organizations as compared to the other variables of the chain of command, departmentalization and span of control. As well, this study concludes that work specialization has a statistically significant influence on the realization of superordinate goals in selected NGOs in Naivasha sub-county, Kenya. Additionally, among the constructs of organizational design which also included departmentalization, the span of control and chain of command, work specialization has the most influence on the realization of superordinate goals.

Thirdly, this study concludes that the departmentalization of the NGOs in Naivasha sub-county, Kenya is based on the projects that organizations undertake rather than the beneficiaries of the organizations. Departmentalization helps to improve productivity and communication in the organization. However, communication is always from the top hierarchies and it flows down to the lower hierarchies of the organization. This is a barrier to effective collaboration on group tasks between the managers and the employees. The employees are not rotated from one department to another and they work in one department for many years. Besides, departmentalization has a statistically significant relationship with the realization of superordinate goals in the organizations as well as a statistically significant influence on the realization of superordinate goals in selected NGOs in Naivasha sub-county, Kenya.

Fourthly, this study concludes that in selected NGOs in Naivasha sub-county, Kenya, there are defined reporting relationships between managers and their subordinates which help to clearly understand the reporting mechanisms in which the hierarchy starts at the top with directors at the helm. The chain of command is critical as it helps in the delegation, sharing of responsibilities and power, and supporting the subordinate employees. The employees are also given autonomy which helps them to govern themselves to some extent and they can make positive decisions which are important for the organization. This helps to motivate the employees and instances of bureaucratic tapes are dealt away with. However, the employees do not have equal opportunities as their managers to make decisions this affects the morale of both the managers and the employees. The study concludes that the chain of command has a statistically significant relationship with the realization of superordinate goals in organizations.  However, the chain of command does not have a statistically significant influence on the realization of superordinate goals in selected NGOs in the Naivasha sub-county, Kenya.

Finally, this study concludes that there is a narrow span of control in the selected NGOs in Naivasha sub-county, Kenya whereby few employees are working under one manager. This leads to improved interaction between the managers and the employees. However, the managers are not usually hands-on in carrying out organizational activities. There is a lack of clarity as to whether managerial control helps the employees to work efficiently. The determinants of the type of span of control in the organization are the nature of work and the capabilities, skills and abilities of the managers and the subordinates. The study also concludes that there is no statistically significant relationship between the span of control and the realization of superordinate goals in organizations. Also, the span of control does not have a statistically significant influence on the realization of superordinate goals in selected NGOs in the Naivasha sub-county, Kenya.
[bookmark: _Toc105590331][bookmark: _Toc114839591]5.4  Recommendations
The recommendations made in this section are based on the conclusions made by this study. This study recommends that the NGOs in Naivasha sub-county, Kenya should ensure that they provide their employees with more challenging tasks. The managers should also work with the employees to find ways of breaking cycles of repetitive and monotonous tasks that lead to boredom. This would help to improve the morale of the employees. 

Organizational policies on job rotation can be introduced to help the employees gain more skills from other departments to help them to expand their skills and knowledge specialization. This would create learning organizations that uphold organizational development. This would also require the managers to collaborate with the employees to decide how group tasks are undertaken.

This study also recommends that a two-way communication approach should be adopted to help ensure that the managers can communicate with the employees and that the employees can also give their opinions and ideas to the managers. This would enhance effective collaboration on group tasks between the managers and the employees. The employees should have equal opportunities as their managers to make decisions as this would positively influence the morale of both the managers and the employees. Equivocally, the managers should be hands-on in carrying out organizational activities. This would bring clarity to managerial control and help the employees to work efficiently to attain the superordinate goals of the organization.
[bookmark: _Toc105590332][bookmark: _Toc114839592]5.5 Recommendations for Future Studies
This study focused on organizational design and the realization of superordinate goals in selected NGOs in Naivasha sub-county, Kenya. For future researchers, this study recommends that:
i) A similar study is conducted focusing on other constructs of organizational design such as centralization and decentralization and how they influence the realization of superordinate goals in NGOs.
ii) [bookmark: _Hlk106140465]This study focused on the responses from individuals at different levels of management. A similar study can be conducted to get the perspectives of employees and beneficiaries from NGOs on organizational design and the realization of superordinate goals.
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Dear Participant,
My name is Florence Wandia a Master’s degree student at St. Paul’s University in Kenya. I am required to conduct a study on “organizational design and the realization of superordinate goals in Non-Governmental Organizations in Naivasha sub-county, Kenya” which would help me to complete my degree in development studies. Therefore, I am kindly requesting that you participate in the study by answering the attached questionnaire. Please note that the answers that you provide will be treated with confidence and will only be shared in the confines of this study and not for any other purpose but for this study. Your participation is completely voluntary and if you do not wish to participate, please notify me. Also, if you have any questions or would like clarification, please contact me through: mdsnkr306620@spu.ac.ke.
[bookmark: _Toc95325120]
Thank you in advance for your participation.
Yours Faithfully,
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Florence Wandia,
Researcher.
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This research is for academic purposes only. You are kindly requested to provide honest answers to the questions asked and freely express your opinions and feelings. Your identity will remain anonymous. Please respond by either writing a statement or a tick (√) as required.
SECTION A: BACKGROUND INFORMATION
	
	Item
	Response

	1. 
	What is your gender
	 

	2. 
	What is the highest level of education that you have completed?
	Master’s degree ()
Bachelor’s degree ()
Diploma ()
Certificate ()
Any other education level, please indicate ……………

	3. 
	What is the level of management that you are currently working in?
	Top Management ()
Middle level management ()
Lower-level management ()

	4. 
	For how long have you worked in this organization?
	

	5. 
	For how long have you worked in your current position?
	







SECTION B: Work Specialization  
6. To which degree do you agree with the following statements on work specialization in your organization? Please use the following key 
1-Strongly Disagree [SD]; 2-Disagree [D]; 3-Neutral [N]; 4-Agree [A]; 5-Strongly Agree [SA].

	Statement
	1
[SD]
	2
[D}
	3
[N]
	4
[A]
	5
[SA]

	In this organization, employees carry out specific tasks
	
	
	
	
	

	Carrying out specific tasks helps the employees to work faster 
	
	
	
	
	

	Managers in this organization break tasks that are complex into smaller tasks so that individual employees can accomplish the tasks
	
	
	
	
	

	The employees often carry out the monotonous tasks 
	
	
	
	
	

	Employees in this organization are given the opportunity to take on tasks that are challenging in their job positions
	
	
	
	
	

	Work specialization helps the employees in my organization to accomplish their tasks efficiently
	
	
	
	
	

	The work specialization in the organization corresponds with the employees’ training 
	
	
	
	
	



7. In your own opinion, does performing repetitive tasks in this organization help the employees to build on their work specialization? Please explain
________________________________________________________________________________________________________________________________________________________________________________________________________________________

Section C: Departmentalization 
8.  To which degree do you agree with the following statements on departmentalization in this organization? Please use the following key 
1-Strongly Disagree [SD]; 2-Disagree [D]; 3-Neutral [N]; 4-Agree [A]; 5-Strongly Agree [SA].

	Statement
	1
[SD]
	2
[D}
	3
[N]
	4
[A]
	5
[SA]

	Departmentalization in this organization depends on the beneficiaries of the organization
	
	
	
	
	

	Departmentalization in this organization depends on the projects that are carried out in the organization
	
	
	
	
	

	Employees are rotated from one department to another
	
	
	
	
	

	Employees work in one department for many years
	
	
	
	
	


	

9. In your own opinion, what role does departmentalization play in this organization? Please explain your answer
________________________________________________________________________________________________________________________________________________________________________________________________________________________

10. In your own opinion, do managers collaborate with the employees to decide how group tasks will be undertaken? Please explain your answer
________________________________________________________________________________________________________________________________________________________________________________________________________________________

Section D: Chain of Command 
11. To which degree do you agree with the following statements on chain of command in your organization? Please use the following key 
1-Strongly Disagree [SD]; 2-Disagree [D]; 3-Neutral [N]; 4-Agree [A]; 5-Strongly Agree [SA].

	Statement
	1
[SD]
	2
[D}
	3
[N]
	4
[A]
	5
[SA]

	There are defined reporting relationships between managers and their subordinates in this organization
	
	
	
	
	

	Employees in this organization clearly understand the reporting mechanisms in this organization
	
	
	
	
	

	In this organization, the hierarchy starts with the directors who are at the top of the hierarchy
	
	
	
	
	

	In this organization, the employees have equal opportunities as their managers to make decisions
	
	
	
	
	

	The chain of command improves my morale to perform in this organization
	
	
	
	
	



12. In your own opinion, what role does the chain of command in this organization?
________________________________________________________________________________________________________________________________________________________________________________________________________________________
13. In your own opinion, does the chain of command provide autonomy to the employees?
________________________________________________________________________________________________________________________________________________________________________________________________________________________

Section E: Span of Control
14. To which degree do you agree with the following statements on work specialization in your organization? Please use the following key 
1-Strongly Disagree [SD]; 2-Disagree [D]; 3-Neutral [N]; 4-Agree [A]; 5-Strongly Agree [SA].

	Statement
	1
[SD]
	2
[D}
	3
[N]
	4
[A]
	5
[SA]

	In this organization, there are few employees working under one manager
	
	
	
	
	

	In this organization, there are many employees working under one manager.
	
	
	
	
	

	In this organization, the number of employees working under a manager determines the interaction between the managers and the employees
	
	
	
	
	

	In this organization, the managers are usually hands-on in carrying out organizational activities
	
	
	
	
	

	Managerial control helps the employees to work efficiently 
	
	
	
	
	




15. In your own opinion, what determines the number of subordinates that work under a manager in this organization?
________________________________________________________________________________________________________________________________________________________________________________________________________________________
16. In your own opinion, what role does the managerial control play in this organization?
________________________________________________________________________________________________________________________________________________________________________________________________________________________

SECTION F: Realization of Superordinate Goals 
17. To which degree do you agree with the following statements on superordinate goals in your organization? Please use the following key


 
1-Strongly Disagree [SD]; 2-Disagree [D]; 3-Neutral [N]; 4-Agree [A]; 5-Strongly Agree [SA].
	Statement
	1
[SD]
	2
[D}
	3
[N]
	4
[A]
	5
[SA]

	Organizational design helps to improve organizational effectiveness
	
	
	
	
	

	The organizational design of this organization helps to ensure that services provided is efficient
	
	
	
	
	

	Work specialization leads to better provision of services in this organization
	
	
	
	
	

	Cooperation between different departments in this organization improves the means in which services are provided by the organization
	
	
	
	
	

	The functions of this organization are determined by the beneficiaries that the organization serves.
	
	
	
	
	

	This organization always achieves the goals it has set out to accomplish
	
	
	
	
	



18. In your own opinion what role do managers play in organizational design?
_______________________________________________________________________________________________________________________________________________
19. In your own opinion what role does the design of the organization play in the realization of the goals of the organization?
________________________________________________________________________________________________________________________________________________
                                                               Thank you for your participation
[bookmark: _Toc114839597]Appendix III: List of Selected NGOs

1. Inua partners in In Hope - Charity trust
2. Sunshine rehabilitation Centre - Naivasha 
3. Kenya National outreach Counselling and training program 
4. Life Broom Services- International 
5. Kitendo Children's Charity 
6. World Vision Kenya
7. ASN Upendo Village - Naivasha 
8. Rotary Club of Naivasha safe house
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