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ABSTRACT

Employee mobility was a critical human resource practice that influenced organizational
performance by enabling the right skills to be in the right place at the right time. In the context of
International Non-Governmental Organizations (INGOs) in Kenya, effective management of
promotions, transfers, job rotations, and secondments was essential for achieving strategic goals
and delivering quality services. Despite the recognized importance of employee mobility, many
INGOs faced challenges such as inconsistent promotion practices, poorly planned transfers,
irregular job rotations, and limited secondment opportunities, which hindered organizational
performance. This study sought to determine the effect of employee mobility on organizational
performance in INGOs in Kenya. Specifically, it examined the influence of promotions, transfers,
job rotations, and secondments on staff productivity, efficiency, and overall organizational
outcomes. Based on the resource-based theory, human capital theory, theory of relationship
management, and rational choice theory, the study adopted a descriptive research design. A
descriptive research design was adopted, targeting a population of 298 employees across 23
INGOs, with a sample of 171 respondents selected using stratified random sampling. Primary data
were collected mainly through the use of online structured questionnaires. Data were analyzed
using descriptive statistics, where measures of central tendency such as mean, mode, and median
were computed. Inferential statistics were also employed, using Pearson correlation to assess
relationships and single and multiple linear regression to analyze individual and combined effects
of the variables. Research findings were presented in the form of text, tables, charts, and graphs.
The findings indicated that all forms of employee mobility had a positive influence on
organizational performance. Promotions enhanced motivation and commitment, transfers and job
rotations improved skill utilization and flexibility, while secondments facilitated knowledge
sharing and professional development. The study concluded that effective management of
employee mobility practices was crucial for sustaining high performance and achieving
organizational objectives in INGOs. The study recommended that INGOs institutionalize
transparent promotion systems, strategically plan transfers and rotations, and provide structured
secondment opportunities to maximize employee potential and organizational outcomes. The
findings contributed to the existing body of knowledge on human resource management in INGOs
and provided practical guidance for improving workforce management and organizational
effectiveness.
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Employee Mobility

Promotion

Transfer

Job Rotation

Secondment

OPERATIONAL DEFINITION OF TERMS

The movement of employees within or across roles in an
organization, including promotions, transfers, job rotations,
and secondments, aimed at enhancing skills, motivation, and

organizational performance (Dermol & Cater, 2013).

The upward movement of an employee to a higher position
within an organization, often accompanied by increased
responsibilities, authority, and remuneration, intended to
recognize performance and motivate staff (Aloufi, Alabri, &

Elshareef, 2025).

The reassignment of an employee from one department, unit,
or position to another within the same organization to balance
staffing needs, develop skills, or improve organizational

efficiency (Khan & Shah, 2023).

A systematic movement of employees between different roles
or functions within an organization to broaden skills, increase
job satisfaction, and reduce monotony (Padula, Comper,

Sparer, & Dennerlein, 2017).

A temporary assignment of an employee to another
department, organization, or location to support professional
development, knowledge transfer, and organizational

learning (Hare, Grieve, Valentine, & Menzies, 2024).
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The measure of how effectively an organization achieves its
objectives, including operational efficiency, service delivery,
Organizational Performance

employee productivity, and stakeholder satisfaction (Dermol

& Cater, 2013).
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CHAPTER ONE

INTRODUCTION
1.1 Background of the Study
Over the past two decades, International Non-Governmental Organizations (INGOs)
have expanded significantly across the globe, positioning themselves as key
contributors to social and economic development (Bougheas et al., 2020). As mission
driven entities, INGOs rely heavily on a competent and adaptable workforce to deliver
high impact interventions in dynamic and resource constrained environments. In this
context, employee mobility, which includes promotions, transfers, job rotations and
secondments, has emerged as a critical human resource strategy for deploying skills
efficiently, enhancing employee engagement and sustaining organizational
performance (Tzabbar and Cirillo, 2020).

Organizational performance in INGOs extends beyond financial indicators and
is typically assessed in terms of mission achievement, program effectiveness, donor
satisfaction, stakeholder accountability and long term sustainability (Lewis, 2023;
OECD DAC, 2021). Theoretical perspectives such as Etzioni’s Goal Attainment
Theory (1964) and Katz and Kahn’s Systems Theory (2018) emphasize that achieving
organizational goals and adapting to external demands require effective utilization of
internal human resources. Accordingly, employee mobility enables INGOs to optimize
workforce allocation, promote knowledge sharing and develop versatile employees
capable of responding to evolving program needs (Ng et al., 2020; Jia Jun and Hua
Ming, 2022).

In Kenya, INGOs play a significant role in key sectors such as health, education,
humanitarian relief, governance and community development (Fowler, 2017).

However, sustaining high organizational performance remains a challenge due to



operational complexities, donor conditionalities and increasing demands for
accountability and sustainability. Human resource related issues, particularly
inadequate career progression pathways and ineffective workforce deployment
practices, have been identified as contributors to reduced staff productivity, lower
program efficiency, high turnover and limited institutional learning (Wendel, 2020).
Despite the strategic importance of employee mobility, many INGOs in Kenya
encounter challenges such as inconsistent promotion practices, poorly coordinated
transfers, irregular or absent job rotation policies and limited secondment opportunities.
These gaps may hinder employee motivation, restrict skill utilization and negatively
affect organizational outcomes such as cost effectiveness, program quality and
stakeholder satisfaction. While global studies have linked employee mobility practices
to improved organizational performance (Ng et al., 2020; Tzabbar and Cirillo, 2020),
there is limited empirical evidence focusing on how various forms of employee
mobility influence organizational performance within the Kenyan INGO context. This
study therefore sought to determine the effect of employee mobility, specifically
promotions, transfers, job rotations and secondments, on organizational performance in
INGOs in Kenya. By filling this empirical and contextual gap, the study provides
insights into how mobility strategies can be optimized to enhance performance within
INGOs.

1.1.1 Employee Mobility

Job mobility is relatively prevalent in developed economies, primarily due to the
competitive demand for highly skilled professionals. These regions tend to offer more
appealing opportunities, making workforce movement more attractive (Harvey &
Groutsis, 2015). Much of the existing research on employee mobility has focused on

these advanced economies. For instance, the Canadian Employee Relocation Council’s



(CERC) Global Mobility Survey, first launched in 2011 and conducted for a third time
in 2017, assessed the willingness of over 10,000 individuals across 20 countries to
relocate internationally for employment. The study, carried out in collaboration with
Ipsos Global Public Affairs, highlighted a growing readiness among workers to
consider international job opportunities, particularly in response to global skill
shortages.

This increasing trend in labour mobility is viewed as a strategic response to
workforce imbalances globally. Dichman et al. (2022) argue that encouraging mobility
within the European Union can yield multiple advantages—enhancing individual career
prospects, improving organizational performance, and benefiting regional economies.
In China, an empirical study involving 1,348 employees in the information services
sector found that while frequent job transitions may temporarily boost job satisfaction
due to a “honeymoon effect,” long-term impacts are more complex. Over time, frequent
mobility can reduce job satisfaction by weakening the alignment between employee
capabilities and job demands, and by diminishing job-related social capital (Yang &
Hu, 2023).

In the UK context, Gray et al. (2020) investigated the consequences of a labour
supply shock triggered by the 2004 expansion of the European Union, which allowed
free movement for workers from Central and Eastern Europe. Their research
emphasized the impact of this policy on the market for low-skilled labour, reflecting
the predominant qualifications of new entrants to the UK workforce. While extensive
research has explored job mobility and its correlation with salary advancement in
developed countries, developing nations like Malaysia remain under-studied in this
regard. As Malaysia aims to achieve high-income status, human capital development

has become a national priority. The Eleventh Malaysia Plan underscores the importance
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of reskilling and upskilling the workforce to foster a knowledge-based economy. In this
context, analyzing job mobility and its implications for earnings and talent development
becomes particularly relevant (Wong et al., 2016).

In the African context, mobility of skilled professionals remains a pressing
issue, especially for multinational corporations operating on the continent. Despite its
economic potential, Africa lags behind in addressing talent mobility effectively (World
Economic Forum, 2014). Data from the African Development Bank (2019) shows that
approximately 80% of regional migration is labour-driven. However, practical
barriers—such as bureaucratic hurdles, high costs, and restrictive policies—continue to
limit the free movement of workers, even when regional agreements support it.
Research by Mbaye and Tani (2020), which covers 34 African countries from 2011 to
2016, found that short-term labour mobility positively correlates with innovation, albeit
modestly (by approximately 0.4%). This finding positions labour mobility as a
contributor to broader development goals, alongside other key factors like foreign direct
investment, R&D, and trade.

Despite some progress, many African countries still struggle to implement
effective labour mobility policies. Skilled African workers often face greater challenges
relocating within the continent compared to expatriates from outside Africa, creating
inefficiencies in the labour market (World Economic Forum, 2014). A recent report by
Crown World Mobility Consulting indicates that most companies deploy fewer than
ten employees annually to specific African countries, with only a handful relocating
over fifty staff members (Johnson, 2022). These figures reflect the limited scale and
strategic nature of mobility assignments in Africa.

Furthermore, Bisong and Mayer (2021) argue that facilitating the movement of

professionals across African nations can strengthen labour market efficiency, reduce
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unemployment, and help close skill gaps. Enhanced mobility policies can also prevent
the loss of highly skilled workers to countries outside the continent, which remains a
significant concern in the face of ongoing brain drain. In East Africa, labour mobility
has deep historical roots, shaped by both voluntary and involuntary factors. Migration
patterns have long been driven by a mix of socio-economic pressures and opportunities
(Onduko, 2013).

Today, most international NGOs operating in Africa maintain both regional and
country offices that share personnel, resources, and responsibilities. Staff transitions
between these offices—whether lateral moves or promotions—are common and often
motivated by the desire for career development.

Employee mobility within international NGOs can therefore be defined as the internal
or external movement of staff members that contributes to organizational operations
and performance. Such mobility, especially when tied to career advancement, allows
employees to apply their accumulated skills, knowledge, and experience in new
settings. However, Wendel (2020) points out that while employee mobility can lead to
talent loss and complicate retention strategies, it can also serve as a conduit for inter-
organizational knowledge sharing when occurring within related sectors. This dual
nature of mobility presents a paradox for NGOs. On one hand, it introduces challenges
in maintaining consistent human resource capabilities, managing projects, and
sustaining donor relationships. On the other, it fosters innovation and skills transfer
across the sector. Therefore, understanding and strategically managing employee
mobility is essential for enhancing the overall performance and impact on international

NGOs.



1.1.2 Organizational Performance in International NGOs

Organizational performance holds central importance for International Non-
Governmental Organizations (INGOs), although the way it is defined and assessed
differs greatly from performance evaluation in the business or public sectors. In contrast
to private companies that prioritize financial profitability, INGOs are mission-oriented
and assess their effectiveness by how well they create social value, implement impactful
programs, maintain stakeholder trust, and promote long-term sustainability.

The performance of INGOs is often measured using non-financial indicators,
including the effectiveness of programs, efficiency in operations, satisfaction of
beneficiaries, accountability to donors, and the sustainability of results over time
(Fowler, 1997; Lewis, 2003). Within the development field, the OECD-DAC
evaluation framework—comprising relevance, efficiency, effectiveness, impact, and
sustainability—is commonly applied to assess the success of both projects and
organizations.

Unlike for-profit firms, INGOs operate in a complex landscape where they must
continuously reconcile the often-competing demands of diverse stakeholders, such as
donors, government authorities, local communities, partner organizations, and their
internal workforce (Najam, 1996). As a result, measuring performance is inherently
multifaceted and varies significantly across different operational contexts. Effective
performance management in INGOs relies heavily on sound systems for monitoring,
evaluation, and learning (MEL), which enable organizations to track progress, assess
outcomes, and adapt based on evidence.

However, many INGOs encounter barriers to implementing strong MEL
practices, often due to capacity limitations or challenges unique to the environments in

which they work (Crack, 2018). External factors such as political instability, restrictive



regulatory conditions, sociocultural dynamics, and global emergencies (e.g., pandemics
or conflicts) also have a profound impact on their ability to perform effectively (Slim,
2002). INGOs must therefore remain flexible and responsive to local realities.

Despite their efforts to achieve meaningful outcomes, INGOs face persistent
difficulties in measuring performance. These challenges include the intangible nature
of many results, the need to remain accountable to multiple actors, the constraints of
short project funding cycles, and difficulties in attributing observed changes directly to
specific interventions. Given these complexities, INGOs are increasingly turning to
innovative approaches to enhance performance measurement and delivery. These
include Results-Based Management (RBM), Theory of Change (ToC) models, digital
monitoring tools, real-time beneficiary feedback mechanisms, and cross-sectoral
collaborations. Agile and adaptive program designs are especially vital in fragile,
conflict-affected, or rapidly evolving contexts.

A notable shift in recent years is the growing emphasis on localization—
empowering local actors to lead in program design and implementation. This approach
has been found to improve both the relevance and sustainability of development
outcomes by ensuring deeper contextual understanding and greater community
ownership (Barbelet, 2018).

1.1.3 Employee Mobility and INGO Performance

Numerous studies have explored how employee mobility influences the performance
of International Non-Governmental Organizations (INGOs), revealing a combination
of both detrimental and advantageous outcomes. When employees leave an
organization, they often take with them valuable tacit knowledge, organizational history
and established relationships with external stakeholders, which are rarely captured

through formal documentation. The loss of this institutional knowledge can hinder
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organizational learning and jeopardize the sustainability of ongoing initiatives (Argote
and Ingram, 2000; DeFillippi and Arthur, 1996). High turnover rates, especially during
critical project phases, have been associated with delays in execution, compromised
service quality and a weakening of trust among the communities these organizations
aim to serve (Hernandez et al., 2010).

Replacing staff through recruitment, orientation and training requires
considerable time and resource investment. These activities often divert financial and
human capital away from mission driven programming, negatively affecting
organizational effectiveness (Wright and McMahan, 2011). Additionally, persistent
turnover places added pressure on existing staff, increasing workloads and stress. This
can result in decreased morale and further attrition, creating a cycle of instability that
undermines both employee well being and institutional performance (Eriksson et al.,
2001).

Conversely, employee mobility can also generate significant benefits. The entry
of new personnel can introduce fresh perspectives, advanced skills and innovative
approaches, particularly in areas such as fundraising, advocacy and digital technologies
(Dess and Shaw, 2001). External mobility can serve as a strategic mechanism for
INGOs to access international expertise and promote the exchange of best practices and
cross cultural learning (Tarique and Schuler, 2010). Furthermore, when managed
effectively, internal mobility, such as transferring staff between departments or across
regions, can support the development of globally capable leaders. This not only
enhances staff readiness for future leadership roles but also promotes coherence and
integration across different operational units of the organization (Ulrich and Dulebohn,

2015).



1.2 Statement of the Problem

International Non-Governmental Organizations (INGOs) in Kenya are mandated to
deliver high-quality humanitarian and development outcomes. Achieving this depends
on retaining a skilled and motivated workforce capable of driving efficiency,
innovation, and organizational resilience. Employee mobility practices—such as
promotions, transfers, job rotations, and secondments—are expected to enhance staff
competencies, support career growth, and reinforce organizational performance
(Aloufi, Alabri, & Elshareef, 2025; Dermol & Cater, 2013).

However, many INGOs in Kenya encounter challenges in effectively managing
these mobility practices. Promotions are often perceived as inconsistent, transfers and
redeployments lack structured alignment with organizational needs, job rotations are
irregular, and secondments are minimally adopted or poorly coordinated. These
shortcomings can result in employee dissatisfaction, talent underutilization,
implementation disruptions, and a decline in organizational performance indicators
such as productivity, project delivery timelines, donor confidence, and operational
efficiency (Nyaga, 2024; Wanjiru, 2023; Hare, Grieve, Valentine, & Menzies, 2024).
Poorly managed mobility may further contribute to staff turnover, knowledge loss, and
weakened institutional continuity, thereby compromising INGOs’ ability to meet their
strategic goals.

Despite the practical implications of these challenges, there is limited empirical
evidence that directly links specific employee mobility practices to organizational
performance within the Kenyan INGO context. Existing studies predominantly focus
on public and private sector organizations (Njogu, 2008; Khan & Shah, 2023; Ciara,
2021), resulting in a contextual knowledge gap that limits data-driven decision-making

in human resource strategy formulation among INGOs.



1.

1l

1il.

1v.

This study therefore seeks to examine the effects of promotions, transfers, job rotations,
and secondments on organizational performance in INGOs in Kenya. The findings will
provide empirical insights to inform evidence-based mobility strategies that enhance
employee satisfaction, operational effectiveness, and overall organizational
sustainability.
1.3 Research Objectives
1.3.1 General Objective
The general objective of the study was to determine the effect of employee mobility on
organization performance in International Non-Governmental Organizations in Kenya.
1.3.2 Specific Objectives
To examine the effect of promotions on organisational performance in international
non-governmental organisations in Kenya.
To assess the effect of transfers on organisational performance in international non-
governmental organisations in Kenya.
To determine the effect of job rotations on organisational performance in
international non-governmental organisations in Kenya.
To evaluate the effect of secondments on organisational performance in
international non-governmental organisations in Kenya.
1.4 Research Questions
1. What is the effect of promotions on organisational performance in
international non-governmental organisations in Kenya?
ii. What is the effect of transfers on organisational performance in international
non-governmental organisations in Kenya?
iii. How does job rotations affect organisational performance in international

non-governmental organisations in Kenya?
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v. What is the effect of secondments on organisational performance in
international non-governmental organisations in Kenya?

1.5 Significance of the Study
The study on employee mobility and its effect on organizational performance in
International Non-Governmental Organizations (INGOs) in Kenya is significant for
several reasons: The study contributes to the body of knowledge on human resource
management, particularly in the context of employee mobility practices such as
promotions, transfers, job rotations, and secondments. It expands understanding of how
these practices influence organizational performance, complementing existing theories
on strategic human resource management and organizational behaviour. The findings
can inform future research by highlighting the interplay between employee
development practices and performance outcomes.

For managers and HR practitioners in INGOs, the study provides evidence-
based insights on optimizing employee mobility to enhance organizational
performance. The findings can guide the design of structured promotion, transfer, job
rotation, and secondment programs to improve employee motivation, skill
development, and service delivery. By addressing gaps in fairness, planning, and
support systems, organizations can increase staff satisfaction and retention.

The study offers valuable information to policymakers and organizational
leaders in shaping HR policies that foster equitable and strategic employee mobility.
Insights from this research can support the formulation of policies that promote
transparency, meritocracy, and structured career development paths, enhancing overall
organizational effectiveness. INGOs often play critical roles in delivering social,
humanitarian, and development services. Improving organizational performance

through effective employee mobility practices can directly impact the quality,
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efficiency, and sustainability of services delivered to communities. This ensures better
utilization of donor resources and enhances public trust in INGOs.

1.6 Scope of the Study

The study focused on International Non-Governmental Organizations (INGOs)
operating in Kenya, examining the influence of employee mobility on organizational
performance. It specifically explored four key practices—promotions, transfers, job
rotations, and secondments—and their effects on staff productivity, efficiency,
motivation, and overall organizational outcomes. Anchored on the resource-based
theory, human capital theory, theory of relationship management, and rational choice
theory, the study collected data from employees who had experienced these mobility
practices over the past five years. A descriptive research design was employed, using
structured questionnaires and both descriptive and inferential statistical analyses to

assess the relationships between employee mobility and organizational performance.
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CHAPTER TWO

LITERATURE REVIEW
2.1 Introduction
This chapter provides the theoretical review, critical review of the study, conceptual
framework and finally the summary of the studies to be conducted in relation to the
problem under investigation not forgetting the conceptual framework.
2.2 Theoretical Review
A theoretical review situates the study within established bodies of knowledge and
explains why and how internal employee mobility (promotions, transfers, job rotations,
secondments) should affect organisational performance. Four main theories are
particularly relevant: human capital theory, resource-based view, theory of relationship
management, and rationale choice theory. Each theory offers complementary insights
and together they provide a robust framework for hypothesis development.
2.2.1 Resource- Based Theory
Resource-Based Theory (RBT), initially introduced by Penrose (2009), presents a
framework for understanding how firms can effectively manage their internal
resources, pursue diversification, and harness productive opportunities. A closely
related concept, the Resource-Based View (RBV), emphasizes the importance of
sustainable competitive advantage derived from leveraging unique organizational
resources (Nalla & Varalaxmi, 2014). Within this perspective, organizations that
strategically invest in developing their human capital are better equipped to withstand
competitive pressures and enhance their performance. This is because well-developed
human resources are difficult for competitors to replicate, thereby providing a basis for

sustained advantage.
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The RBV model advocates for continuous assessment and alignment of an
organization’s workforce with its strategic goals. Through this, firms can attract and
retain talent with the skills and competencies necessary for current and future needs
(Ekwoaba & Ikeije, 2015). This alignment enhances organizational adaptability and
positions human capital as a core source of differentiation in competitive markets.

A fundamental principle of RBT is the heterogeneity of resources and
capabilities among firms, which accounts for differences in performance and
competitiveness. This heterogeneity implies that some organizations possess unique,
context-specific resources—such as specialized human capital—that enable them to
perform certain activities more effectively than others. Human capital resources include
employee experience, cognitive ability, education, judgment, interpersonal networks,
and organizational insight—all of which contribute to a firm's distinctive capabilities.

The RBV emphasizes the strategic value of internal resources, particularly
human resources, in achieving long-term success. Recruitment and selection (R&S)
serve as vital mechanisms through which organizations acquire these key resources.
When recruitment and selection practices are aligned with RBV principles, they help
organizations secure talent that meets the VRIN criteria: Valuable, Rare, Inimitable,
and Non-substitutable (Barney, 1991). Such talent contributes to building a resilient
and strategically valuable workforce.

Promotions, as a key human resource practice, align with the Resource-Based
View (RBV) by strengthening human capital as a valuable, rare, inimitable, and non-
substitutable (VRIN) resource (Barney, 1991). Merit-based promotions enhance
motivation, loyalty, and job satisfaction, while also reducing turnover and building
institutional knowledge. For INGOs in Kenya, effective promotion practices not only

boost employee morale but also develop leadership capacity and organizational
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continuity. This reflects RBT’s emphasis on resource heterogeneity, as promoted
employees contribute unique experience and insight that drive sustainable
organizational performance. The theory support objective 1, o examine the effect of
promotions on organisational performance in international non-governmental
organisations in Kenya.

2.2.2 Human Capital Theory

Human Capital Theory posits that individuals develop work-related skills and
competencies through a combination of education (both formal and informal), on-the-
job training, experience, and movement within the labor market. This framework
supports the idea that job mobility contributes positively to earnings progression by
allowing individuals to accumulate diverse forms of human capital across different
work environments (Wong et al., 2016). Mobility is thus viewed as a deliberate
investment by individuals to enhance their skillsets and marketability by gaining
exposure to varied organizational practices.

However, Wong et al. (2016) also caution that the benefits of job mobility may
be more pronounced during the early stages of one’s career. Later in the career lifecycle,
the returns on mobility might diminish due to the non-transferability of firm-specific
training and knowledge. That said, this notion is increasingly challenged by
contemporary workforce trends, which favor cross-organizational collaboration, talent
integration, and knowledge sharing—making inter-firm mobility more advantageous
and relevant than in the past. Lam et al. (2012) further reinforce this by showing a strong
link between external job mobility and increased earnings, especially in knowledge-
based sectors.

Harvard economist Claudia Goldin (2016) emphasized that human capital is

rooted in the idea that investing in people—through education, training, and
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experience—enhances their productivity and employability. This perspective aligns
with the concept of a knowledge economy, where specialized knowledge and advanced
education significantly increase an individual’s value in the labor market. Korres (2008)
echoed this view by arguing that insufficient investment in human capital is a major
barrier to development in low-income countries.

At its core, Human Capital Theory emphasizes that just as organizations invest
in physical infrastructure or technology to drive productivity, they should similarly
invest in their human resources. This includes targeted efforts in education, training,
and upskilling. Through such investments, organizations not only enhance individual
employee capabilities but also improve overall productivity, efficiency, and innovation.
These human capital investments ultimately contribute to organizational growth, brand
reputation, and long-term success. The global adoption of this knowledge-based
economic model is reflected in policies and practices that promote education as a means
to empower individuals, boost national competitiveness, and alleviate poverty (World
Bank, 2018). In this light, Training and Development (T&D) becomes the practical
expression of Human Capital Theory. It is the mechanism through which organizations
develop the skills, knowledge, and competencies of their workforce.

This theory posits that employees’ skills, knowledge, and abilities constitute a
form of capital that enhances organisational productivity. Internal mobility practices
such as promotions, job rotations, transfers, and secondments build employees’
competencies and align them with organisational needs. For INGOs in Kenya, investing
in mobility develops versatile staff who can manage diverse donor requirements, thus
boosting performance. The theory support objective 2, o examine the effect of transfers
on organisational performance in international non-governmental organisations in

Kenya.
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2.2.3 Theory of Relationship Management

This study is grounded in Ledingham’s (2003) Theory of Relationship Management,
which focuses on the development, nurturing, and maintenance of relationships
between organizations and their donors (Ledingham, 2003; Pressgrove & McKeever,
2016). Proponents of this theory argue that when organizations effectively manage their
relationships with donors by aligning around shared interests and common goals, it
fosters mutual understanding and benefits over time (Ledingham & Bruning, 1998).

Ledingham and Bruning (1998) identified five critical dimensions that underpin
the initiation, development, and sustenance of organization—donor relationships:Trust,
which involves the belief that an organization will fulfill its promises; Openness,
characterized by transparent communication regarding future plans with donors;
Involvement, denoting the organization’s active participation in community welfare;
Investment, referring to the organization’s commitment of resources to community
well-being; and Commitment, indicating the organization’s dedication to addressing
community needs. Relationship management theory has been recognized as an effective
framework for understanding and implementing strategies that cultivate enduring and
productive donor relationships (Ledingham, 2003, 2011; Wiggill, 2014).

The Theory of Relationship Management (Ledingham & Bruning, 1998) posits
that the quality of relationships between an organisation and its stakeholders determines
long-term organisational effectiveness. The theory highlights trust, openness,
satisfaction, and commitment as central components of relationship quality. Applied to
employee mobility, particularly job rotations, TRM suggests that the way mobility
practices are designed and communicated significantly influences employees’
perceptions of the organisation. When job rotations are implemented transparently and

fairly, employees are more likely to perceive them as opportunities for growth and skill
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development, which enhances trust and organisational commitment. This, in turn,
strengthens collaboration across departments and contributes to overall performance
(Hon & Grunig, 1999). Conversely, when job rotations are poorly managed, perceived
as punitive, or lack clarity, they may weaken organisational relationships by eroding
trust and reducing employee satisfaction, ultimately undermining performance
outcomes (Jiang, 2012).

Within the context of international non-governmental organisations in Kenya,
job rotations can serve as an important tool for exposing employees to diverse
programmatic areas and donor requirements. However, their effect on organisational
performance will depend largely on how effectively INGOs manage relational aspects
such as openness, fairness, and employee involvement in mobility decisions.Closing
Statement. The theory support objective 3, to examine the effect of job rotations on
organisational performance in international non-governmental organisations in Kenya.
2.2.4 Rationale Choice Theory
Adam Smith, often recognized as a foundational figure in rational choice theory,
introduced the concept of the "invisible hand" that guides free-market economies during
the mid-1770s. He elaborated on this idea in his 1776 work, An Inquiry into the Nature
and Causes of the Wealth of Nations. At its core, rational choice theory (RCT) assumes
that individuals act to maximize their own utility based on self-interest (Zey, 2015).

As Ganti (2024) explains, rational choice theory suggests that people make
decisions through logical calculation to achieve outcomes aligned with their personal
goals, typically aiming to maximize their self-benefit. The theory posits that individuals
will choose options that offer the greatest satisfaction within the constraints they face.
Its purpose is to explain and predict human behavior by linking expected utility with

the actions individuals take (Zey, 2015).
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Zey (2015) also points out common misconceptions and criticisms of rational
choice theory. For instance, it is often wrongly assumed that the theory only considers
selfish motives. However, rational behavior can include altruistic decisions, such as
choosing the charity where a donation will have the most impact. Additionally, rational
choice theory relies on methodological individualism, focusing on individuals' beliefs
and desires rather than those of collective entities like classes or nations. Yet, not all
frameworks that use methodological individualism are based on rational choice theory.
Furthermore, some argue that the theory overlooks social interactions, but it can
accommodate cognitive limits alongside physical or financial constraints. The theory
support objective 4, to examine the effect of secondments on organisational
performance in international non-governmental organisations in Kenya.

2.3 Conceptual Framework

A conceptual framework visually illustrates the connections between independent and
dependent variables. The key elements used to develop this framework are derived from
a thorough review of existing literature. In this study, the independent variables include
promotions, transfers, job rotations and secondments. The dependent variable is the

organizational performance of international NGOs.
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FIGURE 1

Conceptual Framework

Promotions
» Frequency of merit-based
promotions
» Transparency of promotion
processes
» Employee perception of fairness

Transfers
» Planned internal redeployment
» Support during transition
» Opportunities for skill application Organizational Performance
e  Work Disruption
e Employee Turnover
. e Service Delivery
Job Rotations . e  Customer Satisfaction
» Exposure to multiple roles
» Skill diversification —
» Rotation frequency

Secondments
» Duration of secondment
» Knowledge transfer and skill
acquisition
» Career development opportunities

Independent Variables Dependent Variable

2.4 Literature Review

2.4.1 Promotions and Organizational Performance

Aloufi, Alabri, and Elshareef (2025) examined the effect of promotion on employee
productivity in public and private institutions using a descriptive-correlational design.

The study established that merit-based promotions significantly improve employee
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motivation, commitment, and work output, while politically influenced promotion
processes lower productivity. However, this research was conducted in a general multi-
sectoral setting and did not account for the performance dynamics of donor-funded,
mission-driven environments such as INGOs. The current study builds on these
findings by examining how promotion practices influence organizational performance
within INGOs in Kenya, where strategic outcomes are closely tied to project
sustainability and humanitarian impact.

Similarly, Duru et al. (2023) analyzed the relationship between promotion and
employee performance among academic and non-academic staff at the University of
Abuja. Their findings demonstrated a positive and statistically significant link between
transparent promotion practices and employee motivation, satisfaction, and
productivity. Although the study contributes to understanding promotion as a critical
driver of staff performance, it was conducted within a higher education institution
characterized by structured career progression and relative job security, which may not
reflect the realities of INGOs that often operate under project-based contracts and high
staff mobility. The present study addresses this contextual gap by examining promotion
practices in INGOs, where mobility-related experiences may significantly affect
performance outcomes.

In Kenya, Ratemo (2021) investigated the effect of job promotion on employee
performance at the Kenya Forestry Research Institute, finding that fair and transparent
promotion processes led to enhanced employee skills, commitment, and institutional
performance. While this study provides useful insights into promotion within a public-
sector research institution, it does not reflect the complexities of INGOs, where
promotion decisions may be influenced by donor funding, global mobility frameworks,

and cross-functional project deployments. This study therefore extends the analysis to
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INGOs in Kenya, where effective promotion practices may play a critical role in
maintaining staff productivity and organizational continuity.

Nyaga (2024) assessed the effect of promotion practices on employee
performance at the National Bank of Kenya, concluding that merit-based promotion
significantly improved motivation, job satisfaction, and employee retention. However,
the study was conducted in a commercial banking environment driven by profit-based
performance indicators, which differ from INGOs that measure success in terms of
social value, project outcomes, and community impact. The current research adapts this
focus to the humanitarian and development sector, exploring how promotion affects
organizational performance in INGOs operating within complex, resource-constrained
settings.

Likewise, Kathina (2021) evaluated the effects of recognition and job
promotion on employee performance in Kenyan commercial banks, revealing that
promotion had a strong influence on employee productivity, commitment, and
organizational loyalty. Despite offering evidence of the motivational impact of
promotion, the study focused on competitive profit-oriented institutions with stable
funding structures, which differs significantly from INGOs that often depend on
external donor funding and face fluctuating staffing needs. This study contributes by
analyzing how promotion practices specifically shape organizational performance in
INGOs in Kenya, where employee engagement and retention are crucial for project
success and long-term sustainability.

2.4.2 Transfers and Organizational Performance
Dermol and Cater (2013) conducted a study across multiple European organizations to
analyze how employee mobility mechanisms such as transfers and job rotations

contribute to training transfer, organizational learning, and overall performance.
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Adopting a quantitative survey research design, the study collected responses from
employees across diverse industries using structured questionnaires, and analyzed data
through regression and correlation techniques to establish causal links between learning
processes and performance. The findings revealed that when employees are provided
with structured opportunities to apply newly acquired skills through systematic
mobility practices such as job rotations and redeployments, training effectiveness
significantly improves, leading to enhanced organizational adaptability and
productivity. The study further highlighted that supportive leadership, positive learning
climates, and employee motivation are necessary enablers ensuring that knowledge
acquired during training is successfully transferred within new roles.

Chiaburu and Marinova (2005) conducted an exploratory study to understand
the factors influencing employees’ transfer of newly acquired skills into job
performance after undergoing training. Using a quantitative survey-based research
design, the study targeted corporate employees who had recently completed training
programs in structured organizational environments. Data was collected through
standardized questionnaires measuring constructs such as goal orientation, training self-
efficacy, perceived organizational support, and involvement in mentoring relationships.
Regression and correlation analyses indicated that employees with high learning goal
orientation and strong training self-efficacy were more likely to effectively transfer
knowledge into practical roles, particularly when organizations provided supportive
mechanisms such as coaching, peer collaboration, and management encouragement.
The findings underscored that employee mobility practices such as transfers and job
rotations were more beneficial when supported by systems that enhanced confidence

and reinforced application of learned competencies.
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However, the study was conducted within conventional corporate
environments where employee transitions were largely performance-based and
embedded within structured succession planning. This context differs significantly
from international non-governmental organizations in Kenya, where employee
transfers and internal mobility may be driven by project-based funding cycles, donor
priorities, and emergency response needs rather than systematic competency-based
progression, potentially influencing how effectively skills are transferred to improve
organizational performance.

Khan and Shah (2023) examined the mediating role of motivation to transfer
between individual capabilities, organizational conditions, and training transfer
effectiveness in service-oriented organizations across Pakistan. The study employed a
cross-sectional quantitative survey design and utilized structural equation modeling
(SEM) to test interactions between variables such as self-efficacy, learning orientation,
supervisory support, and work environment quality. The findings revealed that
motivation to transfer was a key determinant in whether employees effectively applied
acquired skills to new or evolving roles, especially when organizational structures
facilitated movement through job rotations or internal transfers. The study emphasized
that workforce redeployment yielded better performance outcomes when employees
possessed strong internal motivation and when supportive supervisory structures
ensured role clarity and professional encouragement.

However, the study was limited to service sector organizations where
performance-based mobility systems were embedded within standardized HR
frameworks. This may not reflect the realities of INGOs operating in Kenya, where

transfers and job rotations are often reactive to shifting donor interests, programmatic
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restructuring, or rapid-response mission assignments, which may limit employee
motivation to transfer skills and thus impact organizational performance differently.

Njogu (2008) conducted a case study to investigate how job rotation and
transfers influence organizational productivity within a Kenyan institutional context.
Using a qualitative and descriptive research design, the study collected data from both
managers and employees through interviews and document reviews to explore the
strategic importance of redeployment practices. The findings indicated that job
rotations and transfers were essential in enhancing organizational flexibility by
allowing employees to adapt to varied functional roles, facilitating problem-solving
across departments, and enabling institutions to fill staffing gaps in critical areas.
Employees who experienced rotational assignments gained diverse skill sets, which
improved their long-term productivity and increased institutional capability to respond
to operational demands.

However, while the study established a connection between mobility practices
and organizational performance, its scope was limited to a single local institutional
context, without considering the complexities faced by international NGOs where
employee mobility may span across countries, projects, and donor-funded programs.
Furthermore, the study did not address performance implications in settings where staff
transfers may be compelled by external funding constraints rather than deliberate
strategic workforce development goals, leaving gaps in understanding mobility-
performance dynamics within INGOs in Kenya.

Wanjiru (2023) conducted a doctoral dissertation examining the factors
influencing human resource planning in non-governmental organizations (NGOs) in
Mombasa County, Kenya, with a particular focus on how transfers and redeployments

shape organizational outcomes. Employing a descriptive research design, the study
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collected data from HR practitioners and program managers using structured
questionnaires and key informant interviews, analyzing the results through both
descriptive and inferential statistics. Findings demonstrated that well-planned transfer
policies contributed to program continuity, optimized skill utilization, and enhanced
employee satisfaction, ultimately improving organizational performance. Conversely,
poorly coordinated transfers led to staff turnover, delays in project delivery, and erosion
of institutional knowledge. The study underscored that workforce mobility should be
embedded within broader HR planning frameworks to maintain staffing stability and
operational efficiency.

However, while the research acknowledged the importance of transfers in NGO
settings, it did not specifically analyze mobility in relation to different types such as
promotions, job rotations, and secondments, nor did it establish a direct causal
relationship between employee mobility dimensions and organizational performance
among INGOs. This presents a gap in understanding how structured mobility practices
across multiple forms influence performance outcomes within Kenyan INGOs.

2.4.3 Job Rotations and Organizational Performance

Padula, Comper, Sparer, and Dennerlein (2017) conducted a systematic review to
evaluate the effectiveness of job rotation programs in preventing musculoskeletal
disorders and controlling occupational risk in manufacturing industries. The review
analysed multiple empirical studies that assessed job rotation interventions as
ergonomic strategies. Findings indicated that job rotation helped reduce physical strain
by distributing repetitive tasks among employees, thereby lowering the risk of work-
related musculoskeletal disorders. Additionally, rotations improved task variety,
reduced monotony, and contributed to higher worker satisfaction. However, the review

also noted that the performance benefits of job rotation were contingent on the design
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and implementation of the programs. Poorly structured rotations, without consideration
of workload balance and employee capabilities, sometimes failed to reduce risk or
improve outcomes. The authors concluded that well-designed job rotation programs not
only contribute to employee health and wellbeing but also indirectly enhance
organisational performance through reduced absenteeism, improved efficiency, and
higher workforce engagement.

A longitudinal study by Beggild et al. (2023) in the financial services sector
investigated the long-term effects of job rotation on employee performance. Using
longitudinal data and comparative analysis between rotated and non-rotated employees,
the study found that those who experienced job rotations performed better in subsequent
years, particularly high performers who benefited more from exposure to varied roles.
The study concluded that job rotation is a strategic tool for sustaining performance
growth and retaining talented employees over the long term.

Similarly, Oparanma and Nwaeke (2015) examined the impact of job rotation
on organisational performance in Nigeria. The study employed a survey design with
data collected from employees in public and private organisations, analysed using
correlation and regression methods. Findings indicated a significant positive
relationship between job rotation and employee productivity. The study noted that
rotations not only improved performance outcomes but also increased employee
motivation and engagement by reducing monotony and broadening skills.

In another study, Jackson et al. (2023) assessed the efficacy of job rotation
through an implementation and evaluation approach. Drawing data from a production-
oriented environment, the study applied both quantitative surveys and qualitative
interviews to assess outcomes. The findings showed that carefully implemented job

rotation programs improved workplace conditions, teamwork, and production quality.
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However, the study stressed that the success of job rotation depends on systematic
planning, proper communication, and managerial support.

In the East African context, Njogu (2008) conducted a thesis exploring the
effects of job rotation on organisational productivity. Using a case study approach, the
research found that job rotation enhanced grassroots productivity by equipping
employees with multiple skills and enabling flexibility in staffing. While short-term
adjustment costs such as stress and slower output were observed, the long-term benefits
outweighed the drawbacks. The study concluded that job rotation builds organisational
resilience and enhances sustainability in human resource management.

2.4.4 Secondments and Organizational Performance

Ciara (2021) conducted an in-depth qualitative investigation into the knowledge,
learning processes, and experiential transformations that occur among teachers who are
seconded to the Professional Development Service for Teachers (PDST), Ireland’s
largest national support framework for continuous teacher development. The study also
assessed how these secondment experiences influence educators’ long-term career
trajectories after completing their temporary roles within PDST. Positioned within an
interpretivist paradigm, the research employed semi-structured interviews with a
purposively selected sample of eight teachers who had undergone secondment and
subsequently either reintegrated into formal school environments or transitioned into
new positions within the broader education system. Notably, the researcher
acknowledged her insider positionality as the National Director of the PDST,
integrating reflexivity into the interpretation of findings. The study developed a
theoretical framework grounded in career dynamics and identity transition theories to
map the progressive stages encountered by seconded teachers, including pre-

secondment motivation, professional identity disruption during secondment, and post-
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secondment re-alignment or redefinition of career purpose. Findings revealed that
secondment was not merely a temporary redeployment but a transformational career
event that reshaped teachers’ identities, professional agency, and long-term aspirations.
Participants experienced shifts from classroom-focused roles to broader educator-
leadership identities, often developing stronger autonomy and capacity for system-level
influence.

However, the study identified policy shortcomings in secondment reintegration
processes, particularly regarding knowledge retention, transitional support, and
continuation of expertise within PDST structures. In relation to employee mobility and
organizational performance, the findings demonstrate that structured redeployment
through secondment enhances knowledge capital and leadership potential, which can
strengthen institutional capacity if properly reintegrated. Yet, the absence of robust
transition policies risks loss of institutional knowledge. The study was situated in a
developed educational system and did not address employee mobility in mission-
driven, donor-funded structures such as international non-governmental organizations,
where secondment decisions may be influenced by emergency deployments, funding
cycles, and cross-country staffing needs rather than career progression frameworks.

Hare, Grieve, Valentine, and Menzies (2024) conducted a scoping review
published in Nursing Open, aiming to synthesize existing empirical and conceptual
evidence on the outcomes of research delivery secondments in healthcare institutions.
The study employed the Patterns, Advances, Gaps, Evidence, and Research (PAGER)
framework to structure analysis, with a systematic search carried out across CINAHL,
PubMed, Medline, and Embase databases. Inclusion and exclusion criteria were
independently applied by two reviewers to ensure validity and reduce selection bias,

while full-text extraction was followed by thematic categorization of emergent patterns.
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The review established that secondments facilitated professional upskilling, cross-
functional knowledge transfer, and exposure to diverse clinical and research
environments, thereby improving workforce adaptability and institutional learning.
Additionally, the review highlighted improvements in employee confidence,
interdisciplinary communication, and innovation-driven problem solving. However,
the authors cautioned that the available evidence base was sparse, methodologically
diverse, and largely descriptive, making it difficult to establish direct causal links
between secondment and long-term organizational performance. The review concluded
that while structured secondment enhances human capital and potentially contributes
to workforce resilience, the lack of standardized evaluation frameworks limits
understanding of its strategic impact. In connection to employee mobility and
organizational performance, the study underscores that well-designed mobility
initiatives such as secondment can stimulate organizational learning and improve
institutional productivity. Nonetheless, the review did not explore how secondment
affects performance within humanitarian, non-profit sectors that often operate under
volatile external funding and political constraints, as is the case with INGOs in Kenya.
Opperman and Carlyon (2024), writing in Leading and Managing, explored the
influence of leadership practices in supporting academic staff engaged in internal
secondments within tertiary education environments. The study employed a qualitative
research design utilizing interviews and document reviews to examine how mentoring,
communication channels, and autonomy provision shaped the effectiveness of
secondment experiences. The findings indicated that secondments were most effective
when embedded within leadership structures that actively facilitated employee

confidence-building, professional experimentation, and role adaptation.
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Supportive leaders were found to mediate transitional tensions, enhance
employees’ sense of belonging in temporary roles, and foster stronger post-secondment
contributions to institutional goals through acquired competencies and expanded
perspectives. The study concluded that secondment is not merely an HR mobility
practice but a leadership-mediated development strategy that influences institutional
knowledge flow and long-term organizational capacity. However, the study was
confined to academic institutions in stable higher education systems and did not address
performance implications in dynamic humanitarian contexts characterized by high staff
turnover, uncertain funding, and cross-border redeployment, such as INGOs in Kenya.

Aldejwi (2020) examined the mediating role of employee engagement in the
relationship between employee secondment as a strategic human resource development
practice and employee performance within Saudi Arabian banks. The research utilized
a quantitative research design involving structured questionnaires administered to
managers in six major banking institutions, resulting in 243 valid responses for analysis.
Structural equation modeling (SEM) revealed that while secondment positively
enhanced employee engagement through exposure to new challenges, skill
enhancement, and role diversification, it did not directly improve employee
performance unless engagement was present as a mediating factor.

The findings emphasized that mobility initiatives such as secondment stimulate
performance improvements only when employees are motivated, psychologically
invested, and provided with organizational support for knowledge application. The
study concluded that secondment is a performance-enhancing intervention only within
systems that nurture engagement and career alignment. However, the research was
limited to financially-driven corporate sectors with performance-based incentive

systems, thus failing to account for mission-oriented INGOs, where performance is
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evaluated based on social impact, donor accountability, and crisis responsiveness rather
than economic output.

2.5 Summary of Literature

The reviewed literature indicates that employee mobility practices—such as
promotions, transfers, job rotations, and secondments—positively influence
organisational performance by enhancing employee motivation, skills, engagement,
and productivity. Transparent and merit-based promotions increase job satisfaction and
commitment (Aloufi, Alabri, & Elshareef, 2025; Duru, Eze, Yusuf, Danjuma, & Saleh,
2023; Ratemo, 2021; Nyaga, 2024; Kathina, 2021), while well-planned transfers and
redeployments improve organisational flexibility and the application of skills (Dermol
& Cater, 2013; Chiaburu & Marinova, 2005; Khan & Shah, 2023; Njogu, 2008;
Wanjiru, 2023).

Job rotations broaden employee competencies and reduce monotony (Padula,
Comper, Sparer, & Dennerlein, 2017; Baggild et al., 2023; Oparanma & Nwaeke, 2015;
Jackson et al., 2023; Njogu, 2008), and secondments facilitate knowledge transfer,
career development, and organisational learning, with employee engagement often
mediating these effects (Ciara, 2021; Hare, Grieve, Valentine, & Menzies, 2024;
Opperman & Carlyon, 2024; Aldejwi, 2020). Despite robust evidence across corporate,
educational, and public sector contexts, there is a notable research gap concerning the
specific impact of these mobility practices on organisational performance within
international non-governmental organisations (INGOs) in Kenya, justifying the need
for the present study.

2.6 Research Gaps
The current study seeks to address several gaps identified in the existing literature on

employee mobility practices and organisational performance. First, while numerous
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studies have demonstrated the positive effects of promotions on employee outcomes,
most of this research has been conducted in corporate, banking, or academic contexts
(Aloufi, Alabri, & Elshareef, 2025; Duru et al., 2023; Ratemo, 2021; Nyaga, 2024;
Kathina, 2021). Empirical evidence regarding promotion practices within international
non-governmental organisations (INGOs) in Kenya is limited. This study, therefore,
intends to examine the influence of promotion opportunities on employee performance
within INGOs, thereby providing context-specific insights into how transparent, merit-
based promotion systems affect staff motivation, commitment, and productivity in
mission-driven organisations.

Second, although transfers and job rotations have been linked to skill
development, organisational learning, and productivity (Dermol & Cater, 2013;
Chiaburu & Marinova, 2005; Khan & Shah, 2023; Njogu, 2008; Wanjiru, 2023; Padula
et al., 2017; Boggild et al., 2023; Oparanma & Nwaeke, 2015; Jackson et al., 2023),
their impact in the INGO sector remains underexplored. The present study seeks to fill
this gap by investigating how strategic transfers and job rotations within Kenyan
INGOs enhance employee skills, adaptability, and overall organisational performance.
Additionally, the study will examine the mediating roles of organisational support and
employee motivation in facilitating effective skill transfer and utilisation.

Third, while secondments are recognised for promoting professional growth,
knowledge transfer, and employee engagement (Ciara, 2021; Hare et al., 2024;
Opperman & Carlyon, 2024; Aldejwi, 2020), existing studies have primarily focused
on education and healthcare contexts. There is a paucity of evidence regarding the direct
effect of secondments on organisational performance in INGOs. This study aims to
address this gap by analysing the influence of secondments on both employee

engagement and organisational effectiveness in the Kenyan INGO context, thus
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providing empirical guidance for human resource practices related to temporary
assignments and cross-departmental skill sharing.

Finally, prior research often examines promotions, transfers, job rotations, and
secondments in isolation, with limited understanding of their collective effects on
organisational performance. The current study will adopt an integrated approach,
exploring the combined and comparative influence of these employee mobility
practices on INGO performance. Such an approach will identify which practices, or
combinations thereof, are most effective in enhancing organisational outcomes, thereby
informing strategic HR interventions in the sector..

2.7 Operationalization of Variable

Operationalization means turning abstract concepts into measurable observations
(Inguane, Gallego-Ayala, & Juizo, 2013). The variables of concern in this research were
promotions,transfers, job rotations, secondments and organizational performance and
how they relate to organization performance. These variables could not be directly
measured hence the need to identify measurable indicators to take the place of the

variables. The measurements of the variables were done by the 5-point Likert Scale.
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TABLE 1

Operationalization and Measurements of Variables

Variable
Variable Indicators Measurement Scale
Type
- Frequency of merit-based
' 5-point Likert scale
promotions
_ ‘ (1=Strongly
Promotions Independent | - Transparency of promotion
Disagree, 5=Strongly
processes
| | Agree)
- Employee perception of fairness
- Planned internal redeployment 5-point Likert scale
- Support during transition (1=Strongly
Transfers Independent . . .
- Opportunities for skill Disagree, 5=Strongly
application Agree)
5-point Likert scale
- Exposure to multiple roles
. e (1=Strongly
Job Rotations | Independent | - Skill diversification .
) Disagree, 5=Strongly
- Rotation frequency
Agree)
- Duration of secondment
5-point Likert scale
- Knowledge transfer and skill
(1=Strongly
Secondments | Independent | acquisition _
Disagree, 5=Strongly
- Career development
. Agree)
opportunities
- Productivity 5-point Likert scale
- Service delivery quality for perception-based
Organizational ' .
Dependent | - Employee retention items; secondary
Performance

- Achievement of organisational

objectives

data from

performance reports
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CHAPTER THREE
RESEACH METHODOLOGY

3.1 Introduction
This chapter presents a systematic description of the research methodology employed
to address the research questions outlined in Chapter One. The methodology
encompasses the research design, target population, sampling design, as well as data
collection and analysis procedures used in this study.
3.2 Research Design
The study utilized correlational research design. correlational research design
investigates relationships between two or more variables without the researcher
manipulating them. The methodology encompassed the formulation of research
objectives, designing appropriate data collection tools, followed by data processing and
analysis.
3.3 Target Population
Schindler (2013) defines the target population as the entire group of individuals, areas,
or objects sharing common characteristics to which a researcher intends to generalize
the study findings. Similarly, Kothari (2014) describes the target population as the
complete set of all members—whether real or hypothetical—such as people, events, or
objects that the researcher aims to draw conclusions about. The target population of this
study comprised employees working in international non-governmental organizations
(INGOs) in Kenya. These employees were selected because they are directly influenced
by human resource practices such as promotions, transfers, job rotations, and
secondments, which are the main variables of this study.

The population included both managerial and non-managerial staff across

different departments to ensure representation of diverse roles and experiences.
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Specifically, the study focused on employees who had been with their respective

INGOs for at least one year, as they would have experienced one or more employee

mobility practices and could provide informed insights into how these practices

influence organizational performance. The total target population consisted of 298

employees from 23 INGOs operating in Kenya. The inclusion of employees across a

wide range of INGOs allowed for a comprehensive understanding of employee mobility

practices and their effects on organizational performance within the Kenyan INGO

sector.
TABLE 2
Target Population
Category of Number of
Rationale for Inclusion
Respondent Respondents

Human Resource 3
Managers

Department Heads 72

Employees 141
Training &
Development 39
Coordinators
Performance

23

Evaluation Officers

Total 298

They design and implement mobility practices and can provide

policy-level insights and observed impacts on performance.

They supervise employees and oversee performance, allowing
them to provide data on how mobility practices affect team

efficiency, productivity, and service delivery.

They directly experience mobility practices and can provide first-
hand insights on fairness, transparency, impact on motivation,

and performance outcomes.

They manage training, rotations, and secondments, providing
data on skill development and effectiveness of mobility

interventions.

They track performance metrics and can provide information on
how mobility practices influence organizational outcomes such

as productivity, efficiency, and staff retention.

Source; Kenyan NGO Portal and Directory (2025)
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3.4 Sample Size and Sampling Technique

3.4.1 Sample Size

A sample size must be large enough to accurately represent the entire population under
study (Kothari, 2012). Creswell (2014) highlights the importance of selecting a sample
size that provides sufficient information about the population while remaining
manageable for analysis. In this study, the sample size will be determined using
Yamane’s (1968) formula, which is suitable when the population size is known. This
formula calculates the sample size (n) based on the total population size (N) and a
specified margin of error (¢). Yamane’s formula is a probabilistic sampling method that

accounts for the size of the population, making it an appropriate choice for this research.

N
TTTENE?
Where by:

n = number of samples
N = target population
E = margin of error (0.05)

~ 298
m = 112980052

n=171
3.4.1 Sampling Technique
The sampling strategy refers to the method used to select a truly representative sample
from a population (Saunders et al., 2014). According to Cooper and Schindler (2008),
a sample is a smaller subset drawn from a larger population. This subset is often chosen
when studying the entire population is impractical due to its size. For the sample to
accurately represent the whole population, it must be carefully selected. In this study,

stratified random sampling will be employed to select 171 respondents from a total
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population of 298 employees across different offices of INGOs. Stratified sampling
ensures that each distinct subgroup within the population is proportionally represented
in the sample (Kothari, 2019). The formula n/N*K was used to obtain a representative
sample from each stratum.

Where;

n=sample size

N=target population

K=the size of the stratum

TABLE 3
Sampling Technique
Employee Category Sample Size (Selected)
Management 13
HR Officers 41
Program Staff 82
Administrative Staff 22
Field Officers 13
Total 171

Source: Research (2025)

3.5 Research Instruments

The primary data collection instrument for this study will be questionnaires. The choice
of this tool is influenced by the type of data needed, the time available, and the study’s
objectives. The questionnaire will include both structured and unstructured questions

to avoid rigidity and to allow for quantification of data, particularly where structured
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items are used. This approach enables the researcher to gather credible and
comprehensive information. Since the study focuses on perspectives, opinions,
perceptions, and attitudes, questionnaires are ideal because they are cost-effective, easy
to administer, and capable of collecting detailed data (Oso, 2015).

3.6 Pilot Testing

Pre-testing the questionnaire with a small representative sample helps identify any
errors or biasing effects caused by questions or methodologies (Kang’ethe et al., 2018).
For this study, the data collection instrument will be pre-tested on a sample of 30
respondents from Good Neighbours International INGO Organization. Kang’ethe et al.
(2018) recommend a minimum of 30 respondents for an adequate pilot test. The pre-
test will help identify questions that are unclear, potentially interpreted differently by
respondents, or redundant, allowing improvements to be made to the final
questionnaire.

3.6.1 Validity of the Research Instrument

Validity refers to the extent to which an instrument measures what it is intended to
measure. According to Mugenda and Mugenda (2013), it concerns how well the
obtained results answer the research questions and test the study’s assumptions. This
study examined both face and content validity. An expert review was conducted to
ensure that the research instrument was clear and accurate, meeting the respondents’
needs. Field (2009) defines content validity as the degree to which data collected
through a particular instrument adequately represent the specific domain of the
concept being studied. Additionally, the Kaiser-Meyer-Olkin (KMO) Measure of
Sampling Adequacy was used to validate the study instrument, with a KMO value

above 0.4 considered acceptable for reliability.
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3.6.2 Reliability of the Research Instrument

Reliability refers to the consistency of results produced by a research instrument
when tested repeatedly. It measures how well the instrument yields stable and
consistent data over time, despite the presence of random errors. To assess reliability
in this study, Cronbach’s coefficient alpha will be used, applicable to both even and
uneven numbers of questionnaire items, depending on the item arrangement.
According to Fraenkel and Wallen (2016), a psychometric instrument is considered
reliable if it achieves a Cronbach’s alpha value of 0.70 or higher on a sufficiently
large sample. The formula for calculating Cronbach’s coefficient alpha, which will

be applied in this study, is as follows:

J'I\'Ir - {'_'

C = ST N=D¢

N is equal to the number of items, c-bar is the average inter-item covariance among the
items and v-bar equals the average variance.

3.7 Data Process and Analysis

After collecting the questionnaires from respondents and ensuring their completeness,
the researcher will begin the data processing and analysis. The data will first be coded
to facilitate proper classification and categorization for analysis. Both descriptive and
inferential statistical methods will be employed to examine the effects of the
independent variables on the dependent variable. Correlation analysis was used to
measure the degree of linear association between variables. As noted by Senthilnathan
(2019), correlation is a statistical tool that quantifies the strength and direction of the
linear relationship between two variables. Specifically, Pearson’s moment correlation
coefficient will be used to determine the existence and extent of linear relationships

between each independent variable and the dependent variable. Furthermore, the study
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will utilize an Ordinary Least Squares (OLS) multiple linear regression model to
analyze the impact of the independent variables on the dependent variable. OLS
assumes a linear relationship between the dependent variable and each of the
independent variables. The regression model is expressed as follows;

Y = BorPrXi+P2Xo+P3 X3+HPaXa + e

Where:

Y = Organizational Performance

Xi1= Promotions

X»= Transfers

X3=Job Rotations

X4= Secondments

B1, P2, P3,p4 = Coefficients measuring the effect of each independent variable on
organizational performance

€ = Error term capturing unexplained variation

3.8 Diagnostic Tests

The objective of diagnostic research is to evaluate the effectiveness of a diagnostic test
in accurately confirming or excluding specific characteristics within a sample (Glasser,
2014). Rommel (2013) emphasized that diagnostic tests are used to detect various types
of biases that may arise in studies designed to assess accuracy. In the context of this
study, assumption testing serves to determine whether the researcher can proceed with
the regression analysis confidently. Multiple hypotheses were tested to ensure their
validity before conducting the regression. This study specifically addressed two key
assumption tests: the normality test and the multicollinearity test. These tests help to
verify that the data meet the necessary statistical assumptions for valid regression

analysis.
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3.8.1 Normality Test

This study assumes that the data follows a normal distribution. According to Mclnnes
(2018), a normality test determines whether sample data originates from a population
that is normally distributed. Doornik and Hansen (2008) further emphasize that
normality testing is essential in assessing whether a dataset is appropriately modeled by
a normal distribution. In this research, the Shapiro-Wilk test was used to assess the
normality of the data. As noted by Priyatno (2017), the decision criterion for the
Shapiro-Wilk test is that if the p-value (significance level) is greater than 0.05, the null
hypothesis—that the data is normally distributed—cannot be rejected. This implies that
the data is considered to be normally distributed and appropriate for further statistical
analysis.

3.8.2 Multicollinearity Test

Cohen et al. (2011) define multicollinearity as a condition in which two or more
predictor variables in a multiple regression model are highly correlated. Similarly, Paul
(2006) describes it as a scenario where independent variables demonstrate substantial
intercorrelation, potentially distorting the estimation of their individual effects on the
dependent variable. The presence of multicollinearity complicates the interpretation of
regression coefficients, as it becomes difficult to isolate the unique contribution of each
independent variable. Importantly, multicollinearity exists on a continuum rather than
as a binary outcome. In this study, multicollinearity was evaluated using the Variance
Inflation Factor (VIF). According to standard guidelines, VIF values exceeding 10 are
considered indicative of serious multicollinearity and warrant corrective measures.

3.9 Ethical Considerations

The literature and journals referenced in empirical and theoretical reviews were duly

acknowledged. The researcher ensured that the data collected and analyzed accurately
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reflects the authentic information gathered from the firm throughout the research
process. Board of Postgraduate Studies dispatched a letter of introduction to the
researcher for this specific project. National Commission For Science, Technology &
Innovation conducted an ethical examination and provide their clearance. Preserving
confidentiality was paramount throughout the research period. If an answer can be
attributed to a specific individual, that information was kept in the utmost
confidentiality.

The participants were provided information willingly.In this study, the
researcher ensured that participants who consent to participate are informed of the
research objectives. Participants had the ability to either consent to or decline
participation in the study.The researcher withheld information without the respondent's
consent pertaining to that information.The researcher refrained from utilizing
personally identifiable information by anonymizing data whenever feasible.
Subsequently, the research findings were disseminated to the respondents upon request
to confirm that the study has focused exclusively on academic accomplishment.The
respondents were apprised of the potential benefits derived from the research findings

following the data gathering and analysis procedure.
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CHAPTER FOUR

DATA ANALYSIS AND DISCUSSION OF FINDINGS
4.1 Introduction
This chapter presents the findings of the study by first assessing the reliability of the
data and then summarizing the key descriptive statistics. The study aimed to investigate
the effect of employee mobility on organizational performance within international
NGOs in Kenya. The results are organized in line with the study objectives and are
presented using both descriptive and inferential statistics to provide a clear
understanding of the relationships between the variables.
4.2 Response Rate
The researcher, assisted by research assistants disseminated 171 questionnaires. The

response rate results are illustrated in figure 2 below.

FIGURE 2

Response Rate

Response rate

M Returned

m Returned
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There was a total of 171 questionnaires that were sent, and 117 of those questionnaires
were returned without any missing information. The percentage of people who
responded is 68%. According to Kothari (2014), who claimed that a response rate of
sixty percent or above is considered to be good, and that anything over seventy percent
is considered to be very good, the response rate is deemed to be appropriate for data
analysis.Only 32 percent of the total respondents either never answered to the
questionnaires or never completed them out.
4.3 Reliability Test Results
First, the research instrument was piloted with five 5 respondents randomly selected.
After that, the pilot data was evaluated with the Cronbach's Alpha test in order to
investigate the internal consistency of the data. This was done in order to determine the
reliability of the research instrument.

TABLE 4

Reliability of research instrument

Variable Cronbach's Alpha Items Comment
Promotion 771 6 Accepted
Transfers 738 6 Accepted
Job Rotation 771 6 Accepted
Secondment 750 6 Accepted
Organisational Performance 793 6 Accepted

The Cronbach’s alpha coefficient for the five items, which include promotion, transfers,
job rotation, secondment, and organizational performance, yielded Cronbach’s alpha
coefficients of 0.771, 0.738, 0.771, 0.750, and 0.793 respectively. Each of the
Cronbach’s alpha coefficients is above 0.7, as suggested by Bryman (2008), hence it

was concluded that the research instrument was reliable.
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4.4 Demographic Analysis
Following that, a demographic analysis of the respondents and the organization they
worked for was carried out. The gender of the respondent, the level of education they
have, the job they now hold, and the length of time their organization has been in
existence are all components of the demographic analysis.
4.4.1 Gender Distribution of the Respondents
Participants were requested to identify themselves by stating their gender. Utilizing a
statistical tool designed for the social sciences, the replies from the 117 individuals who
participated in the survey were evaluated and documented in figure 3, which can be
found below.

FIGURE 3

Gender of Respondent

Gender

= Male = Female

According to these findings, males made up 52% of the respondents, while females

made up 48% of the total.
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4.4.2 Age of the Respondents
FIGURE 4

Age of the Respondents

Age of the respodents

Between 18-25
Above 46 10%
19%

Between 26-35
25%

Between 36-45
46%

= Between 18-25 = Between 26-35 = Between 36-45 = Above 46
The 3645 age group forms the largest segment, accounting for nearly half of all
respondents (46.28%). This suggests that middle-aged individuals were most engaged
or targeted in the survey. The 18-25 age group had the smallest representation (9.92%),
indicating limited participation from younger individuals—possibly due to less
relevance or accessibility of the survey to them. The 2635 and Above 46 age groups

make up about 25% and 19%, respectively, reflecting moderate levels of engagement.
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4.4.3 Education Level
FIGURE 5

Education Level

Educational Level

M Primary
B Secondary
m College

= University

The majority of respondents (49%) had a college-level education, making this the
largest group. University graduates followed closely with 38%, suggesting that a large
portion of the survey population is relatively well-educated.Secondary education
accounted for only about 10%, and Primary education was the least represented (3%),
indicating low participation from individuals with minimal formal education.This data
suggests the survey likely reached a predominantly educated population, with most

respondents having at least some post-secondary education.
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4.4.4 Work Experience
FIGURE 6

Work Experience

Work experience

W Less than 2yrs W 2-7 yrs. M S3-13 yrs. m 13 yrs. and Above

The majority of respondents (51%) have 2—7 years of experience, indicating a strong
mid-level presence—possibly early-career professionals building expertise. The next
largest group, 36%, falls into the 8-13 years range, suggesting a solid base of
experienced individuals. Only 10% reported having 13 years or more, and just 3% have
less than 2 years, showing minimal participation from either highly experienced or very
new individuals.

4.4.5 Respondent Category

FIGURE 7

Respondent Category

Respodent category

B Top Management
H Middle Level Management

M Support Staff
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Support Staff make up the majority (69%) of respondents, indicating that the survey
predominantly reflects the views or experiences of operational-level employees. Middle
Level Management accounts for 21%, showing a moderate representation of
individuals in supervisory or tactical roles. Top Management respondents are the least
represented (10%), suggesting limited input from strategic decision-makers in the
organization.
4.5 Descriptive Statistics
The findings are derived from a Likert scale in the questionnaires where the respondents
were supposed to indicate their level of agreement or otherwise with a given statement.
The descriptive statistics was done based on each independent variable/objective.
4.5.1 Organizational Performance
The dependent variable of the study was organizational performance. The results from
a 5-point Linkert scale questionnaire are shown in table 5.

TABLE 5

Organizational Performance

Organizational Performance Mean Std. Dev.

Internal processes in this organization run smoothly with 2.3419 95739
minimal work disruptions.

Unplanned staff movements rarely cause interruptions in 3.9145 .88642
service delivery.

The organization delivers services efficiently and on time.  3.4872 95245
Employees in this organization are able to meet service 3.6068 70659
delivery expectations.

Customers are satisfied with the quality of services 3.5299 91513
provided by this organization.

Customer feedback indicates a high level of satisfaction 2.5214 1.01368
with this organization’s performance.

Valid N (listwise)
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The findings of the study revealed that organizational performance within INGOs is
characterized by mixed perceptions across various operational dimensions.
Respondents largely disagreed that internal processes run smoothly with minimal
disruptions (M = 2.34, SD = 0.96), suggesting inefficiencies in workflow coordination.
However, they strongly agreed that unplanned staff movements rarely affected service
delivery (M =3.91, SD = 0.89), indicating operational resilience and strong continuity
mechanisms. These results are consistent with the findings of Mugo and Kamau (2022),
who found that Kenyan humanitarian organizations exhibit strong contingency
planning that mitigates the disruptive effects of sudden personnel changes, even when
internal structural inefficiencies exist. Similarly, Adeyemi and Ojo (2021) observed that
Nigerian non-profit organizations often maintain stable service delivery through cross-
functional staffing strategies despite internal process delays and bureaucratic hurdles.

Further, the study revealed positive perceptions regarding service timeliness and
efficiency (M = 3.49, SD = 0.95) and employee capacity to meet performance
expectations (M = 3.61, SD = 0.71), implying that human capital contributes
significantly to organizational performance outcomes. These results align with the
findings of Wanjiru (2023), who reported that employee competence and role clarity
significantly enhance service delivery outcomes in development-focused NGOs.
Likewise, Hassan and Farouk (2020) reported in their study of East African donor-
funded organizations that employee performance capacity remains a strong determinant
of project success, even in contexts where procedural inefficiencies persist.

The study also showed that customers generally express satisfaction with
service quality (M = 3.53, SD = 0.92), although actual customer feedback did not
consistently reflect high levels of satisfaction (M =2.52, SD = 1.01). A similar contrast

was highlighted by Mwangi and Otieno (2021), who found that while NGO service
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users often report perceived satisfaction, detailed feedback mechanisms reveal gaps in
responsiveness, engagement, and follow-up. Additionally, Nkala (2022) noted that in
Zimbabwean humanitarian organizations, satisfaction ratings often mask underlying
dissatisfaction due to limited stakeholder participation in feedback systems.
Comparing these studies to the current findings, it is evident that INGOs
demonstrate strong resilience in ensuring service continuity and maintaining employee-
driven performance outcomes, even amidst internal operational inefficiencies.
However, like other studies have shown, customer feedback mechanisms appear to
expose deeper inconsistencies in perceived versus actual satisfaction levels. This
underscores the need for INGOs to optimize internal processes and strengthen
stakeholder engagement strategies to align performance outcomes with authentic
customer perceptions and enhance organizational credibility.
4.5.2 Promotions and Organizational Performance
The first objective of the study was to determine the effect of promotions on
organizational performance. The results from a 5-point Linkert scale questionnaire are

shown in table 6.
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TABLE 6

Promotions
Promotions Mean Std. Dev.
Promotions in this organization are awarded regularly based 2.7350 1.25529
on employee performance.
I believe employees who excel in their roles are frequently 3.5385 1.04666
considered for promotion.
The promotion process in this organization is clear and well- 3.5726  .92211
communicated to all employees.
I am aware of the criteria required for promotion in my 3.6667 .86103
organization.
Promotions in this organization are carried out fairly without 3.0342  1.12902
favoritism.
I am satisfied with the fairness of the promotion decisions 3.3419  1.08407

made in this organization.

Valid N (listwise)

The findings of this study reveal a nuanced perception of promotions within the

organization, particularly in relation to frequency, clarity, recognition of performance,

and fairness. Respondents expressed relatively low agreement that promotions are

awarded regularly based on employee performance (M = 2.74, SD = 1.26), indicating

that staff experience limited upward mobility and perceive inconsistencies in promotion

opportunities. This aligns with the findings of Ratemo (2021), who reported that in

many Kenyan NGOs, promotions are infrequent due to funding constraints and

hierarchical rigidity, resulting in employee frustration and demotivation. Conversely,

Nyaga (2024) found that when promotion frequency is low, employees are more likely
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to seek external opportunities, leading to higher turnover and reduced organizational
loyalty.

However, respondents in the current study showed stronger agreement that
high-performing employees are acknowledged and considered for promotion (M =
3.54, SD = 1.05), suggesting that while promotions may not be frequent, performance
is still recognized in theory. This is consistent with the findings of Duru et al. (2023),
who observed that performance-based promotion intentions—whether actualized or
not—can positively influence employee engagement and perception of meritocracy.
Similarly, Kathina (2021) emphasized that even the perception of potential promotion
based on performance contributes to motivation, provided employees believe the
criteria are transparent and attainable.

Regarding promotion clarity, respondents agreed that the promotion process is
well communicated (M = 3.57, SD = 0.92) and that the criteria for advancement are
widely understood (M = 3.67, SD = 0.86). The low variability in responses reflects a
shared belief that the organization has clear guidelines governing upward mobility. This
aligns with Aloufi, Alabri, and Elshareef (2025), who found that transparency in
promotion procedures enhances employees’ confidence in organizational justice and
fosters commitment. Likewise, Wanjiku (2022) demonstrated that clarity in promotion
pathways contributes to employee career planning and retention in service-based
organizations.

Despite clear promotion guidelines, fairness in implementation remains an area
of concern. Respondents only moderately agreed that promotions are executed without
favoritism (M = 3.03, SD = 1.13), and satisfaction with fairness in promotion decisions
was also modest (M = 3.34, SD = 1.08), indicating divided perceptions regarding

equity. These findings are similar to those of Hassan and Farouk (2020), who reported
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that even when promotion policies are clear, perceived bias in execution can undermine
trust. In contrast, Nyaga (2024) found that promotion fairness is a stronger determinant
of job satisfaction than clarity of criteria alone, emphasizing that perceived favoritism
can negate the positive effects of transparent procedures.

Comparing these studies with the present findings, it is evident that although
structured promotion frameworks exist and are well communicated, limited promotion
frequency and doubts about impartiality in implementation may erode employee trust
and motivation. This underscores the need for the organization to not only maintain
transparent policies but also ensure equitable execution and provide more frequent
career progression opportunities. Strengthening fairness and increasing promotion
opportunities could enhance employee morale, improve retention, and reinforce
organizational commitment.

4.5.3 Transfers and Organizational Performance
The second objective of the study was to determine the effect of transfers on
organizational performance. The results from a 5-point Linkert scale questionnaire are

shown in table 7.
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TABLE 7

Transfers
Transfers Mean Std. Dev.
Internal transfers in this organization are planned and  3.1282 1.24248
communicated in advance.
I am usually informed early enough before being 3.6923 75955
redeployed to another department/unit.
The organization provides adequate support 2.8376 1.10607
(guidance, resources, orientation) during transfer or
redeployment.
I receive sufficient assistance from 3.6496 76919
supervisors/colleagues when transitioning to a new
role.
Transfers provide me with opportunities to apply my  3.1538 1.00529
existing skills effectively.
Redeployment enhances my ability to utilize and 3.3162 1.20809

develop my skills in new areas.

Valid N (listwise)

The findings of this study provide important insights into how internal transfers are
perceived within the organization, particularly in relation to planning, communication,
support mechanisms, and employee development. Respondents expressed moderate
agreement that internal transfers are planned and communicated in advance (M = 3.13,
SD = 1.24), though the high variability suggests inconsistencies in how different

employees experience transfer processes. This aligns with the findings of Mwikali
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(2022), who reported that while many organizations have formal transfer policies, their
implementation is often inconsistent across departments, leading to varied levels of
preparedness among staff. Similarly, Omondi and Gachanja (2021) found that
inadequate planning in internal transfers often results in employee anxiety and reduced
adaptability.

In contrast, respondents in the current study strongly agreed that they are
informed early enough before redeployment (M = 3.69, SD = 0.76), indicating that
while planning may not always be perceived as strategic, the organization does well in
notifying employees in a timely manner. This is consistent with the findings of
Achieng’ (2023), who observed that early notification helps reduce resistance to
transfers and enhances employee readiness, even when long-term planning is unclear.
However, unlike the current study, Onyango (2020) found that in some public sector
organizations, late communication about transfers increased employee stress and
reduced productivity during transition periods.

Support during the transfer process received weaker ratings in the current study,
with respondents expressing low agreement that the organization provides adequate
guidance, resources, or orientation during redeployment (M = 2.84, SD = 1.11). This
suggests a lack of formal support structures, which is a concern echoed by Okeke and
Nnaji (2021), who found that organizations that fail to provide sufficient training,
induction, or transition support during transfers often experience performance dips
among reassigned employees. Conversely, respondents acknowledged receiving
sufficient assistance from supervisors and colleagues when transitioning to new roles
(M = 3.65, SD = 0.77), indicating that informal networks fill the support gap. This is

supported by the findings of Yusuf and Ahmed (2024), who reported that peer and
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supervisory support significantly enhances employee adaptability during
redeployment, even when institutional support structures are weak.

In terms of employee development, respondents showed moderate agreement
that transfers enable them to effectively apply existing skills (M =3.15,SD =1.01) and
contribute to new skill development (M = 3.32, SD = 1.21). This suggests that internal
transfers present opportunities for professional growth, though such benefits may not
be uniformly realized. These findings are consistent with those of Duru et al. (2023),
who noted that transfers, when well managed, enhance skill diversification and improve
employee competencies. Likewise, Ndegwa (2022) found that employees who undergo
structured transfers report increased job mastery and career development. However,
unlike the current study, which revealed inconsistencies in perceived developmental
benefits, Kariuki (2021) reported that employees in organizations with clearly defined
rotational programs consistently experienced enhanced performance and higher job
satisfaction.

In summary, the findings highlight that while employees appreciate timely
communication and benefit from peer and supervisory support during transfers,
concerns remain about the adequacy of formal organizational support, planning
consistency, and structured transition mechanisms. Comparisons with existing
literature reveal that internal transfers can significantly contribute to skill development,
adaptability, and performance when supported by comprehensive planning, training,
and resource allocation. Therefore, strengthening structured support systems and
ensuring consistent implementation across departments could enhance the effectiveness

of internal transfers in promoting employee performance and satisfaction.
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4.5.4 Job Rotations and Organizational Performance

The third objective of the study was to determine the effect of job rotations on

organizational performance. The results from a 5-point Linkert scale questionnaire are

shown in table 8.

TABLE 8

Job Rotations

Job Rotations Mean Std. Dev.
Job rotations in this organization expose employees to 2.9402 95854
multiple roles.

I have had opportunities to work in different roles through 3.1026 1.28911
job rotations.

Job rotations help me diversify my skills. 3.5641 98598
I gain new knowledge and competencies when rotated to ~ 3.6496 75790
different roles.

Job rotations are conducted at appropriate intervals in this  2.7436 1.14586
organization.

The frequency of job rotations in this organization is 3.1026 1.20620

adequate for employee development.

Valid N (listwise)

The findings highlight how employees perceive job rotations within the organization,

particularly in relation to exposure to different roles, skill development, and the

structural effectiveness of implementation. Respondents expressed moderate agreement

that job rotations expose them to multiple roles (M = 2.94, SD = 0.96) and that they

have had opportunities to work in different roles through this practice (M = 3.10, SD =

1.29). The high variability, especially for opportunities to work in different roles,
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suggests inconsistent implementation across departments. These results align with
those of Oparanma and Nwaeke (2015), who observed that while job rotation was
generally available in Nigerian public and private organizations, its application varied
significantly depending on departmental capacity and leadership support. Similarly,
Padula et al. (2017) noted that inconsistencies in program design and execution often
limit the full potential of job rotation practices, especially when not uniformly adopted
across the organization.

In terms of skill development, respondents strongly agreed that job rotations
help diversify their skills (M =3.56, SD = 0.99) and enable them to gain new knowledge
and competencies (M = 3.65, SD = 0.76). The relatively low standard deviation in
knowledge acquisition suggests a consistent recognition among employees that
rotations foster learning and professional growth. These findings are consistent with the
conclusions of Jackson et al. (2023), who found that well-implemented rotation
programs improved employees’ adaptability, competence, and collaborative
performance. Likewise, Boggild et al. (2023) demonstrated that long-term exposure to
varied roles through rotation contributed to enhanced performance outcomes, especially
for high-performing employees who benefited more from cross-functional learning.
Njogu (2008) also found that job rotation enhanced grassroots productivity in Kenyan
organizations by equipping employees with multiple skills and fostering flexibility,
although initial adaptation challenges were noted.

Despite the perceived developmental benefits, concerns were raised regarding
the structure and timing of rotations. Respondents expressed low agreement that job
rotations are conducted at appropriate intervals (M = 2.74, SD = 1.15), with high
variability suggesting inconsistency in scheduling practices. Additionally, while the

frequency of job rotations was moderately appreciated (M = 3.10, SD = 1.21), the wide

60



variability indicates differing experiences across employees. These challenges echo the
findings of Padula et al. (2017), who emphasized that the effectiveness of job rotation
is highly dependent on its systematic design, appropriate timing, and consideration of
workload balance. Furthermore, their review cautioned that irregular or poorly
structured rotations may fail to achieve intended performance and ergonomic benefits.
In agreement, Jackson et al. (2023) emphasized that systematic planning, proper
communication, and managerial support were crucial in ensuring job rotation success.
Overall, the results indicate that job rotations are valued for their significant role
in enhancing skill diversification and knowledge acquisition. This aligns with previous
empirical studies that have demonstrated the strategic importance of job rotation in
boosting employee competencies, resilience, and organizational performance
(Oparanma & Nwaeke, 2015; Boggild et al., 2023). However, challenges remain in
terms of consistency, scheduling, and equitable application across the organization.
Similar to the recommendations by Padula et al. (2017) and Jackson et al. (2023), there
is a need for structured implementation guided by clear policies, appropriate timing,
and managerial oversight. Addressing these gaps could help maximize the
developmental potential of job rotation initiatives, enhance employee satisfaction, and
improve overall organizational effectiveness.
4.5.5 Secondments and Organizational Performance
The fourth objective of the study was to determine the effect of of secondments on
organizational performance. The results from a 5-point Linkert scale questionnaire are

shown in table 9.
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TABLE 9

Secondments
Secondments Mean Std. Dev.
The duration of secondments in this organization is 3.0940 1.25247
sufficient to achieve their intended objectives.
I am satisfied with the length of time allocated for 3.7521 1.04968
secondments.
Secondments provide opportunities for knowledge 3.8205 86717
transfer between departments or organizations.
I acquire new skills and knowledge during secondment 3.4786 76111
assignments.
Secondments in this organization contribute positively to ~ 3.4872 .88683
my career development.
I believe secondment opportunities enhance long-term 2.7179 1.17331

professional growth.

Valid N (listwise)

The findings provide insights into employee perceptions of secondments within the

organization, particularly in relation to duration, knowledge transfer, skill acquisition,

and career development impact. Respondents showed moderate agreement that the

duration of secondments is sufficient to achieve their intended objectives (M = 3.09,

SD = 1.25), though the high variability suggests differing experiences, potentially due

to varying assignment lengths or varied expectations across departments. Despite these

mixed views, satisfaction with the length of secondments was rated more positively (M

= 3.75, SD = 1.05), indicating that many employees find the timeframes generally

reasonable. These findings are consistent with Ciara (2021), who found that while some
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seconded teachers felt their assignments were sufficiently long to gain meaningful
experience, others believed the duration could be more structured to align better with
development goals.

Secondments were strongly recognized for their role in knowledge sharing and
skills development. Respondents agreed that such assignments create opportunities for
knowledge transfer across departments or organizations (M = 3.82, SD = 0.87) and
allow employees to acquire new skills during assignments (M = 3.48, SD = 0.76). The
high means and low variability indicate consensus regarding the developmental value
of secondments. This aligns with the findings of Hare et al. (2024), who emphasized
that secondments enhance professional skills, facilitate knowledge exchange, and
support organizational learning when well-coordinated. Similarly, Aldejwi (2020)
reported that secondments positively influence employee engagement through
increased skill acquisition and expanded professional exposure, although engagement
mediates the extent to which performance improves.

With respect to career outcomes, respondents moderately agreed that
secondments contribute positively to career development (M = 3.49, SD = 0.89).
However, fewer believed that they significantly enhance long-term professional growth
(M =2.72,SD = 1.17), with the lower mean and higher variability reflecting skepticism
about sustained benefits beyond the assignment period. These concerns mirror findings
by Ciara (2021), who noted that although secondments often have a transformational
impact on short-term career aspirations, the lack of post-secondment integration into
structured career pathways may hinder long-term professional mobility. Likewise,
Opperman and Carlyon (2024) found that the long-term success of secondments in

academic institutions depends heavily on leadership support, post-assignment
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reintegration, and recognition of acquired competencies. Without such institutional
support, the long-term career impact of secondments may be diminished.

Overall, the results reveal that while secondments are highly valued for
immediate knowledge transfer and short-term skill development, there are concerns
regarding their long-term impact on career progression. This echoes the conclusions of
Aldejwi (2020), who stressed that developmental initiatives such as secondments must
be complemented by employee engagement strategies and structured follow-up
mechanisms to ensure performance gains are sustained. Consistent with
recommendations made by Hare et al. (2024), the organization should strengthen post-
secondment career integration strategies, formalize competency mapping after
assignments, and ensure consistency in duration to maximize both individual and
organizational benefits.

4.6 Diagnostic Tests

In order to achieve unbiased estimates of the study parameters, various assumptions of
regression were tested. These included normality test and multicollinearity test of the
three independent variables.

4.6.1 Normality Test

The second assumption of regression analysis maintains that the residuals or errors
follow a normal distribution. A P-P plot was generated to examine the normality of the

residuals, as shown in figure 8.
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FIGURE 8

Normality Test

Normal P-P Plot of Regression Standardized Residual
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A Normal P—P Plot of standardized residuals was examined to assess the assumption of
normality in the regression model. The points in the plot closely followed the diagonal
reference line, indicating that the residuals were approximately normally distributed.
This suggests that the assumption of normality was reasonably met, supporting the

validity of statistical inferences made from the regression results.

4.6.2 Linearity Test
FIGURE 9
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Regression Standardized Predicted Value

A scatterplot of standardized residuals against standardized predicted values was

examined to assess the assumption of linearity. The plot revealed a fairly random
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distribution of points with no discernible curvature, indicating that the assumption of
linearity between the predictors and the dependent variable (organizational
performance) was reasonably met.

4.6.3 Multicollinearity Test

Multicollinearity test was carried out to determine if one or more independent variable
in regression model are highly correlated. Tolerance value and Variance Inflation
Factor (VIF) are used to test multicollinearity. Tolerance value of less than 1 and VIF

value of more than 10 suggest presence of multicollinearity.

TABLE 10

Multicollinearity Test

Variables Collinearity Statistics
Tolerance VIF

Promotion .843 1.186

Transfers .897 1.115

Job Rotation 934 1.071

Secondment 924 1.082

The results in Table 4.8 established that promotion had a VIF of 1.186, transfers had a
VIF of 1.115, job rotation had a VIF of 1.071 while secondment had a VIF of 1.082.
All the four independent variables had their VIF values less than 10, an indication that
there was no multicollinearity. Therefore, regression analysis was conducted to
determine the effect of promotion, transfers, job rotation and secondment on

organizational performance.
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4.7 Correlation Analysis
After descriptive statistics, correlation analysis was done to determine the relationship
between independent and dependent variables. The correlation coefficients values
range from -1 for a perfect negative relationship to +1 for perfect positive relationship
through zero for no relationship. These results are shown in table 11.

TABLE 11

Correlation Matrix

) Xy X X3) X9

Organizational Pearson Correlation 1

Performance N 117
(Y)
Promotion (X1)  Pearson Correlation .503* 1
Sig. (2-tailed) .000
N 117 117
Transfers (X2) Pearson Correlation  .494*  285* 1
Sig. (2-tailed) .000 .002
N 117 117 117
Job Rotation Pearson Correlation  .464*  .202* 179 1
(X3) Sig. (2-tailed) .000 029 054
N 117 117 117 117
Secondment Pearson Correlation  .324*  .248* .004  .135 1
(X4) Sig. (2-tailed) .000 007 966  .147
N 117 117 117 117 117

Findings in Table 4.9 indicate that promotion had a strong and significant positive
correlation with organizational performance (R = 0.503; p = 0.000 < 0.05). The
indication is that increased promotion would lead to improved organizational
performance. Similarly, transfers had a strong and significant positive correlation with

organizational performance (R = 0.494; p = 0.000 < 0.05), implying that increased
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transfers would enhance organizational performance. Further, the results show that job
rotation had a strong and significant positive correlation with organizational
performance (R =0.464; p=0.000 < 0.05). Increased job rotation would therefore lead
to improved organizational performance. Lastly, secondment had a moderate but
significant positive correlation with organizational performance (R = 0.324; p =0.000
< 0.05), indicating that increased secondment would also contribute to better
organizational performance.
4.8 Model Summary
The model summary consists of R. value, R square value, Adjusted R Squared Value,
and a standard error of the estimate. The values obtained were recorded in table 12 as
shown below.

TABLE 12

Model Summary

Model R R Square  Adjusted R Square  Std. Error of the Estimate

1 730% 533 S17 . 25051

a. Predictors: (Constant), Promotions, transfers, job rotations, secondments

b. Dependent: organisational performance

Findings in Table 12 show that the regression model had a correlation coefficient of R
= 0.730, indicating a strong positive relationship between promotions, transfers, job
rotations, secondments and organizational performance. The coefficient of
determination R? = 0.533 implies that 53.3% of the variation in organizational
performance is explained by the four predictors in the model. The adjusted R = 0.517,
which accounts for the number of predictors in the model, confirms that the independent
variables jointly explain 51.7% of the changes in organizational performance, while the
remaining 48.3% is attributed to other factors not captured in this model. The standard
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error of estimate (0.25051) suggests that the model fits the data well, thus justifying its
use for further analysis.
4.9 Analysis of Variance
The analysis of variance was done to generate the f- statistic which is used to test
significance of R in the model. That is, ANOVA was conducted to test goodness of fit
in the model. The results are shown in table 13.

TABLE 13

Analysis of Variance

Model Sum of Squares df Mean Square F Sig.
1 Regression  8.030 4 2.008 31.991 .000
b
Residual 7.028 112 .063
Total 15.059 116

a. Dependent Variable: organisational performance

b. Predictors: (Constant), Promotions, transfers, job rotations, secondments
Findings in Table 4.10 show that the regression model was statistically significant in
explaining the relationship between promotions, transfers, job rotations and
secondments with organizational performance (F = 31.991, p = 0.000 < 0.05). This
indicates that the independent variables jointly have a significant effect on
organizational performance. The significance value of 0.000, which is less than 0.05,
confirms the overall model fitness and implies that the regression equation is
appropriate for predicting organizational performance.
4.10 Regression Coefficients
A regression analysis was done to test combined effect of the independent variables to
the dependent variable. The results were then presented in table 14 below.
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TABLE 14

Regression Coefficients

Model Unstandardized Standardized t Sig.
Coefficients Coefficients
B Std. Error Beta

1 (Constant) -279 314 -.888 376
Promotion 292 .072 .286 4.063 .000
Transfers 316 .061 356 5.216 .000
Job Rotation .297 .063 315 4.716 .000
Secondment .164 .053 209 3.112 .002

a. Dependent Variable: Organizational Performance

The regression model was expressed as:

Y =-0.279 + 0.292X: + 0.316X: + 0.297X;5 + 0.164 X4

Where Y is organizational performance, X stands for promotion, X for transfers, Xs
for job rotation, and X4 for secondment. Taking all factors into consideration and at
zero, the constant was —0.279, representing the level of organizational performance in
the absence of all the four variables. However, a unit increase in promotion, other
factors held constant, would result in a 29.2% increase in organizational performance.
Similarly, a unit increase in transfers, other factors held constant, would lead to a 31.6%
increase in organizational performance. On job rotation, a unit increase in this variable,
while holding others constant, would result in a 29.7% increase in organizational
performance. Finally, a unit increase in secondment, other factors held constant, would
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lead to a 16.4% increase in organizational performance. At 5% significance level, all
the predictor variables were statistically significant, implying that promotion, transfers,
job rotation, and secondment all had significant positive influence on organizational
performance.
4.11 Discussion of Findings
This section presents a discussion of the findings of the study, relating them to previous
research and theoretical perspectives. The discussion is organized per independent
variable: promotions, transfers, job rotations, and secondments.
4.11.1 Promotions and Organizational Performance
The findings of the study revealed that promotions had a significant and positive
influence on organizational performance. Employees acknowledged that merit-based
promotions enhanced motivation, commitment, and performance, although some
concerns about fairness and transparency were noted. These results are consistent with
the findings of Aloufi, Alabri, and Elshareef (2025), who reported that transparent and
competency-based promotion systems improve employee productivity and
engagement. Similarly, Duru et al. (2023) observed that equitable promotion
opportunities positively affect staff performance, job satisfaction, and motivation,
reinforcing the idea that promotion practices are central to organizational outcomes.
Ratemo (2021) and Nyaga (2024) further support this view, highlighting that
fair and transparent promotion procedures enhance employee skills and productivity,
while Kathina (2021) emphasised that recognition and promotion opportunities act as
key motivational factors, boosting both individual and organizational performance.
Comparing these studies to the current findings, it is evident that while the general
relationship between promotion and organizational performance is positive, the

variation in employee perceptions of fairness may modulate the strength of this effect.
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This underscores the need for organizations to ensure both clarity in promotion criteria
and impartial execution to fully harness the motivational benefits of promotions.
4.11.2 Transfers and Organizational Performance

The study established that internal transfers positively influenced organizational
performance, particularly through opportunities for skill application and development,
though structured support during transfers was perceived as inadequate. These findings
align with Dermol and Cater (2013), who noted that transfers enhance skill transfer and
organizational learning, thereby improving performance outcomes. Similarly, Chiaburu
and Marinova (2005) highlighted that successful skill transfer during employee
mobility depends not only on the transfer itself but also on organizational support
structures and employee self-efficacy.

Khan and Shah (2023) further observed that motivation to transfer mediates the
effectiveness of redeployment initiatives, meaning that employee willingness and
preparedness to apply skills are critical for achieving performance gains. Njogu (2008)
and Wanjiru (2023) reinforced that strategic transfers improve organizational
flexibility, staff development, and institutional capacity, although poor planning may
lead to disruptions and inefficiencies. In comparison to these studies, the current
findings indicate that while transfers facilitate skill application and improve employee
performance, inconsistent organizational support and planning limit the full potential
of this HR practice in enhancing overall organizational performance.

4.11.3 Job Rotations and Organizational Performance

Job rotations were found to have a positive impact on organizational performance,
particularly in terms of skill diversification, knowledge acquisition, and employee
engagement. Respondents recognized that rotations allowed them to gain new

competencies, although concerns regarding the timing and frequency of rotations were
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noted. These findings are in line with Padula et al. (2017), who reported that well-
designed job rotations enhance task variety, reduce monotony, and indirectly improve
organizational performance through increased employee satisfaction and engagement.
Longitudinal studies by Beggild et al. (2023) also found that employees exposed to
rotations perform better over time, and Oparanma and Nwaeke (2015) highlighted the
motivational and skill-development benefits of rotations.

Jackson et al. (2023) stressed the importance of proper planning,
communication, and managerial support for rotations to translate into measurable
performance gains, while Njogu (2008) emphasized that job rotation builds
organizational resilience by enabling flexibility and multi-skilled employees.

The current study confirms these insights, demonstrating that job rotation is a strategic
tool for improving performance and employee competencies. However, like the
literature, it emphasizes that inconsistent scheduling and unequal exposure to different
roles may limit the effectiveness of this practice.

4.11.4 Secondments and Organizational Performance

The study found that secondments contributed positively to organizational performance
through knowledge transfer, skills development, and short-term career advancement,
though long-term professional growth benefits were less clear. Employees valued
opportunities to acquire new competencies and share knowledge across departments.

These findings correspond with Ciara (2021), who noted that secondments
facilitate knowledge sharing and career development, and Hare et al. (2024), who
emphasized professional growth and organizational learning as key outcomes of
secondments. Opperman and Carlyon (2024) highlighted that supportive leadership
during secondments is critical to achieving positive results, while Aldejwi (2020) found

that secondments impact performance indirectly through employee engagement rather
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than directly improving performance. Comparatively, the current study supports the
literature in demonstrating that secondments are valuable for skill development and
organizational learning.

However, the observed skepticism regarding long-term career benefits aligns
with Aldejwi’s (2020) conclusion that engagement and follow-up integration are
critical for maximizing the impact of secondments on sustained performance outcomes.
Overall, the discussion shows that all four HR practices—promotions, transfers, job
rotations, and secondments—positively influence organizational performance. The
effectiveness of each practice is moderated by factors such as transparency, fairness,
organizational support, managerial guidance, and employee motivation, reinforcing the

need for integrated and strategic human resource management approaches.
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CHAPTER FIVE

SUMMARY OF FINDINGS CONCLUSION AND RECOMMENDATIONS
5.1 Introduction
This chapter covers summary, conclusions and recommendations based on the
objectives. The recommendations were done to policy makers, practitioners and also to
the scholars. The summary shows how the dependent variable and independent variable
relates.
5.2 Summary of Findings
This subsection provides a detailed summary of the study findings based on the
objectives. The analysis established that promotion, transfers, job rotation, and
secondment collectively have a significant impact on organizational performance.
The regression model was statistically significant, indicating that the independent
variables were appropriate predictors of organizational performance. The constant
in the model represents the baseline level of organizational performance in the
absence of the four predictors. The findings demonstrate that human resource
practices, specifically those related to employee career development and mobility,
play a crucial role in shaping the effectiveness and efficiency of organizational
operations.
5.2.1 Promotion and Organizational Performance
The first objective was to assess the effect of promotions on organizational
performance. The descriptive results highlighted that employees generally
understood the promotion criteria within the organization and were aware of the
processes for advancement. High-performing employees were recognized and
considered for promotions, which demonstrates an alignment between performance

and potential career progression. Despite this clarity, respondents noted that
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promotions were infrequent, and perceptions of fairness varied across the
organization. Some employees expressed concerns regarding favoritism, suggesting
that although formal procedures exist, their application may not always be equitable.
This discrepancy can potentially undermine employee morale and organizational
commitment if not addressed.

Correlation and regression analyses confirmed that promotion practices have
a positive and significant influence on organizational performance. The findings
imply that effective and fair promotion systems not only motivate employees but
also enhance overall organizational productivity. The study highlights that
transparency, regularity, and equity in promotion practices are key factors in
fostering employee engagement and improving organizational outcomes.
5.2.2 Transfers and Organizational Performance
The second objective focused on the effect of internal transfers on organizational
performance. Employees reported that transfers were moderately planned and
communicated, with advance notice provided in most cases. This planning allowed
employees to prepare adequately for new roles, ensuring minimal disruption to
operations. However, formal support from the organization during transfers, such as
orientation programs or guidance, was perceived as insufficient. Employees relied
heavily on informal support from colleagues and supervisors to adapt to new
responsibilities. While transfers were recognized as opportunities for applying
existing skills and developing new ones, inconsistencies in planning and support
meant that the benefits were not uniformly experienced across the organization.

The analysis established a positive relationship between transfers and
organizational performance. These findings suggest that when transfers are

effectively managed, they can enhance employee competence, flexibility, and
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engagement, which in turn improves the efficiency and performance of the
organization. Structured transfer programs that combine timely communication,
adequate support, and skill development opportunities are essential for maximizing
organizational benefits.

5.2.3 Job Rotation and Organizational Performance

The third objective was to evaluate the effect of job rotations on organizational
performance. Descriptive findings indicated that job rotations moderately exposed
employees to different roles, giving them opportunities to work in multiple positions
within the organization. Job rotations were perceived as effective in broadening
employees’ skills, knowledge, and competencies. Despite these benefits, the timing
and frequency of job rotations were inconsistent across the organization. Some
employees experienced regular rotations, while others had limited exposure, which
may reduce the overall developmental impact. Nonetheless, job rotation programs
were recognized as valuable for professional growth, skill diversification, and
organizational knowledge sharing.

The analysis revealed a significant positive effect of job rotations on
organizational performance. This suggests that systematic and well-structured
rotation programs can enhance employee adaptability, promote cross-functional
understanding, and contribute to organizational effectiveness. Consistency in
scheduling and equitable participation in job rotation programs is necessary to
ensure that all employees benefit from skill development opportunities.

5.2.4 Secondment and Organizational Performance
The fourth objective was to determine the effect of secondments on organizational
performance. Employees perceived secondments as valuable opportunities for

knowledge transfer and skills development. Participation in secondment
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assignments allowed employees to gain exposure to different departments or
organizational contexts, fostering learning and professional growth. While
secondments were appreciated for their contribution to short-term career
development, perceptions of long-term benefits were less clear. Some employees
questioned whether secondments translated into sustained career advancement or
improved professional growth after the assignment ended. Nevertheless,
secondments were positively associated with organizational performance,
indicating that they support the acquisition of new skills, enhance knowledge
sharing, and contribute to the overall performance of the organization.

The findings suggest that secondments, when effectively structured and
accompanied by clear follow-up mechanisms for career development, can be an
important human resource strategy for enhancing both individual capabilities and
organizational outcomes. Ensuring appropriate duration, clear objectives, and
alignment with career pathways can maximize the benefits of secondments.

5.3 Conclusions

The study concluded that promotion, transfers, job rotation, and secondment are very
instrumental in ensuring enhanced organizational performance. In the absence of any
of these human resource practices, organizational performance is likely to be negatively
affected, leading to inefficiencies, reduced employee engagement, and lower service
delivery outcomes.

5.3.1 Promotion and Organizational Performance

The correlation and regression findings indicate that promotion has a strong and
significant positive effect on organizational performance. This study concluded that
improved promotion practices, including fairness, transparency, and regularity, would

lead to enhanced organizational performance.
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5.3.2 Transfers and Organizational Performance

Transfers were found to have a strong and significant positive relationship with
organizational performance. This study concluded that well-managed internal transfers,
supported by adequate communication and employee guidance, would enhance
organizational flexibility, skill application, and overall performance.

5.3.3 Job Rotation and Organizational Performance

The results indicate that job rotation positively and significantly influences
organizational performance. This study concluded that structured and consistent job
rotation programs, which expose employees to multiple roles and opportunities for skill
diversification, would lead to improved organizational performance.

5.3.4 Secondment and Organizational Performance

Secondments were found to have a moderate but significant positive effect on
organizational performance. This study concluded that properly structured secondment
programs, which support knowledge transfer and short-term skill development, would
contribute to better organizational performance, particularly when aligned with long-
term career development strategies.

5.4 Recommendations

5.4.1 Promotion and Organizational Performance

Based on the findings, organizations should adopt fair, transparent, and consistent
promotion practices to enhance organizational performance. First, management should
ensure that promotion criteria are clearly communicated to all employees and
consistently applied to reduce perceptions of favoritism. Second, organizations should
increase the frequency of promotions where appropriate to motivate high-performing

employees and retain talent. Third, formal mechanisms for monitoring and evaluating
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promotion decisions should be introduced to ensure equity and accountability, thereby
strengthening employee trust and commitment.

5.4.2 Transfers and Organizational Performance

Since transfers were found to positively influence organizational performance,
organizations should develop structured transfer policies that ensure timely
communication, adequate preparation, and support for employees during transitions.
This includes providing clear guidance, orientation programs, and mentorship to help
employees adapt to new roles effectively. Additionally, organizations should plan
transfers strategically to enhance skill application and employee development while
minimizing operational disruptions.

5.4.3 Job Rotation and Organizational Performance

Job rotation programs should be structured and scheduled consistently to maximize
their benefits on employee skills development and organizational knowledge.
Organizations are advised to create rotation plans that ensure all employees gain
exposure to multiple roles and responsibilities. Furthermore, job rotation should be
linked to formal learning objectives, mentorship, and feedback mechanisms to ensure
skill acquisition is effective and contributes to overall performance.

5.4.4 Secondment and Organizational Performance

Secondments should be strategically designed to enhance knowledge transfer,
professional growth, and organizational learning. Organizations should ensure that
secondment durations are adequate to achieve intended objectives and that follow-up
mechanisms are in place to integrate acquired skills into long-term career development.
Additionally, secondments should be aligned with organizational priorities, and
employees should be provided with clear guidance, support, and performance

monitoring during and after the assignment.
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5.5 Suggestion for Further Studies

The current study explains a significant portion of the variation in organizational
performance; however, other factors may also contribute to organizational outcomes.
Future research should investigate additional variables such as leadership style,
organizational culture, employee engagement, innovation capacity, technology
adoption, and external economic conditions. Further studies could also examine how
factors like employee engagement, job satisfaction, or organizational commitment
mediate or moderate the relationship between human resource practices and
organizational performance. Incorporating qualitative methods, such as interviews,
focus group discussions, or case studies, could provide deeper insights into employee
perceptions, contextual influences, and organizational dynamics that shape
performance. Expanding research in these areas would help build a more
comprehensive understanding of the drivers of organizational performance and inform
more targeted strategies for improving human resource practices and organizational

effectiveness.
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APPENDICES
APPENDIX I: INTRODUCTORY LETTER
The researcher is a Master Student at KCA University carrying out research on, “EFFECT OF
EMPLOYEE MOBILITY ON ORGANISATION PERFORMANCE IN
INTERNATIONAL NGOS. A CASE OF CHRISTIAN BLIND MISSION”. Kindly request
tick or fill in blank spaces with your most suitable answer or response. The information provided
will be treated in confidence and only used for the purpose of academic. You do not need to write
your actual name anywhere in the questionnaire. Thank you for accepting to participate in the
study.
Sincerely,

Y

REGINA KAGWIRIA PIUS
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APPENDIX II: RESEARCH QUESTIONNAIRE
Kindly answer the questions by putting a tick in the appropriate box or by writing in the space
provided.

SECTION 1: GENERAL INFORMATION

1. Gender
Male { }
Female { }
2. Age
Between 18-25 { }
Between 26-35 { }
Between 36-45 { }
Above 46 { }

3. Highest level of education

Primary { }
Secondary { }
College { }
University { }

4. Work Experience

Less than 2yrs { }
2-7 yrs. { }
8-13 yrs. { }
13 yrs. and Above { }
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SECTION TWO: PROMOTIONS
Please indicate to what extent you agree or disagree with the following statement regarding how
promotions affect organization performance. Tick appropriately using the scale where 5= Strongly

Agree 4 = Agree 3 = Uncertain 2 = Disagree 1 = Strongly Disagree.

Statements 5 4 |13 |2 |1

Promotions in this organization are awarded regularly

based on employee performance.

I believe employees who excel in their roles are

frequently considered for promotion.

The promotion process in this organization is clear and

well-communicated to all employees.

I am aware of the criteria required for promotion in my

organization.

Promotions in this organization are carried out fairly

without favoritism.

I am satisfied with the fairness of the promotion decisions

made in this organization.

SECTION THREE: TRANSFERS
Please indicate to what extent you agree or disagree with the following statement regarding effect
of Transfers to Organization performance. Tick appropriately using the scale where 5= Strongly

Agree 4 = Agree 3 = Uncertain 2 = Disagree 1 = Strongly Disagree.

Statements 5 4 |13 |2 |1
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Internal transfers in this organization are planned and

communicated in advance.

I am usually informed early enough before being

redeployed to another department/unit.

The organization provides adequate support (guidance,

resources, orientation) during transfer or redeployment.

I receive sufficient assistance from supervisors/colleagues

when transitioning to a new role.

Transfers provide me with opportunities to apply my

existing skills effectively.

Redeployment enhances my ability to utilize and develop

my skills in new areas.

SECTION FOUR: JOB ROTATIONS
Please indicate to what extent you agree or disagree with the following statement regarding effect
of job rotations to Organization performance. Tick appropriately using the scale where 5= Strongly

Agree 4 = Agree 3 = Uncertain 2 = Disagree 1 = Strongly Disagree.

Statements 5 4 |13 |2 |1

Job rotations in this organization expose employees to

multiple roles.

I have had opportunities to work in different roles through

job rotations.

Job rotations help me diversify my skills.
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I gain new knowledge and competencies when rotated to

different roles.

Job rotations are conducted at appropriate intervals in this

organization.

The frequency of job rotations in this organization is

adequate for employee development.

SECTION FIVE: SECONDMENTS
Please indicate to what extent you agree or disagree with the following statement regarding effect
of secondments on organization performance. Tick appropriately using the scale where 5=

Strongly Agree 4 = Agree 3 = Uncertain 2 = Disagree 1 = Strongly Disagree.

Statements 5 4 |13 |2 |1

The duration of secondments in this organization is

sufficient to achieve their intended objectives.

I am satisfied with the length of time allocated for

secondments.

Secondments provide opportunities for knowledge

transfer between departments or organizations.

I acquire new skills and knowledge during secondment

assignments.

Secondments in this organization contribute positively to

my career development.
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I believe secondment opportunities enhance long-term

professional growth.

SECTION SEVEN: ORGANIZATION PERFORMANCE
Please indicate to what extent you agree or disagree with the following statement regarding effect
of employee mobility to Organization performance. Tick appropriately using the scale where 5=

Strongly Agree 4 = Agree 3 = Uncertain 2 = Disagree 1 = Strongly Disagree.

Statements 5 4 |13 |2 |1

Internal processes in this organization run smoothly with

minimal work disruptions.

Unplanned staff movements rarely cause interruptions in

service delivery.

The organization delivers services efficiently and on time.

Employees in this organization are able to meet service

delivery expectations.

Customers are satisfied with the quality of services

provided by this organization.

Customer feedback indicates a high level of satisfaction

with this organization’s performance.
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APPENDIX IV. NACOSTI FORM

—
REPUBLIC OF KENYA NATIONAL COMMISSION FOR
SCIENCE,TECHNOLOGY & INNOVATION

Ref No: 541175 Date of Issue: 08/June/2025

RESEARCH LICENSE

This is to Certify that Ms.. Regina Kagwiria of KCA University, has been licensed to conduct research as per the provision of the
Science, Technology and Innovation Act, 2013 (Rev.2014) in Nairobi on the topic: EFFECT OF EMPLOYEE MOBILITY ON
ORGANISATION PERFORMANCE IN INTERNATIONAL NGOS. A CASE OF CHRISTIAN BLIND MISSION for the period
ending : 08/June/2026.

License No: NACOSTUP/25/4174665

541175 (@ CN I

Applicant Identification Number Deputy Director
NATIONAL COMMISSION FOR
SCIENCE TECHNOLOGY &
INNOVATION

\erification QR Code

NOTE: This is a computer gencrated License, To verify the authenticity of this document,
Scan the QR Code using QR scanner application.

See overleaf for conditions
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