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	Employee Performance
	: as utilized in the study, the term refers to the effectiveness and efficiency with which an employee fulfils their job responsibilities and contributes to achieving organizational goals, often measured through key performance indicators (KPIs), quality of work, productivity, and overall impact (Macey & Schneider, 2022).

	Organization Culture
	: as operationalized in the study, the term refers to the shared values, beliefs, norms, and practices that shape the behavior and interactions of individuals within an institution, influencing how work is performed and how members relate to each other and external stakeholders (Adamovic, 2023).

	Strategic Compensation
	: Refers to the design and implementation of compensation systems that align employee rewards with organizational goals, incentivizing desired behaviors and performance while ensuring equity, competitiveness, and compliance with labor regulations (Agustian, et al., 2023).

	Strategic Human Resource Management Practices
	: refers to the proactive management of people within an organization in alignment with its long-term goals and strategic objectives, with the aim of enhancing overall performance (Van Vulpen, 2024).

	Strategic Learning and Development
	: as utilized in the study the term refers to the systematic process of designing and implementing training programs and growth opportunities that align with an organization’s long-term objectives, fostering employee skill enhancement, adaptability, and overall performance improvement (Gagnon, Jansen, & Michaelis, 2021).

	Strategic Resourcing
	: as used in the study, the term refers to the recruitment method that involves both discovering top candidates and keeping them to meet organizational long-term goals (Boxall & Purcell, 2021).

	Strategic Workforce Planning
	: as adopted in the study, the term refers to the process of analyzing and forecasting an organization’s workforce needs to ensure it has the right number of employees with the right skills, in the right roles, at the right time to achieve its strategic objectives (Brewster et al., 2022).




[bookmark: _Toc208394612][bookmark: _Toc209772472]ABSTRACT
The research examined the effect of strategic human resource management on employee performance at Aljamea-tus-Saifiyah Nairobi Campus in Kenya. The research examined how strategic workforce planning, strategic resourcing, strategic compensation, and strategic learning and development affect employee performance at Aljamea-tus-Saifiyah Nairobi Campus, Kenya. Additionally, the study examined organizational culture as it affects the relationship between strategic human resource management practices and employee performance at Aljamea-tus-Saifiyah Nairobi Campus, Kenya. This study adopted Human capital theory, Resource based view theory, Schein’s Organization Culture Model, Social Exchange Theory, and Herzberg’s Motivation-Hygiene Theory. A cross-sectional survey constituted the main research design that was used in this study. There are 508 employees who make up the target population in this study. Using Yamane sample size determination formula with stratified random selection method, 224 employees were selected as the study sample. The research gathered information through questionnaire. The question items of the instrument were reviewed by experts and research supervisors for evaluation purposes to ensure they validate correctly. Testing at the MSB Educational Institute Mombasa facility gauged the reliability of both instruments that were deployed during data collection. Cronbach Alpha served as the reliability check method. An analysis of the gathered primary data involved both descriptive and inferential methods. The software Statistical Package for Social Sciences version 29 was utilized in the analysis. The researcher used descriptive statistics which included percentages together with means and standard deviation and they were illustrated through frequency tables in combination with pie charts and bar graphs. The research utilized correlation together with multiple linear regression for its inferential statistical analysis. From the analysis, it was established that strategic workforce planning (r=0.824, b=0.410, p<0.05), strategic resourcing (r=0.879, b=0.345, p<0.05), strategic compensation (r=0.745, b=0.180, p<0.05), and strategic learning and development (r=0.849, b=0.202, p<0.05) had a positive and statistically significant effect on the performance of employees at Aljamea-tus-Saifiyah. Moreover, organizational culture was also found to have a moderating effect on the relationship between strategic human resource management practices and employee performance. The study recommends integrating organizational culture into strategic human resource management theories to better explain its moderating role in enhancing employee performance. Policy makers should institutionalize strategic workforce planning and promote a culture of collaboration, innovation, and shared values to maximize HRM effectiveness. Practically, institutions should align workforce planning with strategic objectives, invest in targeted training, and actively strengthen organizational culture to translate HR strategies into measurable performance gains.
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[bookmark: _Toc208394615][bookmark: _Toc209772475]1.0 Introduction 
This chapter gave meaning to the study as it defined the research questions and their analysis through a global, regional, and lastly a local perspective.  The problem of the research was outlined in the step of conceptual evaluation process which followed the setting of assessment objectives.  Immediately after the introduction was the research hypothesis, followed by justification of the study, limitation and scope, then finally, definitely one of the features of the most significant parts to the research proposal, the theoretical framework. 
[bookmark: _Toc208394616][bookmark: _Toc209772476]1.1 Background to the study 
Strategic Human Resource Management (SHRM) refers to the proactive management of people within an organization in alignment with its long-term goals and strategic objectives, with the aim of enhancing overall performance (Wright & McMahan, 2011). On the other hand, HRM focuses on managing people and everyday HR activities like recruitment, training, payroll, and compliance — mostly dealing with immediate, operational needs (Armstrong & Taylor, 2020). In simple terms, HRM is about managing people efficiently, while SHRM is about managing people to achieve broader strategic goals. This study therefore pays more attention on SHRM in learning institutions with an aim of understanding how it may influence or affect performance. 
Notably, SHRM plays a pivotal role in shaping employee performance by integrating HR practices—such as recruitment, training, performance appraisal, and compensation—with the strategic direction of the organization (Noe et al., 2021). By focusing on aligning employee skills and behaviors with organizational needs, SHRM contributes to higher productivity, job satisfaction, and organizational commitment (Kramar, 2022). Organizations that effectively implement SHRM practices are more likely to experience improved employee engagement, innovation, and performance outcomes (Mwangi & Kariuki, 2023). The current business environment is highly dynamic and the need to have a competitive advantage in the market more than ever before makes SHRM if paramount to the success of a given organization due to the appreciation their human resource has.
[bookmark: _Toc208394617][bookmark: _Toc209772477]1.1.1 Strategic Human Resource Management Practices
Strategic Human Resource Management (SHRM) presents itself as an approach by Van Vulpen (2024) that links HRM concentration with business targets through workforce deployment methods that deploy committed professionals and effective staff using cultural and structural personnel methods. The set of practices entailing personnel selection through hiring and promotion and employee recognition systems and organization structure creation aims to generate valuable performance and market domination. According to Boxall and Purcell (2021), SHRM functions by joining human resource policies with organizational strategic goals to develop competitive advantages and organizational success. SHRM represents a distinctive approach in human resource management which develops talent through a proactive strategy that links human capital initiatives to organizational targets according to the authors. 
The core elements of SHRM consist of workforce planning together with talent management and development as well as employee engagement and compensation and HR practice alignment with organizational strategies. SHRM requires HR functions to maintain synergy between organizational vision and mission statements. Through the integration of HR planning with business strategy SHRM enables the workforce to tackle present-day challenges as well as forthcoming difficulties which leads to sustained organizational performance (Brewster et al., 2022). 
SHRM consists mostly of lifecycle management activities for acquiring talent along with their development and retention throughout their careers. Organizations should identify talented personnel then develop their capabilities through planned advancement schemes that support goal accomplishment (Stahl, Björkman, & Morris, 2020). Employee engagement represents a central part of SHRM because it directly affects productivity and organizational performance success measures. Staff members who are engaged demonstrate increased commitment toward work responsibilities that pushes organizations toward higher innovation rates and performance improvement (Macey & Schneider, 2022). Predicting workforce requirements and assessing performance gaps combined with program design enables organizations to train employees for business sector changes (Gagnon, Jansen, & Michaelis, 2021).
SHRM now includes external-focused flexibility and response capabilities because of continuous environmental changes including technological progress and global trends and workforce population evolution according to Ulrich et al. (2020). Employee performance receives major influence from strategic human resource management while specific cultural settings may cause the effects to differ. U.S. business establishments tie HRM practices involving employee training with organizational success along with employee development and performance management. Rodjam et al. (2020) show that powerful training functions combined with development initiatives lead to better employee performance because well-trained staff has skills needed to perform at high levels and deal with challenges. The U.S. recruitment and selection procedures enable organizations to obtain suitable candidates who enhance operational performance levels (Rodjam et al., 2020). 
Still within the global context, an observation made by Aleem and Bowra (2020), in Finland, showed that the need for diversity and inclusivity focused SHRM practices emerged because of evolving population statistics. Organizations adopting SHRM practices with focusing design and proficient recruitment techniques achieve better employee performance results simultaneously with organizational success improvements. Company practices which develop adaptable workers lead to increased productivity and help organizations succeed in markets characterized by diverse labor forces.
Within the Asian region, SHRM practices hold similar importance for employee performance enhancement in Asia but their effectiveness becomes subject to cultural factors in the region. For instance, it has been observed that Chinese workplaces as well as other Asian countries view SHRM practices and performance through the lens of national cultural collectivism and power distance (Peretz, 2024). Cultural elements produce specific effects on how employees handle HR methods such as performance assessment and employee development programs. 
Adamovic (2023) examines the Asian cultural context to find that reward programs based on seniority roles lead to enhanced worker performance and motivation in hierarchical organizational structure. SHRM practices of employee engagement together with team-oriented development show greater effectiveness in organizations operating in flexible Asian cultural settings (Park & Kim, 2021). The success of organizations implementing SHRM strategies requires cultural adaptivity to local values because this adaptation leads to higher employee performance outcomes.
In comparison to the observations made in other regions, SHRM practices within the African region demonstrates consistent links to employee performance although their relationship differs from one country to another yet both emphasize strategic HRM practices as crucial for employee success. The successful implementation of performance appraisals together with training and development practices found in SHRM functions enables employee performance growth in Ethiopia. Datapoints prove that performance management systems which follow organizational objectives boost employee motivation and satisfaction thus boosting organizational performance (Tesema & Soeters, 2019). 
South African organizations achieve improved performance by implementing SHRM practices which both engage employees and provide constant feedback since committed workers produce better outcomes in organizational success (Govender 2023). According to Shiferaw (2022) SHR planning and training investments in Ethiopia create a positive link between employee productivity along with organizational expansion. The analysis demonstrates that custom SHRM approaches represent a mandatory element for achieving employee performance improvements throughout African settings because cultural factors and organizational resources determine human resource management outcomes.
Various observations have also been made in Kenyan contexts linking SHRM practices to the performance of employees.  Indicatively, Etaana and Jain (2019) examined the impact of employee acquisition, award system, employee training, and employee performance review on performance in the County Assembly of Turkana. The studied variables produced beneficial impacts on employee performance levels. Similarly, Ochieng and Njoroge (2023) while focusing on Kiambu County Government revealed a direct relationship between performance management systems and employee dedication and work results when employees receive feedback through integrated daily procedures. Gikandi (2020) and Wambugu and Waiganjo (2021) joins their peers in demonstrating that work-life balance and employee welfare enhancements from SHR practices lead to productivity growth in Kenyan public and private sector organizations. Research by Mutua and Kamau (2024) suggested that agricultural sector organizations achieve better performance through SHRM practices designed to recognize employees and provide advancement opportunities.
Research across Kenyan public and private organisations consistently find a positive link between strategic HRM practices and employee performance. Desk and field reviews report that aligning recruitment, training, performance appraisal, reward systems and talent management with organisational strategy improves efficiency, productivity and goal attainment (Lorot, 2024). Sector studies — for example in the Ministry of Health and in financial/reinsurance firms — show that where SHRM is weak (poor appraisal, inadequate training, unclear career pathways) employees underperform, whereas targeted investments in training, appraisal and empowerment produce measurable performance gains. These findings point to SHRM as a key lever for improving service delivery and operational outcomes in Kenya (Muathe & Nyambane, 2017; John & Bula, 2023).
Empirical work in Kenyan SMEs and county governments reinforces the same broad pattern but highlights contextual differences. A recent study of Kenyan SMEs found that HR planning and rigorous recruitment/selection are significant predictors of firm performance, while retention policies show mixed effects depending on industry and firm size (Ochieng & Maweu, 2024). County-level research in the Lake Region by Omollo and Juma (2025) likewise reports positive associations between strategic performance management, employee development and motivation with organizational effectiveness; however, that study emphasises that resource constraints, political interference and weak HR systems can blunt SHRM’s impact in public institutions. Sectoral variation in which SHRM levers matter most (training in knowledge sectors vs. recruitment in labor-intensive SMEs) is an important Kenyan insight that global models do not fully capture (Omollo & Juma, 2025).
[bookmark: _Toc208394618][bookmark: _Toc209772478]1.1.2 Employee Performance
Employee performance at universities depends on work-life balance together with training practices as well as employee engagement and workplace relationships and leadership styles as Agunda, Were and Mboya (2024) explain. Structured training programs in Ghanaian public universities directly lead to better job performance results across non-teaching staff population (Tetteh & Attiogbe 2024). 
The public universities of Ethiopia demonstrate better performance outcomes when employees demonstrate higher levels of vigor dedication and absorption according to Gede & Huluka (2024). Agunda et al. (2024) showed through research in Kenyan public universities that proper work-life balance practices lead to substantial employee performance increases which affected 71.1% of performance measurement results. The human relations theories demonstrate that Omodan and Ige (2020) found that satisfied employees with positive workplace bonds greatly improve both their workplace morale and performance levels. 
Research done on Kenyan public universities by Mahando and Juma (2020) showed that workforce recognition methods and interpersonal communication combined with promotion programs result in enhanced performance outcomes. Employee performance in Kenyan Universities receives substantial influence from SHRM practices that combine training and development with performance appraisals and employee engagement activities according to Mwangi and Mwaura (2022). Through research at the University of Nairobi Kimani and Wambugu (2021) demonstrated that workforce development programs which match employee needs boost their abilities and advance performance levels. 
Employee performance improves when human resource management strategies adopt specific local approaches which fulfill institutional purpose while addressing local requirements. Armed with the discovery that individuals in top government tertiary institutions work better under a democratic leader who creates a spirit of adaptability and innovation (Ngigi and Muathe, 2024), Ngigi and Muathe (2024) established a hypothesis aiming to determine how such leadership affects the levels of organizational performance.  Because of the cultural peculiarities, the Aljamea-tus-Saifiyah Campus piqued the interest of the researcher to investigate the impact of SHRM practices on the performance of the staff. 
[bookmark: _Toc208394619][bookmark: _Toc209772479]1.1.3 Relationship between SHRM and Employee Performance 
SHRM may have a significant role in influencing the productivity of the employees since it has the capability to review the HR policies and procedures and connect them to the larger business objectives and strategies.  Mukanzi (2023) elaborates that SHRM may be helpful concerning employee engagement, commitment, and productivity provided that Hr-related advances and innovations (training, performance evaluation, and pay) were integrated into the overall organizational strategic plan.  It is easy to make workers realise organizational goals when their skills are well aligned with regard to the goals of the firm and they also have assistance in the process (Mahando & Juma, 2020).  Makokha, Awino, and Nyambegera (2023) note that SHRM is preoccupied with pre-established plans of action and how the HR malpractices like training, evaluation, and recruitment may become part of the corporate strategy.  Employees not only are stipulated with proper knowledge, but they possess the willingness to work to the best they can during the alignment.
 The effectiveness of SHRM practices on the performance of employees is quite clear.  To illustrate this point, this study by Mwangi and Mwaura (2022) made some interesting findings because of the introduction of employee involvement, retention, and production in more organizations that adapted the concept of SHRM.  As pointed out by Kimani and Wambugu (2021), when SHRM tools are applied considering staff unity, such as streamlined feedback and career development, employee performance in small colleges is positively impacted.  These findings are relatively sensible and such findings reveal the importance of integrating HR strategy into the mainstream business activities especially within fast growing business organizations like education.
 Secondly, research also established that SHRM can alleviate the general issues that usually arise at the workplace like turnover, lack of job satisfaction, and absenteeism due to promotion of satisfaction, remuneration, and happiness at work (Ochieng, 2023; Ochieng, 2023).  The three questions the perception of fairness, career advancement, and congruence in individual and corporate goals are positively linked to employee performance and loyalty (Mutua & Kamau, 2024).  Furthermore, SHRM facilitates workforce planning that contributes to the perfect persons doing the perfect job at the perfect time that boosts productivity and efficiency (Agustian et al., 2023).  Outstanding strategies toward employee rewarding, compensation, and enhancement significantly decrease the turnover rate as well as increases the levels of commitment (Ginkandi, 2020).
 SHRM is pointed to positively affect the productivity of the staff even in the sectors that have no ties to the education sector at all.  Accordingly, Etaana and Jain (2021) found out that strategic human resource practices in government agencies maximised responsibility and learning among workers, in turn, improving the performance of each government worker.  According to Bett (2021), SHRM improved job satisfaction and organizational citizenship behavior within the business and non-profit sector.  The implications of these outcomes are that SHRM is universal, and it has the chance to improve the working forces.
[bookmark: _Toc208394620][bookmark: _Toc209772480]1.1.4 An Overview of Aljamea-tus-Saifiyah
[bookmark: _Hlk196489557]​Aljamea-tus-Saifiyah, founded in 1810 in Surat, India, has grown from a traditional Islamic seminary into a global institution with campuses in Surat, Karachi, Marol, and most recently Nairobi (The Dawoodi Bohras, 2018). The Nairobi campus, established in 2017, presents a distinctive context for examining Strategic Human Resource Management (SHRM) because it operates within Kenya’s dynamic labor market while balancing the demands of a faith-based institution with modern educational expectations. Unlike its older campuses rooted in South Asia, the Nairobi campus must navigate cross-cultural workforce dynamics, competition for skilled academic and administrative staff, and regulatory frameworks specific to Kenya’s higher education sector (Aljamea-Tus-Saifiyah, 2025). These factors pose challenges in aligning employee performance with the institution’s dual mission of preserving Fatimi traditions and meeting global academic standards. Studying SHRM at Aljamea’s Nairobi campus is therefore important, as it highlights how religious institutions expanding into new regions address issues of employee productivity, talent retention, and performance management in ways that differ from purely secular or locally established universities.
Despite its modern facilities and global outlook, the Nairobi campus of Aljamea-tus-Saifiyah faces the persistent challenge of employee productivity, which is central to its organizational effectiveness. Academic and non-academic staff often work within complex expectations that combine faith-based commitments, rigorous academic standards, and cross-cultural demands. Inadequate performance management systems—such as limited feedback mechanisms, weak alignment between individual goals and institutional objectives, and insufficient professional development opportunities—can undermine staff efficiency and morale. This makes Strategic Human Resource Management (SHRM) critical, as it provides structured approaches to compensation, appraisal, and capacity building that directly influence employee performance. Examining SHRM at Aljamea’s Nairobi campus therefore addresses a key gap in understanding how religious educational institutions in emerging markets can balance tradition with contemporary HR practices to enhance productivity.
[bookmark: _Toc208394621][bookmark: _Toc209772481]1.2 Statement of the Problem 
[bookmark: _Hlk196501991]Today the business world is extremely competitive and dynamic. According to Agustian, et al. (2023), SHRM practices are organizational actions aimed at optimally managing the pool of human resources and ensuring that the resources are used efficiently to achieve organizational goals. An effective and competitive human resource is a critical strength for any firm confronting current problems (Etaan, 2019). According to Mukanzi (2023), the importance of having a competitive human resource is synonymous with the success of today’s organizations because an efficient and effective human resource will produce quality and productive individuals that can eventually minimize the problems that are related to employee performance such as job dissatisfaction, absenteeism, or turnover of employees.
Educational institutions in Kenya are grappling with employee underperformance despite the growth in the importance of SHRM practices. Makokha et al. (2023) reveals that private universities face challenges such as staff dissatisfaction, financial constraints, low student enrollment, stiff competition, leadership issues, and difficulties in retaining skilled employees. Bett (2019) adds that private universities often offer lower salaries compared to public institutions, resulting in low morale and an overreliance on part-time staff. Studies (Njoroge & Ochieng, 2021; Mwangi & Mwaura, 2022; Gikandi, 2020) indicate that about 45% of employees in Kenyan higher education institutions are dissatisfied with their work environment, while 37% in Nairobi County report insufficient support and recognition, leading to low motivation and poor performance. 
Aljamea-tus-Saifiyah Nairobi Campus experiences various issues such as high staff turnover, dissatisfaction with compensation, and lack of recognition. These concerns highlight the need to explore whether SHRM practices such as workforce planning, strategic resourcing, compensation, and learning and development can offer a solution to the institution’s performance problems and help improve employee motivation, retention, and overall organizational effectiveness. The institution serves as a critical case for studying SHRM practices due to its unique organizational structure that integrates education, administration, and cultural preservation, requiring dynamic HR strategies (Smith, 2020). Its diverse and global workforce challenges traditional HR models, demanding innovative SHRM approaches to maintain cohesion and performance (Brown & Green, 2021). Furthermore, the campus’s emphasis on long-term institutional goals aligns with the strategic focus of SHRM, making it an ideal setting for such a study (Johnson, 2019). 
The gap in empirical studies on the study of SHRM and employee performance has already been filled a thousand times.  Trying to demonstrate the situation gap, the following articles could be taken: Etaana and Jain (2019) compared the performance of the county government workers in Turkana, and Ochieng and Njoroge (2023) compared the same problem in Kiambu County Government. The study by Mutua and Kamau (2024) concentrated on performance in the agricultural sector in Kenya. Within the educational sector, studies such as that by Mahando and Juma (2020), Mwangi and Mwaura (2022), and Kimani and Wambugu (2021) have concentrated on employee performance in private universities in Kenya. However, there is little that is known regarding SHRM and employee performance in faith-based institutions such as Aljamea-tus-Saifiyah Nairobi Campus. (Njoroge & Ochieng, 2021; Mwangi & Mwaura, 2022; Gikandi, 2020). Therefore, to bridge this knowledge gap, this study was required to measure how SHRM affects the productivity of staff in Aljamea-tus-Saifiyah Nairobi Campus in Kenya.
[bookmark: _Toc208394622][bookmark: _Toc209772482]1.3 Research Objectives 
[bookmark: _Toc209772483]1.3.1 General Objective 
Strategic HRM strategies had an influence on staffs at the Aljamea-tus-Saifiyah Nairobi Campus in Kenya, but the core objective of the research was to assess how effective such strategies were in relation to staff capacities. 
1.3.2 Specific Objectives 
Specifically, this study was guided by the following objectives: 
i. To examine the influence of strategic workforce planning on employee performance at Aljamea-tus-Saifiyah Nairobi Campus, Kenya. 
ii. To determine the influence of strategic resourcing on employee performance at Aljamea-tus-Saifiyah Nairobi Campus, Kenya. 
iii. To assess the influence of strategic compensation on employee performance at Aljamea-tus-Saifiyah Nairobi Campus, Kenya. 
iv. To establish the influence of strategic learning and development on employee performance at Aljamea-tus-Saifiyah Nairobi Campus, Kenya. 
v. To determine the moderating effect of organizational culture on the relationship between strategic human resource management practices and employee performance at Aljamea-tus-Saifiyah Nairobi Campus, Kenya.
[bookmark: _Toc208394623][bookmark: _Toc209772484]1.4 Research Hypotheses 
H01: There is no statistically significant relationship between strategic workforce planning and employee performance at Aljamea-tus-Saifiyah Nairobi Campus, Kenya. 
H02: There is no statistically significant relationship between strategic resourcing and employee performance at Aljamea-tus-Saifiyah Nairobi Campus, Kenya. 
H03: There is no statistically significant relationship between strategic compensation and employee performance at Aljamea-tus-Saifiyah Nairobi Campus, Kenya. 
H04: There is no statistically significant relationship between strategic learning and development opportunities and employee performance at Aljamea-tus-Saifiyah Nairobi Campus, Kenya. 
H05: There is no statistically significant moderating effect of organizational culture on the relationship between strategic human resource management practices and employee performance at Aljamea-tus-Saifiyah Nairobi Campus, Kenya.
[bookmark: _Toc208394624][bookmark: _Toc209772485]1.5 Significance of the Study 
The above reasons represent the key justification to undertake study on SHRM practices and employee performance at the Aljamea-tus-Saifiyah Nairobi Campus.  Strategic Human Resource Management (SHRM) is a vital component that involves linking HR practices to the long-term objectives of an organization, developing competitive advantage when managing talent, developing a connection with workers and improving their performance.  Many companies have an administrative approach in their human resources processes that is not proactive and strategic even when human resources play a significant part in the company.  Consequently, there is ineffective use of human capitals and non-alignment between corporate objectives and labour potentials.  This gap can be bridged, and Aljamea-tus-Saifiyah and other institutions can garner numerous benefits by adopting SHRM. These are improved organization performance, employees that perform better, increased informed decision making and increased adaptability to any changes that occur in the market.  By its core, SHRM is pro-more unified, more futuristic approach integrating people management into the overriding organizational objectives.  Also, the outcome of this research will have colossal value to many stakeholders including but not limited to. 
[bookmark: _Toc208394625][bookmark: _Toc209772486]1.5.1 Human Resource Managers
This study provided important data to human resource managers because its findings illuminate the extent to which SHRM practices determine the level of performance in religiously affiliated universities.  Based on their understanding of the impact that SHRM has on performance, human resource managers at Aljamea-tus-Saifiyah have the opportunity to increase their operational output by applying well-known techniques such as strategic hiring and training as well as performance measure and staff involvement.  The quantitative recommendations of the study will demonstrate how the HR managers of Aljamea-tus-Saifiyah can co-exist HR strategy alignment and the values of the mission of the institution.
[bookmark: _Toc208394626][bookmark: _Toc209772487]1.5.2 Religious-Based Management of Higher Institutions of Learning
The findings from this research matter to religious-based institutions such as Aljamea-tus-Saifiyah because they show how strategic human resources management aligns with institutional faith principles and missions. This research presents an integration strategy between faith-based principles and strategic human resource practices leading to academic and administrative efficiency. Through these findings religious management bodies will be able to establish HR practices that advance worker performance together with maintaining institutional core values to create an environment which promotes both spiritual and professional development.
[bookmark: _Toc208394627][bookmark: _Toc209772488]1.5.3 Employees
The beneficial impact of the scoping review is traceable to the employees of SHRM.  Some of the SHRM objectives include fostering good working conditions and providing opportunities to employees to further their studies in their careers.  To encourage and inspire your workers to perform at their optimum, this paper analyses some of the strategies of HRM systems in different perspectives of learning and development support, performance-driven pay, and work-life balance.  The findings of the study will aid the policymaking process of the organization in the components of employee wellness, job satisfaction, retention and human resource security.
[bookmark: _Toc208394628][bookmark: _Toc209772489]1.5.4 Students and General Public
Students, as key stakeholders in higher learning institutions, will indirectly benefit from the study, as improved employee performance translates to better academic services, enhanced learning experiences, and overall institutional effectiveness. A well-managed and motivated faculty ensures quality education delivery, mentorship, and student support services. Additionally, the general public, particularly those interested in faith-based education, will gain insights into how strategic HRM contributes to the sustainability and excellence of religious-based institutions. The findings can also inform discussions on the broader impact of effective HR management such strategic resourcing and workforce planning in higher education institutions, influencing perceptions and expectations regarding employee performance in such institutions.
[bookmark: _Toc208394629][bookmark: _Toc209772490]1.5.5 Policy Makers
The policy makers at the institution can use this study to develop strategic human capital management policies that connect practices to extended organizational objectives. Study results will have significant value for policy experts who create employment standards and worker regulations in religious-based institutions. The research demonstrates how SHRM practices should be implemented within policy structures to enhance employee productivity together with adherence to legal and institutional regulations. Educational policy makers should use the presented study recommendations to establish policies which promote the best HR practices in religious-based institutions so they maintain academic excellence by employing effective workforce management strategies.
[bookmark: _Toc208394630][bookmark: _Toc209772491]1.5.6 Academicians and Researchers
Academics would enhance the existing research about SHRM practices in educational institutions through the presented case study. The research data could help establish remote analysis that enables HR practice improvements between comparable institutions. The research findings will function as template guidance for educational institutions which are pursuing HR strategy enhancement in multicultural environments to expand its benefits.
[bookmark: _Toc208394631][bookmark: _Toc209772492]1.6 Scope of the Study 
This was primarily in agreement with relationship that existed between the strategic HRM practices and the Employee performance.  The studies reduced to the most crucial aspects of SHRM including being strategic training and development, strategic remuneration, strategic resourcing, and strategic place planning.  Another moderator proposal used in the research was company culture.  These are also the objectives of the study in specifics.  This spatially restricted research has been restricted to Aljamea-tus-Saifiyah Nairobi Campus in Kenya.  This means that no other campuses were researched during this study.  Employees of the organization at the time but who were not working in the Nairobi Campus were not allowed to take part in this study.  What this says is that the research did not particularly target car members of some other institutions and other areas.  Study period includes ten months i.e. December 2024 to September 2025.

[bookmark: _Toc208394632][bookmark: _Toc209772493]1.7 Limitations of the Study 
There are many challenges that the researcher faced in the process of conducting this investigation.  Some of the study limitations included sensitivity, data protection levels, culture, organizational hierarchies, and reactions of respondents to the selection.  These constraints are as will be discussed below. 
[bookmark: _Toc208394633][bookmark: _Toc209772494]1.7.1 Sensitivity and Confidentiality
The main challenge in gathering study data involved the issues of employee confidentiality and management privacy at Aljamea-tus-Saifiyah. This led to unwillingness to provide accurate feedback. The researcher however guaranteed strict confidentiality and anonymity as a solution for this issue through clear disclosure to all participants before data collection begun. 
[bookmark: _Toc208394634][bookmark: _Toc209772495]1.7.2 Cultural Nuances and Hierarchical Structure
Another limitation was on cultural nuances and hierarchical structure. The cultural differences together with hierarchical systems affected how willing respondents were to share information. The research used structured interviews based on institutional norms as culturally appropriate methods to boost trust and participation between researchers and participants.
[bookmark: _Toc208394635][bookmark: _Toc209772496]1.7.3 Response Bias
Response bias was another weakness of the study.  At this juncture some respondents tried to hurry through the surveys without taking them seriously.  This limitation was alleviated by collecting information by analyzing documents to confirm results and conducting surveys and different types of employees.
[bookmark: _Toc208394636][bookmark: _Toc209772497]1.8 Theoretical Framework 
In addressing the research objectives, several hypotheses were used.  The various examples of these theories include resource-based view theory, social exchange theory, human capital theory and the motivation-hygiene theory proposed by Herzberg.  Human capital theory describes how investment in employee training will yield returns in the form of more work and improved performance per employee.  According to this concept, skills and knowledge as well as experience are all forms of human capital which can be enhanced either through a course or through work experience.  According to Becker (1964), the economic output and productivity are positively correlated with human capital.  This theory provided much benefit to training and development researchers in explaining the relationship that appears between increased employee skills and increased productivity at the workplace (Becker, 1964; Colbert, 2004).  This principle is implemented in entities in programmes which are educative in preparing and developing employees with the aim of improving employee performance in the future.
 The Resource-Based View (RBV) asserts that the competitive advantage the company enjoyed is a result of unique resources it has like the people resources it possesses.  This hypothesis indicates that training, talent acquisition and employee planning all assist in establishing internal capabilities that competitors are unlikely to obtain so easily, prompting an increase in productivity.  To sustain long term competitive advantage, Barney (1991) claims that business enterprises must effectively work on precious, scarce, inimitable, and non sub-stitutable resources (factory) especially human resource.  RBV is useful when examining how businesses employ HR practices such as the acquisition of talent and the planning of workforce in enhancing the performance of employees and enabling their businesses to maintain a leading position over the rest (Wright et al., 2001).  In order to implement the theory in practice, it was also suggested that, to achieve the maximum, the HR processes must be aligned with the company objectives.
 What causes employee motivation based on the Motivation-cleanliness Theory by Herzberg involve elements and motivators associated with cleanliness.  Hygiene factors such as pay and working places can largely evade unhappiness without directly increasing the performance rate contrary to employee motivators, which actually points to higher performance.  This theory would provide firms by demonstrating what element will boost performance since internal and external incentives are important in helping employee achievement. 
 Herzberg (1959) purported that to enhance employee performance, in the first place, it is necessary to justify them with fair pay, the production ways and possibilities of self-enhancement, connected to motivation.  The theory by Herzberg showed that when companies find ways to create a human resource strategy that helps increase employee performance using Herzberg-based theory is by offering them fair compensation and turning them into a professional source of development. 
 Social Exchange Theory also supports this point because a worker will behave and perform depending on the kind of relationship that an employee has towards his employer.  It is based on the assumption that human beings engage in social transactions in order to maximize on benefits and minimizing on costs.  This theory excels when attempting to explain how individual relationships and organizational support influence the employee productivity (Blau, 1964; Cropanzano and Mitchell, 2005).  As shown by Eisenberger et al. (2001) the concept was employed to analyse how talent acquisition and training programs are some of the many human resources strategies that add to favourable liaisons between the employer and the employee resulting into enhanced work performance.
 The Model of Organizational Culture states that organizations operate at three levels regarding their culture.  The observable and physical components in the first level are described as dress code, workplace architecture, rituals, and behaviors followed; all these contribute to the first level, artifacts.  The second level is the values, avowed, the reported values of the organization, i.e., mission statements, ethical codes, and any other publicly declared standards of behavior.  On the most basic level, the behavior of a company is determined by the core assumptions that are core set of unwritten, unexamined principles and beliefs of the company.  Cultures comprise a core of unspoken rules that shape the perceptions of workers and determine how they think and feel.  The ways change, sustaining as well as the sustenance of culture occur at different levels when considered collectively.
[bookmark: _Toc208394637][bookmark: _Toc209772498]1.9 Conceptual Framework 
This study found that the independent variable group strategic HRM indicators influence the performance of the employees.  The analyzed independent factors included the elements of workforce planning, resourcing, remuneration, and training and development.  The dependent variable used in the study was staff output.  The authoritative lea of culture in an organization was a moderating variable.



Independent Variables	          Moderating Variable	    Dependent VariableStrategic Workforce Planning
- Skill gap Analysis
- Workforce Flexibility
- Forecasting Future needs
- Internal Mobility



Strategic Resourcing 
- Competency based strategy
- Sourcing Strategies
- Alignment with business strategy
- Talent Acquisition 


Employee Performance
- Retention Rates
- Goal Achievement
- Quality of Work
- Productivity


Strategic Compensation
- Pay Equity
- Benefits
- Competitiveness
- Incentive Programs



Strategic Training and Development
- Availability of T&D programs
- Coaching
- Mentorship Programs
- Training Effectiveness 



Organization Culture
- Values and Beliefs
- Leadership
- Teamwork
- Innovation







[bookmark: _Toc185307888][bookmark: _Toc186281804][bookmark: _Toc189811626][bookmark: _Toc192756013][bookmark: _Toc196563166][bookmark: _Toc205740574][bookmark: _Toc208248311][bookmark: _Toc208394638][bookmark: _Toc209772589]Figure 1: Conceptual Framework 
Source: (Researcher, 2025)
Based on the theoretical framework of the study, a number of areas within SHRM can lead to changes in productivity at work place.  The objectives of the study included a strategic workforce plan, strategic resources, a strategic pay plan, and strategic learning and development opportunity plan.  The model suggests that skills gap accounting, workforce forecoresights, internal mobility, and skills flexibility all can contribute to strategic workforce planning and improve ease of performance in employees.  Strategic resourcing can be gauged by strategies of sourcing, acquisition of talents, alignment towards company strategy and resourcing basing on elements of competencies.  According to the working hypothesis of the study, the strategically introduced indicators would lead to an increase in staff productivity.  In keeping with implications of the subsequent hypothesis in the study, firm strategies of timely development and supply of remedial or remunerative value, benefits, incentives, and remunerations to employees would ensure client loyalty, resulting in the employee segment delivering high performance.  The framework suggests that employee performance can be enhanced when the organization designs good and strategic training and development programs.  The research ended by noting that corporate culture can moderate the correlation between strategic HRM practices and employee performance.  They demonstrated that leadership culture, teamwork and innovation are among the aspects that may interfere with linking SHRM indicators to employee performance in Aljamea-tus-Saifiyah Nairobi Campus, Kenya.

[bookmark: _Toc208394639][bookmark: _Toc209772499]CHAPTER TWO
[bookmark: _Toc208394640][bookmark: _Toc209772500]LITERATURE REVIEW
[bookmark: _Toc208394641][bookmark: _Toc209772501]2.1 Introduction 
This chapter has reviewed the earlier literature in the subject of study.  There have been theories that have been reviewed in the chapter and empirical analysis that are relevant to the purposes of the study.  Some part of the chapter, which was named knowledge gap, explored and addressed all the gaps identified. 
[bookmark: _Toc208394642][bookmark: _Toc209772502]2.2 Review of Theories 
In conducting the research, they could rely on several theoretical approaches, such as human capital, resource-based perspectives, equity, the social exchange, and the motivation-hygiene by Herzberg.  These concepts were initially tested and their potential usage to various research findings also tested. 
[bookmark: _Toc208394643][bookmark: _Toc209772503]2.2.1 Human Capital Theory
In the Human Capital Theory (HCT), the ability of people to create economic value is regarded as an investment capital concerned with their skills and knowledge. Throughout the 1960s Gary Becker and other economists developed this theory through their focus on how education along with training increases personal economic potential (Becker, 1964). According to this theory human capital investments produce economic value benefits for both personal and organizational success levels similarly to how physical capital investments enhance production outcomes.
Several fundamental bases support the operation of HCT. Under this approach individuals and organizations perform rational behavior by investing in education and training because they evaluate potential returns for economic profit maximization. According to this model the labor market gives workers direct benefits in proportion to their educational level and skill accumulation. The theory considers formal education and training to be the main elements for increasing human capital status while dismissing the importance of natural abilities and social connections (Schultz, 1961).
The workforce development programs gain substantial advantages from how HCT functions. Organizations that commit resources to teaching and educating their staff enhance both productivity and innovation while keeping their market position strong. People who invest in such opportunities will obtain improved employment prospects and increased earning potential. Organizations that focus on human capital advancement achieve better employee satisfaction levels together with improved worker retention because their staff perceives meaningful career development possibilities and meaningful company support (McKinsey & Company, 2023).
HCT encounters various criticisms together with recognized drawbacks in its operations. The defenders of the theory face opposition because its assumption about rational choices fails to consider the numerous limitations people encounter which include cultural influences and resource availability. HCT does not recognize the important impact of social capital networks which produce benefits from relationships between people. The principle fails to recognize that education might lack direct association with productivity in various conditions because educational standards and occupational alignment differ widely (Marginson, 2017).
The application of HCT proves crucial for organizations during workforce planning processes. Organizations can use the theory to locate essential skills needed for strategic success after which they can give their workforce development opportunities in those areas. The strategy enables workers to possess essential skills to conduct their responsibilities successfully while boosting organizational success. Business goals become more easily predicted because organizations invest their human capital resources strategically through goals alignment (U.S. Office of Personnel Management, 2022).
[bookmark: _Toc208394644][bookmark: _Toc209772504]2.2.2 The Resource-Based View (RBV) Theory
One of such strategies of strategic management is the Resource-Based View (RBV) that acknowledges the internal resources and capabilities of an organization as the key drivers of competitive advantage and perks.  The view has been formulated by Jay Barney and other scholars who have shown that most applicable towards achieving a competitive edge are inimitable, unique, valuable and non-substitutable resources (Barney, 1991).  Through the information provided by the RBV and by focusing on the unique resources, business organizations could always improve the activities and ensure their subsequent prosperity.
RBV functions while depending on fundamental set of assumptions. It starts with the assumption that organizations have distinct resource collections which produce differing operational results (Peteraf, 1993). The theory uses the assumption that some resources remain immobile between companies because they cannot be easily transferred between organisations (Barney, 1991). These basic conditions demonstrate how unique company-specific abilities and assets drive strategic planning processes.
RBV becomes effective because it evaluates internal resources and helps businesses apply their distinct resources to create value while attaining competitive advantage (Wernerfelt, 1984). By focusing inwardly firms can create competitive strategies which competitors find challenging to duplicate because the exclusive resources and capabilities originate from individual organizational bases. RBV delivers systems-based resource evaluation capabilities which enable firms to make strategic decisions along with better resource distribution choices. The concept of RBV encounters various challenges in its utilization by researchers. The theory faces problems with empirical testing because critics state that valuable resources correspond to competitive advantages in a circular definition (Priem & Butler, 2001). Critical evaluation of RBV highlights its failure to properly address outside market forces along with industry structure components that strongly influence company performance levels (Porter, 1991). The inward-looking nature of organizations might promote their inability to detect outside market prospects together with external dangers.
Strategic resourcing receives strong support from Resource-Based View models for explanatory purposes when applied to this research investigation. Organizations achieve sustainable competitive advantage by seeking and obtaining individuals with distinctive valuable skills that correspond to their strategic goals (Wright et al., 2001). Organizations should link their resourcing methods to certified strengths in order to hire personnel who build distinctive capabilities leading to better business outcomes.
[bookmark: _Toc208394645][bookmark: _Toc209772505]2.2.3 Herzberg’s Motivation-Hygiene Theory
The Motivation-Hygiene Theory was formulated by Frederick Herzberg in 1959 and there was also a theory known as the Two-Factor Theory.  The theory states that elements that may influence the attitudes of employees on the job are classified into two as motivators and hygienic issues. Internal elements including achievement as well as recognition of work accomplishments combined with work nature led employees to experience job satisfaction. According to Herzberg et al.'s 1959 research the five hygiene factors (company policies, supervision, salary, interpersonal relations, and working conditions) form extrinsic elements which could trigger dissatisfaction but will not increase satisfaction even after improvement (Herzberg et al., 1959).
Multiple premises exist to support the theory. Job satisfaction operates independently from job dissatisfaction since absence of dissatisfaction cannot lead to satisfaction according to the theory. The motivators which stem from within employees produce higher levels of job satisfaction along with motivation yet deficiencies in hygiene factors stop dissatisfaction but fail to spark significant employee motivation according to Herzberg et al. (1959). The enhancement of motivators will improve employee performance while hygiene factor interventions primarily stop performance decline (Herzberg et al., 1959).
Practical use of Herzberg's theory applies directly to designing jobs alongside enriching them. Organizations that target motivational factors in their role-development approach provide work opportunities which enhance employee growth while granting recognition along with meaningful work contributions thus improving motivation and job satisfaction (Herzberg 1968). Today's human resource management drew inspiration from this approach which shows employees need internal incentives to stay engaged. Despite its use in various organizational applications the theory has received substantial criticisms from researchers. Researchers criticize this theory because it uses simple classifications between motivators and hygiene factors so researchers cannot account for both individual differences among workers and cultural changes in various settings (Mullins, 2016). The methodology Herzberg applied through self-reported data likely generated bias due to employees who blamed external variables when experiencing negative effects while crediting their personal accomplishments for positive outcomes (Robbins & Judge, 2019). 
In examining the impact of strategic compensation on organizational employee performance, the motivation-hygiene theory was practical although flawed because of its ability to draw a line between what Herzberg called hygienic factors such as pay and benefits and motivator factors such as praise and room to progress.  Herzberg (1966) argues that strategic compensation seeks to address two needs: first a fair and competitive pay structure which would eliminate dissatisfaction, second performance based incentives and bonuses, as well as performance based career development. The former enhances job gratification and increases performance.  This concept helped us to more effectively comprehend how the pay plan adopted by Aljamea-tus-Saifiyah would help to minimize employee dissatisfaction and, at the same time, increase production.
[bookmark: _Toc208394646][bookmark: _Toc209772506]2.2.4 Social Exchange Theory
The Social Exchange Theory (SET) reveals that individuals develop relationship with others in exchanging benefits and costs that are lasting over a long period.  George Homans and Peter Blau invented Social Exchange Theory in the mid-twentieth century. The theory reflects the notion that humans develop social contacts on the basis of cost-benefits and on mutual exchange (Homans, 1958; Blau, 1964).  The SET organizational model demonstrates that in situations where one party yields benefits through the creation of equivalent benefits by the other, employer, and employee exchanges can yield fruitful results.
The main assumptions of SET encompass rationality as well as reciprocity and interdependence and evaluation within its framework. The theory depends on rational thought because people pursue benefits and avoid expenses which they view negatively. According to this model positive behavior produces corresponding good results that enhance trust and mutual benefit. According to this principle, people in connected relationships need valuable outcomes from each other. People constantly evaluate the advantages that match against their relationship expenses (Cropanzano & Mitchell, 2005).
SET proves useful for workplace system understanding because of its descriptive abilities. SET gives organizations a theoretical basis to interpret how frequent positive interactions such as recognition and support generate improved staff commitment and engagement (Saks, 2006). When organizations develop a system based on mutual support their teams develop stronger workplace bonds which produces better results and less employee departure. Despite its benefits SET contains multiple restrictions which affect its theoretical application. The theory fails to capture emotionally-based and intrinsic motivational forces that steer human behavioral patterns. The theory applies the assumption that all individuals in relationships possess equal power but this assumption becomes unreliable in hierarchical organizations according to Cropanzano & Mitchell (2005). SET does not effectively explain how cultural backgrounds affect the way people view reciprocity and fairness during interactions.
[bookmark: _Toc208394647]This study evaluated the influence of strategic learning and development on employee productivity and identified social exchange to be applicable. Notably, strategic employee training represents an important element for describing how employee performance responds to organizational training investments. Investments made by organizations in employee development programs serve as signals expressing their commitment that employees answer by showing increased dedication and workplace loyalty (Alnajim, 2021). The dual relationship indicates that strategic learning programs improve performance through employee feelings of moral duty and appreciation to their organization. Strategic learning programs delivered by organizations help fulfill workers' intrinsic need for career advancement leading to a stronger exchange relationship with both the organization and employees (Saks, 2006).
[bookmark: _Toc209772507]2.2.5 Schein's Model of Organizational Culture
[bookmark: _Toc208394648]It is a model that was created by an outstanding organizational psychologist and foremost guru on organizational development Edgar H. Schein in the year 1980.  In translation about organizational culture, Schein (2010) noted that artifacts, exalted ideals and assumed assumption of said culture understanding were required at three levels.  The material expressions of a given culture are known as artifacts, which include the language, rituals, and even symbols.  Two examples of espoused ideals include the organization mission statements and the organization strategies (Schein, 2004).  Amazing assumptions are the most potent variables that comprise the conduct of members within an organization. The suppositions are unconscious and scarcely presumed.  The relative levels based on the model proposed by Schein coexist to outline a single cultural paradigm that can measure the conduct of the company and therefore, may have a significant impact on the results (Johnson, 2023).
 The model that is discussed by Schein has several assumptions.  It has a beginning about which, the culture of a group is worked out and grew as a means of seeking the solution to the internal and external integration and adapts with the way of seeking solutions.  Second, it claims that any organizational culture also influences the subliminal thoughts, feelings, and ideas of organizational members (Schein and Schein, 2017).  Human culture according to Schein definition is something changing and living and at the same time something that never deserves due so much time and effort.  Otherwise, according to these assumptions, the model is outstanding in the assessment of cultural benefits and losses and in facilitating organisational change.  Another advantage is the model is used in recognizing the wastage of the consistency between the espoused and real values in the working place that might influence work and passion in a negative manner (Schein, 1985).
 Among the many benefits of the technique that Schaein conceived, there is the extensive and deep examination of the company culture.  It will help the leaders go deeper and below the surface levels of the behavior and the causes of them psychologically; consequently, leading to high quality strategies in developing organizations.  The fact that it necessarily issues major underlying assumptions which are not always put into conscious realization and are hard to change and the overall difficulty of the task are its biggest shortcomings.  Additionally, the model may be challenging to use due to the time and skills demanded by firms lack specific knowledge regarding organizational psychology (Alvesson and Sveningsson, 2020).
 In this study, this theory was used to cover the variable that is the organizational culture.  The misunderstandings of the Hr plans by the members of staff come as a result of cultural factors.  To explain this, SHRM practices which are expected to lead to the improvement of employees in terms of growth and performance might be more effective in a culture of innovation and learning.  However, this may not be realized because such activities are sabotaged by unsympathetic culture or inappropriate culture (Nguyen & Ngo, 2022).  Evaluating the ingrained attitudes and values by using the solution by Schein, the researcher and practice providers would get a better understanding of how successful the SHRM is able to adjust the performance of the employees and how effective their input is to reach the targeted intentions and goals.
[bookmark: _Toc209772508]2.2 Empirical Review 
This segment provided a study of documented evidence regarding SHRM practices and employee performance. The section followed an organized pattern which supported the research objectives. The analysis included research conducted by other scholars which was performed before this study.
[bookmark: _Toc208394649][bookmark: _Toc209772509]2.2.1 Influence of Strategic Workforce Planning on Employee Performance
Obisi, Samuel, and Ilesanmi (2020) focused on the impacts of two such private manufacturing businesses in Lagos State on its primary performance as applied to workforce planning methods. The study model of the research was organized on a survey basis. Having mailed out the survey to 300 people, the authors could utilize 166 authentic responses in their analysis. The collected data was also examined through regression analysis and Pearson moment correlation besides the descriptive and inferential methods that allowed researchers to test their theories. As far as the collected data indicated, workforce planning directly influences the performance of the firm. 
Dialoke and Ifeanyichukwu (2017) explored personnel planning and its effects on organization performance through a cross-sectional survey undertaken in Nigeria. The target population of this study will be comprised of the selected media outlets within the Imo State. In Imo State, Owerri Capital, the population we have accessed listens to two radio stations and one television station. The sample group in the research is a group of one hundred employees. Eighty individuals were picked to take part in the research. The researchers received 100 questionnaires out of which 65 were filled and returned. The data analysis methodology will be Spearman Rank Order Correlation Coefficient. The researchers analyzed the data using Statistical Package of the Social Sciences (SPSS). The test data report a direct relationship of workforce planning to organizational performance. This is because demand regions and supply chain management co-ordinated to work in an effective manpower planning approach to improve the performance of the organization. The findings of the study confirm the workforce planning as one of the HRM tools to enhance the efficiency and effectiveness of the media firms in the Imo State in the mode of breakdown of the jobs of the present and projecting the future requirements appropriately through analyzing the labour market presently as well as predicting the future requirements of the company. 
In further reference to the Nigeria context, Olonade, Omotoye, and Olalemi (2023) examined the effects of the manpower planning implemented by the Osun State Civil Service in promoting their efficiency in the organization. The various ministries that were included in descriptive survey which was used in the study employed 11,243 individuals. The research design involves two sampling roundups to obtain the required data. As a means to conduct statistical analysis, 240 valid questionnaires were gathered via the survey. To confirm the hypothesis, the research has employed the Regression Analysis and Pearson Product Moment Correlation. The data with a p-value of 0.05 indicates that a direct and very significant relationship exists between labor planning and organizational effectiveness. It is firm that there exists a positive correlation between organizational success and the process of workforce planning at Osun State Civil Service, Osogbo. Workforce planning can enable an organization to enhance its efficiency.
Mbiu and Nzulwa (2018) focused their research on Human Resource Planning on Recruitment tactics and assistance they provide to the efficiency and effectiveness of the Kenya Council of Governors. The type of research adopted in this study was a descriptive survey. The study surveyed 216 supervisory staff at COG Nairobi. The researchers also employed stratification to sample 75 workers to participate in the study. The survey was introduced to the employees to collect data using open and closed-ended questions. We could perform a correlation analysis and regression of the data by the means of SPSS version 22 in terms of both descriptive and inferential measures: frequencies and percentages, averages, correlation and regression.  It was discovered that the positive relationships do exist between performance of the Kenyan Council of Governors and models of succession, talent training models, retention strategies, and deployment strategies. The study indicates that employee productivity has statistically significant positive relationship with variables such as talent retention, talent development, training and deployment strategies and succession planning.
Mwangi and Wanyama (2021) studied human resource planning strategies at Deloitte Kenya and the effect of organizational performance. The survey designers constructed the survey through a descriptive tool. Among the 500 managers and non-supervisory staff of Deloitte Limited, researchers could identify 116 respondents through a stratified random selection procedure. The data was collected using structured questionnaires. Data were analyzed using the Statistical Package of Analysis version 20 that comprised of descriptive and inferential statistics. The research indicates that the positive relationship between the two variables is significant (r =.704) at a level of P<0.05. When HRP related factors are considered high, this enhances the performance of the audit firms.
[bookmark: _Toc208394650][bookmark: _Toc209772510]2.2.2 Influence of Strategic Resourcing on Employee Performance
Karunathilaka (2020) explored the recruitment strategy that enhances the performance of the operating company.  In an attempt to better understand the concept, the researchers examined the process by which the Sri Lankan private sector self-resourced.  The three approaches to human capital resourcing that were reviewed in the study include talent mapping, talent identification, and talent onboarding.  The sample population of the study included 195 HR practitioners that entered information into a questionnaire survey.  To establish the impacts of all the variables and the association among others, the researchers applied multiple regression and correlation analysis.  Although the resourcing methods could not bring dramatic changes to corporate performance, they play a significant role in success of the business.
 The relationship between talent management and ability of Indian organizations to retain and develop their human capital was analyzed according to use of employee engagement as a proxy of organizational success (Babu, Reddy, Gnanaprasuna, Madhavi, and Susendiran, 2022).  The study employed the exploratory methods of research and those methods which were descriptive.  A sample of 382 respondents was selected in the investigation through simple random selection.  Out of the recruited selections comprising 382 individuals, a uniform questionnaire was administered.  The study discovered that resources were a factor as a facilitator between talent management strategies and organizational success.  These findings have proved the existence of a strong connection between methods of people management and organizational success measurement.
 Afna and Janardhanan (2022) researchers considered the effect of resourcing strategies and the rate of staff retention.  The research sample extensively read the literature on how five-star hotels in Kerala, India, recruit and retain employees.  The mechanisms by which resourcing influenced organizational performance were their effect on personnel performance maintenance and retention levels.  Although the study was based solely on literature analysis, it had established that employee retention might enable the Indian hotels to reduce the linkage between the management of resources and performance in an organization.  Whereas other research merely reviewed the literature, the study in question actually investigated the actual connection between the resourcing strategy and performance.
 Roba, Wachira, and Mwenda (2024) examined the sub-national governmental structures in Kenya and their strategies in managing talent and the influence of the strategies on the performance of the service.  In the case of this descriptive study, researchers administered a survey questionnaire to county secretaries and the HRM directors and municipal managers of 46 respective counties whereby 140 of the questionnaires were completed.  The study team collected data through interviews and questionnaires.  Qualitative research findings indicate that the overall functions of lowering turnover and enhancing the functions of the HR system are achieved through combining the HR system development, application of talent management procedures and development of staff capacity through training.  The approach supports retaining the staff in the county operations by maximizing their competence.  The statistical analysis result revealed that 45.30 percent of variation could be explained by the service delivery due to impacts of talent management strategy owing to b1 = 0.6210 (t=10.6, p=0.05). Furthermore, a correlation test revealed that there existed positive dependencies (r = 0.6731, p< 0.05) at the levels of significance (0.05).  At the sub-national government level (county) in Kenya, talent management practices can be of significant help recuperating the quality of services delivered to its people.
 Mwihaki Kimiti Wandiga (2024) cited and discussed the relationship between resource placement and real estate market performance in Kenya.  Basing on a descriptive research methodology, 382 real estate companies managers, including upper level, middle and first-line management, were selected to participate in the research.  Based on proportionate stratified sampling, 115 respondents were selected to use in this study.  The regression and correlation statistics were analyzed with the help of the SPSS version 28 that includes the inferential statistics in this case, whereas the descriptive statistics were carried out with the help of measures of central tendency and dispersion along with frequency measures.  The relationship between organizational performance and resourcing strategy was observed to be positive and significant according to the regression coefficient that showed b = 0.322 (p = 0.000).
[bookmark: _Toc208394651][bookmark: _Toc209772511]2.2.3 Influence of Strategic Compensation on Employee Performance 
To explore the relationship between employee compensation plan and performance across different countries, Khudhair, Rahman, and Adnan (2020) used desktop investigation.  As with the previous research, this study aimed to provide answers to some questions relating to the topic of Iraqi universities.  The secondary source materials utilized in this study were achieved through research types conducted in the following countries: Jordan, China, Europe and Nigeria, Japan, Pakistan, Saudi Arabia and Canada.  The data on regression analysis contributed greatly in demonstrating that indeed there is a positive correlation between employee remuneration strategies, and worker performance.  The mountain of research regarding this matter is that performance increases with monetary rewards among employees in the university of Iraq.  Based on the findings, the association between the paying scheme and performance of the employees is positive.
 The article by Khudhair, Rahman, Adnan, and Khudhair (2022) adopted the descriptive survey method in studying the impact of compensation plans on the result of business.  Researchers of their survey analyzed 150 individuals of the Iraqi industrial staff and management.  To gather this data, the researchers formulated 2 pieces of equipment.  The research data also confirmed a beneficial impact of the compensation plan on the worker productivity; in fact, the t -statistic slope value is 0.783.  The study establishment revealed that remuneration strategies had a strong influence on the organizational performance (slope value: 0.415).
Afriyie, Twumasi, Sarpong, and Darko (2022) conducted research on employee performance at Accra Technical University through compensation analysis in Ghana. The research applied descriptive survey design as its investigation method. The researchers used simple random sampling to obtain data from 40 out of 57 Administrators who were part of the total population. Researchers collected data through twenty easy-to-answer questionnaire items. The researchers displayed the data through frequency tables. The study revealed that compensation appeal did not work on administrators because they showed preference for management understanding and consideration of their requirements. The findings demonstrated that housing loan and accommodation stand as the essential requirements according to the study's findings.
Mmbusa (2019) investigated pay impact on public health sector worker performance at Nairobi City County in Kenya. The study evaluated respectively how performance changed in response to both monetary and non-monetary incentives among staff members. The researchers employed descriptive research as their study design. The researchers selected 110 employees from a total sample population of 1100 by employing stratified random selection. A questionnaire method collected data which researchers analyzed with SPSS by both categorizing and coding before performing tabulations on results. The researchers applied descriptive statistics with mean frequency tables and percentages to evaluate the collected data. Employees demonstrated improved performance rates when their compensation included both competitive salaries along with incentives besides indirect compensation and prizes.
An examination of Mombasa Cement Limited performance through pay schemes was conducted by Jean, Ngui, and Robert (2017). The research evaluated the impact that compensation together with additional benefits and staff appreciation had on employee performance levels. The researcher implemented survey research to investigate the subject. The researchers distributed questionnaires to 153 employees whom they considered as the population. The research utilized Descriptive statistics in combination with Pearson correlation approach to analyze the results from gathered quantitative data. Research results show that proper payment combined with bonuses and allowances together with verbal and certification programs led workers to operate at higher levels. The many employees who disagreed with regular compensation prove that this practice was indeed happening and employees became aware of it. Investigative findings established that employees got their working drive from what the company paid them. The research established that performance at MCL improves because of independent benefits such as bonuses along with incentives and allowances. The study confirms that certified awards function as appreciation tokens which workers believe strengthen their performance without exceptions.
[bookmark: _Toc208394652][bookmark: _Toc209772512]2.2.4 Influence of Strategic Learning and Development Opportunities on Employee Performance
Mohd, Julan and Besar (2020) examined how training and development programs can influence employee performance inside a property management company.  The independent variables in this study were training and development approaches, career development opportunities, and career needs assessment.  To complete the research exercise, the researcher used both the quantitative and descriptive research method, and 100 authentic employee questionnaires.  The researchers used descriptive statistics and the simple random sampling process to obtain their data.  Based on the findings, the representatives of the working population support an approach to training planning, which implies a needs assessment, the application of the relevant mode of delivery, and acceptance of additional career progress to enhance performance.
 Yimam (2022) addressed the impacts of training on employee performance across the research institution.  The researchers conducted a quantitative study aided by simple random selection, and this approach was applied on the administrative staff of the Bahir Dar University in Ethiopia that had an administrative training in 2019.  In this research 316 surveys were distributed and received.  Together with descriptive statistics, inferential analysis has been applied to process the acquired data.  These gains in productivity are found to be noticeable when training needs are assessed in regard to delivery mode, design, and evaluation.
 Kinyamu, Nkaabu and Moguche (2024) examined the remuneration policies and training in Kenyan comparatively public universities in the light of employee performance.  We used survey strategy.  The study involved 201 OAS officers in six universities of the Mount Kenya Region which are publicly funded.  The study used a data collection tool in the form of a questionnaire.  The descriptive statistics that were presented to show the study data included numerous tables with frequencies and percentages.  The study results showed that despite the lack of significant benefits brought about by the compensation practice (p.05) training practice strongly influenced the performance of the workers ( p<0.05 ).  According to this study, the training and rewarding processes in Kenyan public universities are able to enhance the performance of workers.
 Kimathi (2020) reviewed the training products of the BETA Insurance Company based in Kenya to identify the performance of the employees.  The researchers within the Beta Insurance Company examined the existing training and development programs currently implemented by the company and estimated the effect on the productivity.  The research paradigm was founded on quantitative descriptive studies.  The number of participants was 45 and chosen randomly among middle management, upper management, human capital manager, department heads and senior employees at the junior levels.   The most useful data collection methods were questionnaires.  In case of the organization training, the chosen demonstration turned out to be efficient and effective.  Here, results of studies that prove a causal relationship between interventions that aim to enhance employee training and development and the enhancement of employee performance are presented.
 These authors also examined the impact of strategic training to the productivity of the government employees at Kenya Copyrights Board (KECOBO).  The methodology employed in the study consists of a survey of descriptive nature.  The 42 officers comprised the majority of the population.  Questionnaires were one of the primary sources that gleaned data.  The quantitative data was analyzed using the descriptive and inferential statistics provided by SPSS version 21.  The research also found that strategic training skills are positively linked to employee performance in the job.  The KECOBO training programs are determined by organizational needs rather than employee needs.  Employees who receive training which considers the organizations requirements as well as the skills sets and knowledge gaps that workers have are more placed to perform essential job responsibilities up to a satisfactory standard in addition to enjoying the results of their endeavors.  The training programs, which are responsive to both the needs of the employees and the company, are expected to provide much better outcomes in the terms of job commitment, performance, and teamwork.
[bookmark: _Toc208394653][bookmark: _Toc209772513]2.2.5 Moderating Effect of Organization Culture 
Huey Ying and Zaman Bin Ahmad (2019) examined the association between leadership behavior and organizational commitment and that between commitment and job satisfaction and performance in Malaysia. They also examined the mediating role that organizational culture played in this relationship.  The University of Malaysia (UM) was able to source two hundred and thirty-eight part-time MBA students and faculty and staff to give data used to come up with this study.  Researchers employed the use of OCI coupled with the ACS, the single global rating questionnaire of job satisfaction and entire performance and leadership behaviour questionnaire as the OCI to gauge organization culture and leadership behaviours and their corresponding influence on the commitment towards the organization, job satisfaction and group performance.  Following the description of the results, the statistical statistical analysis proceeded to the evaluation of the factors and reliability, to the Pearson correlation tests, and then concluding with testing the hypotheses of hierarchical multiple regression.  The magnitude of correlation between leadership behaviors and commitment of the employees to the organization was closely connected to the establishment of the corporate culture.  The research indicated that although there is evidence to show that organizational dedication is correlated with work satisfaction, it is of little consequence to productivity at workplace.  Only supporting their cultural factors affected relations between commitment and satisfaction rates.
 Tedla carried out some researches that focused on the impact of company culture on the productivity of workers (2016).  To enhance the performance of operations, the study sought to find the business approaches of assessing organizational culture.  The study used Denison model of corporate culture as a theoretical framework.  Through a technique of purposeful sampling, two dozen directors of an Ethiopian corporate cluster were involved in the study.  The research has revealed that ineffective cultural organization and organization disintegration are detrimental to business outcomes as well as shareholder revenues.
 Zakari, Poku, and Owusu-Ansah published their study on the influence of culture on the performance of a banking enterprise the Ghana banking business in 2023.  The research employed the Organizational Model by Denison to explore the organizational culture in the determination of business success in Ghana.  The nine banks which provided the data represented sixty percent of the total banks in Ghana irrespective of the type of banks.  The number of those people who participated in the study was 296.  In spite of the existence of significant cultural variables among firms, the study has established that performances of banks remain consistent across the board.  It is not that one bank outshone the rest, and all of the organizations employed similar measures of inventiveness.  The research, without references to the setting, observed that organizational culture impacted on the performance of the banks in a positive manner.  The cultural feature clearly won over the performance rating in each respective instance of observation.
 The objectives of the study designed by Kaibunga, Muchemi, and Mwasiaji (2022) were to find how the existential culture influences the performance association between the transfer strategy and medium-sized family businesses functioning in Kenya.  The two theoretical frameworks plied in this paper were the Institutional approach and the Balanced scorecard.  On descriptive and explanatory research structures, the research was based on positivist ideology.  The four middle managers in selected mid-size family companies in Kenya were the objectives of this study.  To obtain a representative sample of 560 individuals, the research selected proportionate stratified sampling, which purported similar figures of individuals in the manufacturing and service as well as commerce divisions.  The study relied on questionnaires in the collection of primary data and research documentation was applied in collecting secondary data.  Both analytical descriptive and inferential tools were employed by researchers when analyzing the data.  The researchers investigated the effects of company culture on the connections between knowledge transfer strategy and performance in a sample of medium-sized family-owned enterprises in a number of counties in Kenya. The study established that knowledge transfer strategy and performance were positively and significantly influenced by company culture.
 To establish whether organizational culture modifies the relation between talent career management and employee performance in Kenyan insurance companies, Bartoo, Namusonge, Nambuswa and Boit (2023) conducted a study.  This research concentrated on explanatory research wherein it employed Human Capital Theory as its theory.  This study used a sample size of 377 sales representatives who were recruited from 4 insurance companies, 4 human resource managers, and 4 sales managers.  To create the sample, the researchers have employed a combination of selective selection and stratified random sampling.  The researchers conducted a study using questionnaires and schedule of interviews in order to gather their data.  The study involved descriptive and inferential statistics and is presented in tables.  The data, which the researchers had gathered, was analyzed companying a hierarchical regression model.  Another significant negative correlation was found to exist between organizational culture and career management at a significance level of = - 0.143 at P =.002.  Cultural habits of the insurance companies greatly influenced correlation between talent career management and employee performance. 
[bookmark: _Toc208394654][bookmark: _Toc209772514]2.3 Knowledge Gap
[bookmark: _Hlk197998936]There is so much that we cannot ask because of the literature review.   Among the areas that were lacking were methodology, geography, conceptualization, and theory.   Obisi et al. (2020) were interested in accredited manufacturing organizations privately, whereas Kimiti et al. (2024) were especially interested in the real estate companies in Kenya.  This indicates that the two studies were carried out under varying settings.   In previous research, as Mwangi and Wanyama (2021) noted, as well as Dialoke and Ifeanyichukwu (2017) and Olonade et al. (2023), and hoteliers, and many other industries have been the subject of such research.   In this study however, the focus was on the educators.   The conceptual gap is also increased by the fact that the research articles reviewed in this chapter discussed a broad scope of content such as service delivery, organizational effectiveness, employee retention, job satisfaction and organizational performance.   This study tried to address the information gap by analyzing the effectiveness of the staff members within the institutions of education in performing their individual duties. 
  Numerous researches have been conducted in different regions of the world, such as, but not limited to, Sri Lanka (Karunathilaka, 2020), India (Babu et al., 2022; Afna and Janardhanan, 2022), Nigeria, Ghana (Afriye et al., 2022), USA, Canada, UK, Indonesia, Europe, Japan, China, Pakistan, Saudi Arabia, and Jordan to name a few.   Kinyamu et al. (2024) focused on the Mt. Kenya while other researchers conducted their research in the Mombassa as well as other Kenyan counties (Jean et al., 2017).   The article by Roba et al. (2024) about 42 Kenya counties predominantly involved government organizations.   Mmbusa (2019) conducted a study about the city of Nairobi that centered on the idea of the perfect health of the population.   But this study was confined to Nairobi County alone. 
  The main limitation of the research by Bartoo et al. (2023) is that the chosen field is the insurance industry.   Moreover, talent career management was the only moderator.   In this research which was conducted at Kenya, Aljamea-tus-Saifiyah Nairobi Campus, organizational culture, SHRM practices and employee performance were collectively investigated.   The methodology of both Afna and Janardhanan (2022) and Khudhair et al. (2022) has a weakness in the chosen research design since at least both employed a desktop research design.   This is because the results were supported by earlier study, instead of statistics.   Most of the studies also utilized descriptive survey.   This paper, however, adopted cross-sectional research goal and inferential analysis method to generate statistical evidences on the effects of SHRM to employee performance based on primary data generated by questionnaire.
  Three HRM theories that have widely been applied in elucidating how organisations can remain competitive and employee performance have bridged this gap; they include Resource-Based View (RBV) and Human Capital Theory and Herzberg Motivation-Hygiene Theory.  The issues of SHRM in the religiously affiliated schools, however, are not covered by these theories.   Most of these hypotheses overlook this fact; religious entities play a dual role first, to propagate spiritual values and the second, to ensure that the organization is effective in the current era (Tracey, 2012).   The example of how RBV takes disregarded the influence of cultural identity and religious views on HR processes despite any emphasis on unique resources as the performance drivers can be given.   Moreover, theoretical models of employee motivation do not consider how the religious affiliation, spirituality, and community membership of workers impacts their conduct within the workplace.   It finds critical contextualized frameworks to fill this theoretical gap and promote the role of SHRM help in religious contexts of education institutions.



[bookmark: _Toc208394655][bookmark: _Toc209772515]CHAPTER THREE
[bookmark: _Toc208394656][bookmark: _Toc209772516]RESEARCH DESIGN AND METHODOLOGY
[bookmark: _Toc208394657][bookmark: _Toc209772517]3.0 Introduction
[bookmark: _Toc208394658]In Chapter one of this paper, the study design that the researcher is going to apply in the study was presented.  To achieve the desired and quality responses to their study questions, the researchers developed an approach otherwise referred to as the research procedure.  This chapter introduced us to everything we know of the methods used to retrieve data, compute the analysis, and present the findings.  The research design associated with the target population identified the data collection and analysis methods.
[bookmark: _Toc209772518]3.1 Research Design and Philosophy
[bookmark: _Toc208394659][bookmark: _Toc209772519]3.1.1 Research Philosophy
The underlying belief system which determines how a study develops and interprets knowledge refers to a research philosophy. Researchers establish their views about reality (ontology) and knowledge nature (epistemology) and data collection (Saunders et al., 2019) procedures. Research designs receive their shape from various philosophical categories that include positivism and interpretivism alongside realism and pragmatism. Research founded on positivism uses objective methods to analyze visible data through hypothesis testing with statistical validation procedures for establishing generalizable insights (Creswell & Creswell, 2023). 
The research followed a positivist philosophical approach. Positivist philosophy serves research investigations by allowing them to obtain relevant data and statistical information about their study focus as per Sekaran (2010). The widespread application of positivism in HRM research makes possible data-based choices for better employee performance and organizational efficiency (Sekaran & Bougie 2021). The evaluation between SHRM practices and employee performance at Aljamea-tus-Saifiyah Nairobi Campus became possible through the implementation of this philosophy.
Notably, in this study, the main variables—such as strategic workforce planning, strategic resourcing, strategic compensation, and strategic learning and development—align well with the positivism philosophy due to their objective, measurable, and observable nature. Positivism emphasizes the use of empirical data, statistical analysis, and the testing of hypotheses through quantifiable variables, all of which suit the structured investigation of this study which focuses on SHRM practices and their impact on performance outcomes. By treating employee performance as a dependent variable influenced by specific, independent SHRM practices, the study adopted a cause-and-effect approach, gathered data through various data collection instruments, and analyzed it using statistical techniques. This scientific and deductive method of inquiry ensured that conclusions drawn were based on observable facts and generalizable findings, which is at the core of the positivist paradigm.
[bookmark: _Toc208394660][bookmark: _Toc209772520]3.1.2 Research Design
The research question of the study was carried out through a survey research design.  The survey design method examines the frequency of occurrences among populations and correlates the variables based on data that collects at a specific time (Creswell and Creswell, 2018). The research method existed as an essential choice when researchers need to evaluate either descriptive statistics or correlational relationships (Bhattacherjee 2012). The principal benefit in using cross-sectional design is that it reduces time and resource costs because data collection can finish without extended observation or follow-up (Bryman, 2016). The conceptual design offers researchers capabilities to study and compare several population subgroups which produces beneficial information for strategic choices and government policies (Kumar, 2019). 
[bookmark: _Toc208394661][bookmark: _Toc209772521]3.2 Target Population
In the study, target population consists of the totality of the set of people, things, or events which possess a particular trait and whose outcomes are anticipated to be generalized (Creswell and Creswell, 2018).  The definition relies on areas of demographics, habits or physical location which are relevant to the objectives of the study.  And the validity and usefulness of the study findings require a clear-cut and identification of the targeted subjects of the study (Sekaran and Bougie, 2019).  The target sample of the study was academic personnel (n=145) and administrative and support service (n=363).  The target audience used by the Aljamea-tus Saifiyah Nairobi Campus was 508 people.  This paper adopted the Aljamea-tus-Saifiyah Nairobi Campus as the subject of analysis and made the staff of the campus the subject of observation.  To gain a comprehensive perception of institutional performance, there was need to incorporate all the staff members at the Aljamea-tus-Saifiyah campus. This involved academically and non-academically inclined employees.  Scanning all employees gives a clear picture of the influences of Strategic Human Resource Management approach on the entire campus, although the outlay of performance measures varies with position.



[bookmark: _Toc185859518][bookmark: _Toc186281824][bookmark: _Toc189811648][bookmark: _Toc192756037][bookmark: _Toc208248335][bookmark: _Toc208394662][bookmark: _Toc209772572]Table 3.1: Target Population 
	Category
	Population

	Academic Staff
	145

	Administrative and support Service staff
	363

	Total 
	508


Source: (Aljamea-tus-Saifiyah Administration, 2025)
[bookmark: _Toc208394663][bookmark: _Toc209772522]3.3 Sample Size and Sampling Techniques 
As Andrande (2020) explains, the term sample size is used to denote the total number of individuals participating in the observation like a study.  The methodological phases involve taking data into a project and are called sampling techniques.  Formula one driver Taro Yamane must be depicted in Formula One to establish the suitable size of the research sample. 
n = N/(1+N(e)2.
Whereby:
n = the sample size
N = the population of the study
e = the margin error in the calculation (0.05)
n=508/ (1+508(0.05)2
n=508/ (1+508(0.0025)
n=508/ (1+1.27)
n=508/2.27
n=224
The sample size was 224 participants which was selected among the Aljamea-tus-Saifiyah Nairobi Campus workforce.  A sampling methodology helps the researchers in picking appropriate people out of entire study groups (McCombs, 2019).  A stratified random sample was used in this study.  First categories, into which the employees were divided, were the academic personnel and academic administrative and support service staff.  It was these types that formed the strata.  By employing the random sampling under every category, the targetportal achieved the goals of the number of the 64 academic personnel and 160 administrative and support service professionals.
[bookmark: _Toc185859520][bookmark: _Toc204602904][bookmark: _Toc208248337][bookmark: _Toc208394664][bookmark: _Toc209772573]Table 3.2: Sample Size 
	Category
	Population
	Sample Size

	Teaching Staff
	145
	64

	Administrative and support Service staff
	363
	160

	Total 
	508
	224


[bookmark: _Toc208394665]
[bookmark: _Toc209772523]3.4 Research Instruments
The data were mainly collected through questionnaires.  To be able to offer more diversity in word of academic or non-academic workers, questionnaires were selected to replace focus groups and interviews as the alternative because the former allow collecting standardized data in the quickest and cost-efficient manner thanks to a larger sample group of employees.  Due to the anonymity nature of questionnaires, the participants, on sensitive topics such as management practices and performance, will tend to make free, unbiased remarks because the researcher will not require them to share detailed information, as it would be followed by more invasive researches (focus groups, interviews) (Creswell and Creswell, 2018).
 The questionnaires were organized using the research topics.  To more fully see the survey, we added a new element to the survey.  The surveys contained mainly closed-ended questions and questions with a 5-point Likert scale.  Data collection tools were subjected to a pilot trial to check validity and quantify reliability.
[bookmark: _Toc208394666][bookmark: _Toc209772524]3.5 Data Collection Procedure
The data collection technique required several steps.  Once all the defense and the proposal were done, the initial thing could be obtained was a permission letter of the institution.  Besides the research letter provided by the university, NACOSTI, the National Council for Sciences, Technology, and Innovation also issued a permit.  Upon the receipt of these two documents, the researcher contacted the Aljameea tus Saifiyah Nairobi Campus administrative team.  They were advised of the aims of the study and solicited their consent before proceeding any further in data distribution.  The surveys were dispatched through the drop and pick method.  This method was adopted since a respondent will have time to do the surveys at his convenience which will increase the response rate as well.  This strategy is favourable to institutional settings as it ensures superior quality of the data obtained compared to complete-on-the-spot and is particularly beneficial where personnel have intermittent or busy schedules (Mugenda & Mugenda, 2003).  The researcher thereafter posted the questionnaires to the chosen interviewees and allowed them a period of one week or two to read through and then complete the same after receipt of the green-lights.  At the expiry of the specified period, the questionnaires were received and were prepared to be examined.  It is worthy of mention that the non-response follow-ups were handled by sending reminder calls and visits to facilitate the timely completion and collection of the surveys.
[bookmark: _Toc208394667][bookmark: _Toc209772525]3.6 Validity and Reliability of Instruments 
[bookmark: _Toc208394668][bookmark: _Toc209772526]3.6.1 Validity of Research Instruments
The degree to which research data analysis results show actual occurrences becomes known as validity (Mugenda, 2013). The instrument's validity was achieved by carrying out a preliminary test which demonstrates any troublesome questions and techniques before finalization (Cooper & Schindler, 2014). The study utilized content validity as one of its assessment measures. The research supervisor(s) evaluated the questionnaires to ensure that presented information fully responded to research questions by examining their content validity. The supervisors' feedback about the question items was employed to strengthen them. 
[bookmark: _Toc208394669][bookmark: _Toc209772527]3.6.2 Piloting 
The reliability assessment requires instrument piloting as the main method. Researchers often select 10% to 20% of the main study participants for conducting the pilot study according to Connelly (2008). A minimum of 30 to 50 participants is considered ideal for ensuring data validity when the main study includes a small sample size (Hertzog, 2008). The study employed a good sample size of 10 percent of the total number translating to 22 randomly selected participants who came from an educational institution that shared characteristics with Aljamea-tus-Saifiyah. The selected organization for piloting activities was MSB Educational Institute based in Mombasa County. The received questionnaires from participants underwent reliability checking. 
[bookmark: _Toc208394670][bookmark: _Toc209772528]3.6.3 Reliability of Research Instruments
Mugenda (2013) argues that dependability measurement is a method in which research instruments show their consistency.  Pre-testing of questionnaires with the chosen group of participants was one of the reliability measures of the present study.  The pilot study carried out by the investigator was done at his/her discretion.  The alpha coefficient was applied in the study because of the researcher on the dependability of internal consistency, because even today, some rating scale questions are still being used in the determination of survey scales.  The selection of Cronbach Alpha (a), a marker of reliability has a range of values indicating how much the items in the questionnaire correlate.  The study took into account constructs whose values exceeded the 0.7 mark.  To be regarded as a researchable study, Kothari (2014) has defined reliability test as prerequisite of having minimum score of 0.7.  The value of the reliability coefficient of the survey was 0.876.  Moreover, this instrument was considered to be dependable since all the variables had Cronbach Alpha above 0.7.  The results of the reliability test may be observed in Table 3.3. 
[bookmark: _Toc195452890][bookmark: _Toc197946893][bookmark: _Toc203742653][bookmark: _Toc205740605][bookmark: _Toc208248344][bookmark: _Toc208394671][bookmark: _Toc209772574]Table 3.3: Reliability Test Results
	Variable 
	No. of Items
	Cronbach Alpha Value
	Decision

	Strategic Workforce Planning
	4
	0.765
	Acceptable

	Strategic Resourcing
	6
	0.853
	Acceptable

	Strategic Compensation
	5
	0.743
	Acceptable

	Strategic Learning and Development
	6
	0.773
	Acceptable

	Organization Culture
	6
	0.834
	Acceptable

	Employee Performance
	4
	0.716
	Acceptable

	Overall Reliability
	36
	0.879
	Acceptable


[bookmark: _Toc208394672][bookmark: _Toc209772529]3.7 Data Analysis Procedures 
Primary data was collected in the form of questionnaires which was later cleaned and coded with the help of Statistical Package of the Social Sciences version 29.  The information was converted to frequency tables and percentages distribution using the computer program SPSS version 29.  Moreover, the analysis contained descriptive data that were also supported by measures of central tendency, including means and standard deviations.  A set of descriptive statistics was presented using figures, pie charts and frequency table.  Correlation and multiple linear regressions (MLR) were used to test our research hypotheses.  Analytical data formed a foundation upon which the results and recommendations of this paper were made.  The inferential analysis of this research was carried out using the following linear regression model. 
[bookmark: _Hlk136208153][bookmark: _Hlk136207001]Y= β0 + β1X1 + β2X2 + β3X3 + β4X4 +ε
Where:
Y = Employee Performance
X1 = Strategic Workforce Planning, X2 = Strategic Resourcing, 
X3 = Strategic Compensation, X4 = Strategic Training and Development
Β0 is constant and β1, β2, β3 and β4 are coefficients of variables.
[bookmark: _Hlk136208575]ε = Error term
On the other hand, the moderating model was given by
Y = β0 + aX + bM + cXM + ε
Y= β0 + a(β1X1 + β2X2 + β3X3 + β4X4) + βc1MX1 + βc2MX2 + βc3MX3 + βc4MX4 +ε
Variable X is presumed to cause the variable Y. A moderator variable M
X1 - X4 – Independent variables, Y – Dependent variable
M – Moderator variable (Organization Culture)
a – the effect of X when M is zero (the simple effect of X when M is zero), b – the effect of M when X is zero, and c – how much the effect of X changes as M goes from 0 to 1.
[bookmark: _Toc135218299][bookmark: _Toc208394673][bookmark: _Toc209772530]3.8 Diagnostic Tests 
Sitch et al. may also indicate that tests applied in diagnosis help in determining the reliability, power, or weakness of a collection of data (Sitch et al., 2020). This study therefore conducted the following diagnostic tests; normality test, multicollinearity test and heteroscedasticity test.
[bookmark: _r59zcagp96py][bookmark: _Toc120199347][bookmark: _Toc135218300][bookmark: _Toc208394674][bookmark: _Toc209772531]3.8.1 Normality Test
[bookmark: _Hlk135213987]Normality test was conducted and significant insights further computed. The idea of ordinariness is fundamental to insights thus it inspects whether the information is typical or non-ordinary. For information to be ordinary, they should have the type of a bend curve, or Gaussian dispersion with values dropping off in a specific style as they increment or diminish from the mean. Affiliations were analyzed utilizing multiple regression models, in light of a significance level of 0.05 (that is, P<0.05) as suggested by Cooper and Schindler (2014).
[bookmark: _7xh34bxstnu9][bookmark: _Toc120199348][bookmark: _Toc135218301][bookmark: _Toc208394675][bookmark: _Toc209772532]3.8.2 Multicollinearity Test
[bookmark: _Hlk135213971]According to Daoud (2017), multicollinearity is a factual phenomenon where two or more indicator factors are connected in separate regression models. Estimations in individual indicators are affected by Multicollinearity. That is, a regression model with related markers can show how well the entire course of action of indicators predicts the outcome variable, yet it may not give authentic results about any individual variable. Multicollinearity impacts assessments with respect to solitary variables. In the same capacity, a different regression model with related variables can show how well the entire bundle of variables predicts the outcome, anyway it may not give generous results about any individual variable, or about which variables are dull concerning others (Daoud, 2017).
[bookmark: _8a1v20fxvdha][bookmark: _Toc120199349][bookmark: _Toc135218302][bookmark: _Toc208394676][bookmark: _Toc209772533]3.8.3 Heteroscedasticity test
[bookmark: _Hlk135213956]Notwithstanding multicollinearity, heteroscedasticity test was likewise tested. For parametric measurements to work ideally, the change of the information should be something very similar all through the informational index (Hayes, 2020). The author further indicates that this is known as homogeneity of change, and the contrary condition is known as heteroscedasticity. According to Hayes (2020), heteroscedasticity happens when the fluctuation of the sub-populations of the reaction variable is not consistent, that is, they separate or combine. The presence of heteroscedasticity can discredit factual trials of importance that accept that the modelling errors are uncorrelated and typically dispersed and that their differences do not change with the impacts being displayed.
[bookmark: _Toc208394677][bookmark: _Toc209772534]3.8 Ethical Consideration 
Ethical standards were properly followed throughout this study. Any reference to the names of participants remained absent throughout the report for confidentiality reasons. Respect for confidentiality was guaranteed through a request to respondents to avoid placing their names anywhere in report materials. Free choice of participation was respected at every stage of the research. The respondents were also permitted to participate in the study at their own free will and afterwards requested to provide voluntary consent to participate in the study. 
The cultural and religious values of the institution as well as of the individual respondents were fully respected in the study. The study introduced proper acknowledgments and appropriate references for all acquired information from previous authors. All collected data were securely stored in password-protected files, with participants’ identities anonymized to ensure confidentiality and protect privacy. The study fulfilled all necessary research and permit requirements by obtaining university authorization letters in addition to NACOSTI research permits and collection authorization from the institution. 


[bookmark: _Toc208394678][bookmark: _Toc209772535]CHAPTER FOUR
[bookmark: _Toc208394679][bookmark: _Toc209772536]DISCUSSION OF FINDINGS AND INTERPRETATION OF RESULTS
[bookmark: _Toc208394680][bookmark: _Toc209772537]4.1 Introduction 
This chapter reported, analyzed and discussed a study focusing on strategic human resource management methods and employee performance in Aljamea-tus-Saifiyah Nairobi Campus in Kenya.  The topics covered in chapter were the inferential analysis, descriptive analysis of variables, background information and the response rate respectively. 
[bookmark: _Toc208394681][bookmark: _Toc209772538]4.2 Response Rate
The sample population or the participants in the study consisted of a hundred and twenty-four Aljamea-tus-Saifiyah workers.  Therefore, questionnaires were distributed to all of them.  The researcher returned all the surveys.  But cleaning the data led to the discovery that, 15 surveys were only partially completed with some having no markings and some being completed twice.  That is why these questionnaires were not considered in the final data set of the analysis.  This implied that only 209 surveys were available to analyze. 93.3% of the population could respond.  Due to the assimilation that was provided by the management team, immediate follow-ups and distribution and collection of questionnaires within the institution, we were in a position to achieve high response rate. 
[bookmark: _Toc208394682][bookmark: _Toc209772539]4.3 Background Information 
It was convenient to look at the background information of the respondents to understand their profile and how reliable they are to the study.  We discussed gender, level of education, work role, and work experience among others in the job market.  The results are represented by the following graphs and pie charts. 

[bookmark: _Toc205740616][bookmark: _Toc208248356][bookmark: _Toc208394683][bookmark: _Toc209772590]Figure 4.1: Gender
Disaggregated by gender, a little over half of the surveyed was female (53%), while only 47 percent was male.  This evidences that the company has equal representation of both the sexes in the workforce.  The evidence on strategic HRM practices and employee performance reflected the perceptions of both male and female employees at Aljamea due to the representation of males and females, thus enhancing generalisation of the research. the tus-Saifiyah.

[bookmark: _Toc205740617][bookmark: _Toc208248357][bookmark: _Toc208394684][bookmark: _Toc209772591]Figure 4.2: Education Level
In regards to the education levels of the respondents, only 38% possessed a diploma, 33% a Master, and 24% a bachelors.  The last level of education was a doctorate degree possessed by a low percentage of them (5%).  The fact that the respondents who participated in the study had a vast educational background bears testimony to the fact that the study fitted well in the research.  This was enhanced by the fact that all surveyed personnel had varied educational backgrounds as indicated by the varying percentage of respondents with educational qualifications.
[bookmark: _Toc205740618][bookmark: _Toc208248358][bookmark: _Toc208394685]Figure 4.3: Position/role of the respondents
The education teachers comprised the largest single group among the participants (42.7%), immediately followed by the staff workers (35.2%); and finally the librarians (10.7%).  Only a small proportion constituted of department heads (6.4%) and building managers (4.6%) were represented.  This proves that respondents of the study have different backgrounds and that data collected portrays such a diversity in opinion.  The study in question painted a more detailed picture of the relationship between SHRM and employee performance at Aljamea-tus-Saifiyah because the small sample size allowed taking into account a great number of perspectives, and the respondents represented multiple roles within an institution.

[bookmark: _Toc205740619][bookmark: _Toc208248359][bookmark: _Toc208394686][bookmark: _Toc209772592]Figure 4.4: Working Experience
Most of the respondents (21.7%), had 6 -10 years, 20.6% had 11-15 years experience, and 21.7% experienced less than 5 years.  The proportion of those who had been in the workforce over 20 years (17.1) and 16-20 years (18.9) was low.  This means that the respondents were also well aware of the organizations and could therefore provide more valid responses.  According to the response rate (less than 5 years to over 20 years), the results of the study are founded on new ideas and many years of experience. Such experience variance demonstrates the depth of the gathered institutional knowledge.
[bookmark: _Toc208394687][bookmark: _Toc209772540]4.4 Descriptive Analysis of Variables 
Researchers employed a descriptive statistical technique to deconstruct the factors in the study to understand how the people at Aljamea-tus-Saifiyah were experiencing different elements of HRM strategy.  Likert scale, within the descriptive analysis, used means and standard deviations in an analysis of central tendency.  Moreover, it also included percentages.  All of the descriptive statistics apply the following Lickerman scale key: 1-Mean, s-Standard Deviation, 1-Strongly Disagree (SD), 2-Disagree (D), 3-Undecided (UD), 4-Agree (A), 5-Strongly Agree (SA). 
[bookmark: _Toc208394688][bookmark: _Toc209772541]4.4.1 Strategic Workforce Planning 
The major aim of the research was to examine how the Aljamea-tus-Saifiyah Nairobi Campus in Kenya utilized strategic workforce planning to enhance employee performance.  In an effort to achieve this, we provided those respondents with a number of statements that measured strategic workforce planning and asked them to rate the extent to which they agreed or disagreed with that statement.  As illustrated in Table 4.1, the supplied results were as follows. 





[bookmark: _Toc205740622][bookmark: _Toc208248362][bookmark: _Toc208394689][bookmark: _Toc209772575]Table 4.1: Descriptive Statistics for Strategic Workforce Planning
	Statements 
	SD
	D
	UD
	A
	SA
	µ
	σ

	Our organization regularly conducts skill gap assessments to identify employee development needs.
	
	10.7%
	21.7%
	40.9%
	26.7%
	3.84
	.942

	Employees have the necessary skills and competencies to meet current job demands.
	-
	5.6%
	16.4%
	40.6%
	37.4%
	4.09
	.871

	Workforce planning considers flexible work arrangements.
	-
	11.4%
	31.7%
	30.6%
	26.3%
	3.72
	.980

	Our organization effectively adapts workforce strategies in response to changing organizational needs.
	
	3.6%
	30.6%
	39.5%
	26.3%
	3.89
	.837

	Average Score
	
	
	
	
	
	3.89
	.908



Consumers According to the show results presented in table 4.1, the organization with its workforce planning and skill development programs are, on the whole, well perceived by the consumers.  A mean score of 3.84 and standard deviation of 0.942, which features a relatively high consensus, showed that 67.6 percent of respondents (40.9% agree, 26.7% strongly agree) said that their employer on regular skill gap assessments identified all staff development requirements in the statement.  This indicates that the skills assessment is an already well-established procedure; although perpetrators at 32.4 per cent said that they conducted a neutral assessment or otherwise disagreed, there remains space for improvement that would ensure that the process becomes more apparent and overt in the general organizational context.
 The average data of 4.09 and relatively lower standard deviation of 0.871 signified a high degree of consensus and minimal diversity in the response, as the best-rated reply was that the personnel possessed the abilities and the competencies necessary to comply with the present job requirements.  No one vigorously opposed it and 78% of the respondents agreed or strongly agreed.  This is a sign that much trust has been placed on the current skills of the workforce which can be because of apt strategies in recruiting, developing or in training employees which could be due to effectively laid out plans.
 Of the four items, the workforce planning that considers the flexible work arrangement had the most variable outcomes, on the one hand with a mean score of 3.72 and s = 0.980.  The fact that the proportion of neutrality, and disagreement were rather high (31.7 and 11.4 percent, respectively), indicates that the flexibility in the workforce planning is not necessarily implemented and recognized at the departmental level despite the fact that 56.9 percent of the participants marked, agreed, and strongly agree.  In this way, the creation and expression of organizational policy need to be developed further.
 The findings revealed that 65.8 percent or 3.9 percent strongly agree and agree that the company could change workforce strategy approaches to satisfy evolving requirements (mean = 3.89, s = 0.837).  The high standard deviation indicates that the respondents demonstrate a consistent opinion and most of the employees perceive that adaptive techniques are useful.  Nevertheless, 21.7% of employees responded neutrally on skill gap gauges, 16.4 on employee capabilities, and 31.7 on flexible working charts; this implies that employees are uncertain or not fully conversant with these organization practices.  Out of this unbiasedness might be that the management is not communicating adequately to the staff about ongoing projects, or that the actions are being instituted unpredictably, and the staff is doubtful of the effectiveness of those actions.  Even though the overall mean score of 3.89 reveals that the majority of employees support the procedures, the lack of unanimity in the responses of the majority of workers is noteworthy because of the high number of doubtful responses. This implies that a gap could exist between policy-making and employees actual perceptions.  Better workforce management strategies require increased openness, involvement, and feedback to dissipate misunderstandings and enhance trust.
 These respondents were generally concurring on the claims about finance and the adaptability of the organization, skill building, and workforce planning with a mean score of 3.89.  According to Creswell and Creswell (2018), a positive opinion of what a good organization is doing in specific spheres means that it is functioning well, yet their explanation that the mean score exceeding the midpoint of a likert scale demonstrates it just as much.  This aligns with the findings of Armstrong and Taylor (2020); they report that planning organizational workforces and managing talents are linked to increased organization capacity and hence greater employee happiness and commitment.  The workforce management practices associated with this company seem to be planned and acceptable to employees, according to the rather high mean.
 The degree of agreement among the participants is moderate as indicated by the mean standard deviation of 0.908.  The standard deviation is lower, which means that the responses will feature a more tightly bunched data as noted by Field (2018). This implies that there are similar perceptions among the sample members.  The small standard deviation value of less than 1.0 denotes that a majority of them are agreeing, although there is still some variance probably on issues relating to flexible working strategies.  In any company, no matter how well it is controlled, the difference in perception of employees may occur because of various kinds of individual experiences, departmental treatment, and managerial approaches (Guest, 2017). This degree of difference conforms to this assertion.  Despite the fact that the data results reveal that the majority of people have a positive picture of the workforce procedures at the company, there is the chance to improve the areas, where people express other opinions.
[bookmark: _Toc208394690][bookmark: _Toc209772542]4.4.2 Strategic Resourcing 
The second aim of the study was to establish the impact of strategic resourcing on the employee performance in Aljamea-tus-Saifiyah Nairobi Campus. To respond to this goal, some statements that quantified the strategic resourcing was given and the respondents requested to state their level of agreement or disagreement. Table 4.2 shows the provided results. 













[bookmark: _Toc205740624][bookmark: _Toc208248364][bookmark: _Toc208394691][bookmark: _Toc209772576]Table 4.2: Descriptive Statistics for Strategic Resourcing
	Statements 
	SD
	D
	UD
	A
	SA
	µ
	σ

	The organization considers cost-effective hiring strategies without compromising workforce quality.
	17.1%
	7.1%
	13.2%
	36.3%
	26.3%
	3.48
	1.39

	The institution is keen to employ top talent for all its positions.
	2.9%
	-
	37.7%
	33.1%
	26.3%
	3.80
	.927

	The organization conducts a persevering recruitment process to employ competent candidates.
	-
	11.0%
	27.1%
	26.0%
	35.9%
	3.87
	1.028

	Internal promotions and transfers are effectively utilized as a source of talent.
	-
	7.5%
	29.2%
	24.2%
	39.1%
	3.95
	.992

	External recruitment agencies provide high-quality candidates that meet our hiring needs.
	-
	17.1%
	26.7%
	35.9%
	20.3%
	3.59
	.996

	The sourcing strategies for employees in the institution is effective in meeting its long-term goals. 
	-
	11.0%
	31.7%
	20.3%
	37.0%
	3.83
	1.051

	Average Score
	
	
	
	
	
	3.87
	.984



According to the table, majority of the individuals are positively impressed with the approaches taken by the company to find and recruit new talent.  There was a considerable 17.1-percent strongly disagree, seven-percent disagree, and 13.2-percent poor response to the question whether the firm believes that cost-effective recruiting methods have not compromised the quality of the workers. The findings can indicate that 36.3% have embraced and 26.3% strongly embraced this issue.  The mean score of 3.48 indicated that the general consensus was quite high, whereas the wide range from which the answers could be given was also demonstrated by the huge standard deviation of 1.39.  Even though most workers believe that the recruiting processes are efficient, still there is a big segment of the working population that does not trust or rather realize how consistent the processes are. 
 The introduction of a non-temporary recruitment system where excellent candidates (mean = 3.87, s = 1.028) are hired and internal promotions and transfers (mean = 3.95, s = 0.992) were also implemented with the positive results.  Now, regarding the claim about the effectiveness of external recruiting companies, their agreement was the smallest (mean = 3.59, s = 0.996); therefore, a slight levels of agreement, and it means that one might not be able to refer exclusively to such companies and expect them to deliver the right people.  Although the employees respond to the question about the utility of external recruiting agencies rather than, it indicates that they are not confident that these agencies will be useful in providing them with high-quality applicants, which in turn is quite likely that the attribute of moderation is closely linked to their lack of trust in the recruiting agencies being effective in the sense of reliably provided high-quality applicants.  It may be so since the institution will be concerned that recruiting will lead to conflict with its culture, beliefs, and job specifications should it use and rely on external agencies.  Because of the moderate mean and the rather small standard deviation, one may easily conclude that this view is shared by the great majority of the respondents. This implies that the organization may need to rethink its reliance on external agencies and reevaluate improving internal workforce recruitment to better address institutional needs.
 Out of the average of 3.87, it is evident that the majority believe that the resourcing tactics employed in the company are effective.  This mean based on the propaganda that the recruiting tactics are the ingredient towards talents acquisition sensations, and are, fundamentally, clear cut, per the organizational interest (Breaugh, 2017).  The companies to recruit competitively the strategic recruitment services, internal and external, must be cost-effective and be linked with the long-term goals to increase the quality of the workforce competencies. Armstrong and Taylor (2020) support it.  This is backed by studies conducted in the real world environments.  A study by Analesinya et al. (2019) found that organizations in Ghana with a hybrid of competency-based assessments and companies with economic hires deserved adorned worker productivity and retention outcomes.  Some of the advantages of the strategy of prioritising internal promotions are high level of employee motivation, enhancement of the company culture, and reduction of the cost of onboarding (Obidero and Oteyo, 2022).
 In general, this point of agreement does exist, however, discrepancies in perceptions exist, based on the fact that the standard deviation of responses is moderate (average of 0.984).  Variations in perception survey standard deviation (approaches 1.0) are typically due to differences in departmental policies, position expectations, or levels of exposure to recruiting processes as indicated by Field (2018).  It is its direction that is consistent with Karia and Asaari (2019): that, depending on whether the employee has himself or herself been subjected to the recruiting or promotion processes, employee would rate the effectiveness of the recruiting process at the firm differently.  The degree of satisfaction ratings appears less consistent in external recruiting agencies as compared to internal recruiting methods, which may be the reason why there is greater variation.
 It can be noted that many statements on strategic resourcing were neutral responses. Indicatively 37.7 percent of employees could not determine whether the methods such as recruiting the best talent, 27.1 percent determined whether recruitment is rigorous and 31.7 percent determined whether the strategy used to source can be determined.  This ambivalence could be due to the experience of the various departments, a lack of understanding of the talent management regulations, or plain unabashedness in hiring decisions.  To promote confidence in the talent acquisition and development process of the institution, there must be an improvement of the dialogue, more visible operation of resourcing plans, and prominence in feedback mechanism. This will assist in reducing the employee engagement and erode the trust.
[bookmark: _Toc208394692][bookmark: _Toc209772543]4.4.3 Strategic Compensation 
Scholars of the Nairobi Campus of Kenya Aljamea-tus-Saifiyah established the objective of finding out the influence of strategic compensation on employee productivity.  This has been to be achieved by ensuring that the respondents rated the extent to which they concurred or did not concur with a set of statements which have measured the strategic compensation.  As effective in Table 4.3, the results obtained were provided. 






[bookmark: _Toc205740626][bookmark: _Toc208248366][bookmark: _Toc208394693][bookmark: _Toc209772577]Table 4.3: Descriptive Statistics for Strategic Compensation
	Statements 
	SD
	D
	UD
	A
	SA
	µ
	σ

	I believe my compensation reflects my skills, experience, and contributions.
	3.6%
	-
	29.8%
	40.6%
	26.0%
	3.85
	.928

	There is transparency in how compensation structure is determined in this organization.
	-
	10.7%
	23.5%
	26.3%
	39.5%
	3.95
	1.028

	My compensation is competitive compared to similar positions in other organizations.
	-
	10.7%
	26.7%
	33.8%
	28.8%
	3.81
	.974

	I feel financially motivated to stay in this organization due to its competitive pay.
	-
	3.6%
	26.7%
	37.0%
	32.7%
	3.99
	.859

	The organization regularly reviews compensation structures.
	-
	3.6%
	19.9%
	34.2%
	42.3%
	4.15
	.863

	Average Score
	
	
	
	
	
	3.95
	.930



As illustrated in Table 4.3, the majority of the individuals have positive postulates about the payments policies of the company.  The most assessed statement with the highest score was that the remuneration arrangements of the firm are analysed on a regular basis (76.5 percent of the respondents say they strongly agree and agree with it).  This means that employees have been informed of efforts that the company is making to adjust their salaries consistently in order to remain competitive.  The author supports this conclusion with the results of research by Tessema and Soeters (2020). They found out that paying wage review periodically would enable firms remain competitive, fair hence making employees happier minimizing turnover. 
 In the same context, 69.7 percent of the respondents supported the claim that remuneration is a key determining factor of retaining employees implying that the chances of remuneration as a consequence of rivalry pay is favoured (mean = 3.99, s = 0.859).  The assumption that pay reflects skills, experience and contributions (mean = 3.85, s = 0.928) and the transparency in parting in to find out how compensation structure should be (mean = 3.95, s = 1.028) were both positive. Nevertheless, the higher standard deviation of transparency implies that various experiences or degrees of awareness may occur across the organization or exist in difference.  Our results align with those of Menyah et al. (2022), who determined that competitive wage packages form a substantial employee retention factor in both publicly and privately operated businesses in Ghana. 
 It was concluded according to Bayo-Moriones et al. (2021) that open pay systems increase confidence in the authority and organizational commitment, and this is evidenced by the idea of openness in making decisions on compensation systems (mean = 3.95).  The reminiscence on the competitiveness related to the remuneration concerning the similar position of other businesses was the lowest rated (mean = 3.81, s = 0.974).  The mean remains above the neutral point but the range is large and the variance decreased meaning that a number of workers tend to think that they are underpaid in the industry. This could affect their recruitment and retention talent.  This aligns with findings of a Kenyan study conducted by Obiero and Oteyo (2022) that established that employees are keen to seek alternative jobs once they suspect that their wages are lower in comparison to the market rate irrespective of the liveliness of the workplace.
 Having the average of 3.95, the majority of the workers unanimously agree that the pay rates are acceptable, motivating and subjected to regular appraisal.  That supports what Armstrong and Taylor (2020) have claimed, that open and competitive compensation plan increase morale, productivity, and loyalty to a company.  Most workers like their working conditions, but some are opposite with a few having opposite opinions, particularly with pay equity and openness, as illustrated by moderate standard deviation is 0.930 and average standard deviation of 0.163.
 Many workers seem to be uncertain about the fairness, competitiveness and motivational power of their compensation by their comparatively high neutral rates on a number of strategic compensation pronouncements (e.g. 29.8% said pay reflects skills and contributions, 26.7% said pay competitiveness, and 26.7% said financial motivation).  It appears that there is no consensus or commonness on pay policies but given that the overall result expression of the mean score in 3.95 may illustrate that there has been a moderate to good agreement.  It may lead to the loss of trust and the ability to motivate through compensation because staff may not fully understand the decision-making process of compensation and whether their salary is in line with that of others in the market.  To address this, more openness, systemic benchmarking and communication should exist to reduce the shower of mystery and improve pay strategic role in employee motivation and retention.
[bookmark: _Toc208394694][bookmark: _Toc209772544]4.4.4 Strategic Learning and Development 
This study aimed to examine the impact of Aljamea-tus-Saifiyah Nairobi Campus in Kenya strategy of strategic learning and development on employee productivity.  To achieve this objective, we provided the respondents with a series of statements that quantified strategic learning and growth and requested that they rate the extent to which they either agreed or disagreed with them.  The given findings can be observed in Table 4.4. 
[bookmark: _Toc205740628][bookmark: _Toc208248368][bookmark: _Toc208394695][bookmark: _Toc209772578]Table 4.4: Descriptive Statistics for Strategic Learning and Development
	Statements 
	SD
	D
	UD
	A
	SA
	µ
	σ

	Training and development programs are available in the institution for all employees. 
	-
	7.1%
	23.2%
	44.1%
	25.6%
	3.88
	.872

	The training offered is effective in encouraging performance. 
	-
	7.1%
	13.6%
	40.2%
	39.1%
	4.11
	.895

	The learning and development programs are designed to meet my areas of need for effective service delivery.  
	-
	-
	27.0%
	28.5%
	44.5%
	4.17
	.829

	All employees are given opportunities to participate in training programs. 
	-
	-
	27.0%
	28.2%
	44.8%
	4.18
	.830

	During the training programs offered by the institution, most employees are able to complete. 
	-
	-
	17.1%
	27.0%
	55.9%
	4.39
	.762

	Training and development programs are provided based on an employee’s skills evaluation.
	-
	13.5%
	21.0%
	33.1%
	32.4%
	3.84
	1.027

	Average Score
	
	
	
	
	
	4.10
	.869



As indicated in Table 4.4, the institution can accept strategic learning and development activities very well.  This moderate scale of agreement is also due to the fact that respondents moderately agree that training and development programs are accessible to all workers (Mean of 3.88 and a standard deviation of 0.872).  According to the employees, this position has been helpful so as to ensure that work performance is improved as indicated in the 79.3/100 employees agreed (mean= 4.11, 0.895) that training was behind performance improvement.
 The best rating was received on the statement that most workers are able to finish the training programs available within the institution (82.9% strongly agree/ agree 4.39, 0.762).  Judging by high completion rate, the training programs seem to be well formatted, manageable and accessible to the workers.  On the same note, even though respondents believed that the learning and development programs will enable them to deliver superior services to their clients, 73 percent of the respondents indicated that every worker has a chance to participate in the above learning and development programs (mean = 4.18, s = 0.830).  Such results prove that the occupational training material correspondence is important to occupational need and that it has to be included.
 With that said, 45.4% of the respondents agreed and 21% of them were indifferent to the statement that training and development programs are offered based on a skill appraisal of the employee who was least rated (mean = 3.84, 827).  The problem of not agreeing on the item of having individual needs based training programs can be regarded on the basis of the highly reported standard deviation.  It appears that most employees are doubting whether the training programs are inclusive, relevant or aligned given that most of the responses under the strategic learning and development variable are neutral. As an instance, 23.2 per cent employee scepticised that there were programs, 27.0 per cent scepticised that there was training as per the explicit needs of the individual involved and 21.0 per cent scepticised that there was training as per the analysis of their skills.  Any interest in respect of either the program communication or accessibility or job refinements, does not seem to have been approached seriously despite what seems to be a clearly acceptable level of consensus around an average score of 4.10 that scale learning and development opportunities are acceptable and productive.  This ambiguity may in both lead to the devaluation of the strategic role of training in regard to performance and indeed de-value the self-esteem of the staff themselves invested in the development process.  The organization might be required to clarify its objectives as part of an effort to maximize the organization learning and development as a performance leader, level the playing field and guarantee the idea of training is directed at an individual worker to meet their needs.
 The mean score of 4.10 suggests that most of them believe that the efforts being done by the school in terms of formulation of strategic learning and development processes is easy to understand and apply.  Perception of workers is also fairly stable with some variation that is represented by the mean standard deviation of 0.869.  These findings reveal that one of the areas of excellence in HR practices is the strategic learning and development programs of the institution.
 It was found based on this that organizations which implemented a strong employee learning and development system also enjoyed higher levels of employee happiness rate, higher employee productivity and lower employee retention rate.  This may also be related to the fact the average standard deviation of - 0.869 is low, meaning that players mostly respond to the question that these programs are easily accessible and, more importantly, can influence the workers in an equal way.  Relevance of consistency consists in the fact that equal access to training opportunities leads to more inclusive culture in learning proposed by Noe et al. (2017) and, therefore, to reduced skill gap.
 Research studies also support this notion that organized systems of learning and development are capable of providing an individual with an edge in the market.  According to a research article Hussain et al. (2020), more likely to reflect the changing consumer needs and more likely to become innovators, organisations have turned it into a costly resource to train their skills perpetually.  Training interventions in accordance to the organizational plan improve the current performance levels and talent pipeline of the organization, considering the leadership vacancies in the future (Cascio and Boudreau, 2016).  Even though there is no use denying the approved fact that training of needs based on skills can be improved, the outcomes are identical to the reports of Aguinis and Kraiger (2019). They claim that there exists more to guide the development activities in order to address the individual competence gaps with the intent of facilitating the transfer of learning and job performance.  The advent of more personalized practices may well lead to a better organizational flexibility and staff involvement, but the present learning and development strategic procedures of the company may well pass.
[bookmark: _Toc208394696][bookmark: _Toc209772545]4.4.5 Organization Culture
The branch of culture in the workplace was selected as a moderator.  This research was aimed at examining the impact of Aljameahtus Saifiyah corporate culture on HR strategy and staff productivity.  The respondents were to select how much they commented by agreeing or disagreeing to a set of statements aimed at gauging the culture of the organization.  Table 4.5 displays the findings. 





[bookmark: _Toc205740630][bookmark: _Toc208248370][bookmark: _Toc208394697][bookmark: _Toc209772579]Table 4.5: Descriptive Statistics for Organization Culture
	Statements 
	SD
	D
	UD
	A
	SA
	µ
	σ

	The organization promotes a culture that supports adaptability and change.
	-
	13.5%
	27.5%
	30.2%
	28.8%
	3.74
	1.020

	The organization’s values align with my personal beliefs and work ethics.
	-
	3.6%
	29.9%
	36.6%
	29.9%
	3.92
	.859

	The organization fosters a culture of trust, respect, and integrity.
	-
	6.8%
	37.3%
	29.9%
	26.0%
	3.75
	.919

	Leaders communicate with the employees openly and transparently within the institution.
	-
	7.1%
	23.5%
	34.2%
	35.2%
	3.96
	.935

	Leadership promotes a collaborative and supportive work environment.
	-
	13.5%
	26.3%
	31.0%
	29.2%
	3.76
	1.020

	Management values and acknowledges employees' contributions.
	-
	7.1%
	23.1%
	39.9%
	29.9%
	3.93
	.901

	Average Score
	
	
	
	
	
	3.84
	.942



Also, in spite of the significant variability of experiences, the results show that employees typically feel positive about the leadership of the organization and its organizational culture.  The majority of respondents (69.4%) strongly or agreed with the fact that leaders are honest and transparent when communicating inside the organization which explains the reason why it was best score with the highest mean (3.96, s = 0.935).  This is indicative of the open correspondence which is held in a higher esteem by this culture of the firm.  Similarly, the processes of recognition which align with the expectations of employees were also manifested in the fact that 69.8 percent of employees believed that the management recognizes and reward their work (mean = 3.93, s = 0.901).
 Also, 66.5 percent of workers concurred that corporate principles need to align with their own ideas and work ethics, and this earned them a high score (mean = 3.92, s = 0.859).  Corporate culture research underpins the statement that congruence is a key factor contributing to employee engagement and employees retention.  However, it appears that not every team or department is quite sure that the company supports the culture of honesty, respect, and reliability (mean = 3.75, s = 0.919) since 37.3% of the respondents were almost certain or unamazed.
 They had the least rating perceptions regarding the leadership that promotes a cooperative and encouraging environment and that fosters change and adaptation (mean = 3.74, s = 1.020), and second lowest (mean = 3.76, s = 1.020).  Even if the proportion of sufficers was slightly above 50 per cent of the people who were polled in both cases, the standard deviations are extremely large and it may be that, in some departments there are more of our cultural aspects than there are in others.
 Having a mean score of 3.84, it is evident that the majority of the workers believe that there is an advocated open dialogue, appreciation within and promotion of good principles and culture within their firm.  Although the culture, in general, has been received positively, dissimilarity exists in its execution throughout the company, taking into consideration the medium standard deviation change at 0.942.  To achieve greater cultural alignment consistency, these findings demonstrate that one has a stable ground in communication and recognition, yet they also demonstrate that one can enhance the processes of adaptation, trust-building, and collaboration.  Schein (2017) argues that the strong corporate culture results in the emergence of shared beliefs, which direct behavior towards the strategic goals, and these data support his claim.  Different environments that appreciate participation and flexibility are also known to positively affect performance and creativity (Denison et al., 2014).  The result here resonates with the hypothesis put forward by Cameron and Quinn, (2011) that a higher-level cultural congruence brings about stability and execution of the strategy.  Hartnell et al. (2019) also note that leadership and HR practices that encourage cultural norms continually may preserve or even promote this oneness.
 Each of the organizational culture items has a relatively large percentage of neutral responses. As an illustration, when asked what the institution is doing in terms of cultivating adaptability and change, 27.5% of the employees have been left uncertain, 29.9% in reference to alignment of values and 37.3 poor in fostering trust, respect and integrity.  One of the areas that lacks clarity or shared understanding is the practical application of cultural values and this is even though the average mean of 3.84 shows a moderate level of agreement given the high percentage of neutral answers.  This uncertainty jeopardizes the role of both employee engagement and culture in the unifying role to meet strategic goals.  To address this, implementing values of culture consistently at the top level management must be able to communicate openly in order to be seen as a good example by employees to emulate. That will assist in the transformation of organizational culture to provide something that any single person can connect to and work towards achieving.

[bookmark: _Toc208394698][bookmark: _Toc209772546]4.4.6 Employee Performance 
The dependent variable of the study was staff output.  Therefore, to measure the performance of respondents in the institution, we offered them a number of statements to demonstrate the same.  They were assigned the responsibility of stating the degree to which they agreed.  Table 4.6 displays the results. 
[bookmark: _Toc205740632][bookmark: _Toc208248372][bookmark: _Toc208394699][bookmark: _Toc209772580]Table 4.6: Descriptive Statistics for Employee Performance
	Statements 
	SD
	D
	UD
	A
	SA
	µ
	σ

	I am satisfied with my current job and have no plans to leave the organization soon.
	-
	7.1%
	23.1%
	39.9%
	29.9%
	3.93
	.901

	I feel valued and appreciated in my workplace.
	-
	3.6%
	29.9%
	19.9%
	46.6%
	4.09
	.949

	I consistently meet or exceed my performance targets.
	-
	12.8%
	34.2%
	23.1%
	29.9%
	3.70
	1.033

	I am committed to achieving long-term career goals within this organization.
	-
	2.8%
	20.4%
	34.5%
	42.3%
	4.16
	.846

	Average Score
	
	
	
	
	
	3.97
	.932



The results suggest that employees generally hold positive views about their job satisfaction, sense of value, and long-term commitment to the organization. The highest-rated statement was commitment to achieving long-term career goals within the organization (mean = 4.16, σ = 0.846), with 76.8% of respondents agreeing or strongly agreeing. This indicates a strong level of loyalty and career orientation toward the organization. A similarly high rating was observed for feeling valued and appreciated at the workplace (mean = 4.09, σ = 0.949), with 66.5% in agreement, highlighting that recognition and appreciation are key strengths of the workplace culture.
Job satisfaction also rated positively, with 69.8% of respondents agreeing or strongly agreeing that they are satisfied with their current job and have no plans to leave soon (mean = 3.93, σ = 0.901). This reflects healthy retention prospects for the organization. However, the lowest-rated statement was consistently meeting or exceeding performance targets (mean = 3.70, σ = 1.033), with only 53% agreeing and a relatively higher standard deviation, suggesting variability in performance experiences and possibly differences in resource allocation, role challenges, or performance expectations.
The average mean score of 3.97 reflects a generally favorable perception of employee engagement, motivation, and career alignment. This supports Armstrong and Taylor’s (2020) argument that workplaces fostering appreciation, career development opportunities, and job satisfaction tend to retain talent and enhance performance. The average standard deviation of 0.932 indicates moderate consensus, meaning that while most employees share these positive views, differences in perceptions—particularly around performance consistency—point to areas where support structures or performance management systems could be strengthened to ensure more uniform experiences across the workforce.
[bookmark: _Toc208394700][bookmark: _Toc209772547]4.5 Diagnostic Tests
A diagnostic test is a statistical operation that examines validity of assumptions made on an analytical model and ensure that results are correct and precise.  With no restraint, complications such as multicollinearity, heteroscedasticity, and non-observance of normalcy may yield biased estimates and erroneous conclusions; these assist in the detection of such endocrinological problems.  The results of the various diagnostic tests employed in this study are elaborated as follows. 
[bookmark: _Toc208394701][bookmark: _Toc209772548]4.5.1 Normality Tests
Normal test is the other most critical assumption of parametrical statistical analysis and hence to test normality the KolmogorovSmirnov test was applied to test this research.  Preferably, cumulative data of the observed variables are compared to a perfectly normal distribution and evaluated on large variations with the test.  Non-statistically significant tests mean that the information is not so extraordinary, which is an adequate yardstick, but statistically significant tests, mean one so extraordinary, to the extent that there should be an action to be taken to correct it by using data manipulations or non-parametric tests.  Therefore, the study findings were suitable and authoritative to a further point since the Kolmogorov-Smirnov test was considered to determine that the analytical processes that have been chosen to extract data, which were dispersed properly.  As it is possible to observe in Table 4.7 all the significant values were above the mark 0.05.  The data were thus supposed to be normally distributed. 
[bookmark: _Toc205740635][bookmark: _Toc208248375][bookmark: _Toc208394702][bookmark: _Toc209772581]Table 4.7: Normality Test Results
	
	Kolmogorov-Smirnova
	Shapiro-Wilk

	
	Statistic
	df
	Sig.
	Statistic
	df
	Sig.

	Strategic Workforce planning
	.166
	209
	.130
	.907
	209
	.654

	Strategic Resourcing
	.101
	209
	.084
	.934
	209
	.276

	Compensation
	.114
	209
	.234
	.944
	209
	.198

	Strategic learning and development
	.148
	209
	.178
	.895
	209
	.236

	Organization Culture
	.170
	209
	.200*
	.925
	209
	.327

	Employee Performance
	.188
	209
	.200*
	.900
	209
	.243

	*. This is a lower bound of the true significance.
a. Lilliefors Significance Correction



[bookmark: _Toc208394703][bookmark: _Toc209772549]4.5.2 Multicollinearity Test
Since multicollinearity tests analyzed the correlation between the independent variables, values that were too large would confound the estimation of the regression coefficient and make the model difficult to entertain.  There will be a difficulty in establishing the impact of different predictors since multicollinearity would result in large values on the standard errors of the coefficients.  The tolerance of more than 0.1 and the VIF below 10 were regarded as significant factors and an acceptable result.  After the problem of multicollinearity was determined and discarded, the regression model would have provided consistent, worthwhile, and informative estimations of the associations it was testing.  In the table below 4.8, it is seen that though VIF value was lower than 5, the tolerance value exceeded 0.1.  The next conclusion made was that the variables were not multicollinear. 
[bookmark: _Toc197946925][bookmark: _Toc203742685][bookmark: _Toc205740637][bookmark: _Toc208248377][bookmark: _Toc208394704][bookmark: _Toc209772582]Table 4.8: Multicollinearity Results
	Model
	Collinearity Statistics

	
	Tolerance
	VIF

	1
	(Constant)
	
	

	
	Strategic Workforce planning
	.249
	2.014

	
	Strategic Resourcing
	.300
	3.995

	
	Compensation
	.222
	4.513

	
	Strategic learning and development
	.423
	2.117

	
	Organization Culture
	.342
	2.549



[bookmark: _Toc208394705][bookmark: _Toc209772550]4.5.3 Heteroscedasticity Test
The test in this research to verify whether there is heteroscedasticity or not was the Breusch-Pagan test. Ordinary least squares (OLS) regression work on the assumption that there is no variation (for all levels of the independent variable) in the residual variance.  Heteroscedasticity may lead to inefficient estimates and/or biased standard errors. These variables influence the legitimacy of showing the conclusions and hypothesis testing.  One can observe heteroscedasticity through the Breusch-Pagan test, which relies on the fact that the sum of the squares of the residuals is then the chosen independent variables depended upon. One of the outcomes gives a strong indication to the presence of this issue.  The test was applied to diagnose and remedy heteroscedasticity that would have ensured that the estimations in the study were strong and reliable.
[bookmark: _Toc205740639][bookmark: _Toc208248379][bookmark: _Toc208394706][bookmark: _Toc209772583]Table 4.9: Heteroscedasticity Test Results
	Model
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	1
	Regression
	4.505
	4
	1.126
	5.657
	.115

	
	Residual
	40.495
	204
	0.199
	
	

	
	Total
	45.000
	208
	
	
	

	a. Dependent Variable: res_squared

	b. Predictors: (Constant), Strategic Learning and Development, Strategic Resourcing, Strategic Compensation, Strategic Workforce Planning



It can be seen that the p-value obtained was 0.115 as seen in table 4.9.  This study did not eliminate the likelihood of homoscedasticity because the p-value exceeded the value of 0.05 that indicated significant variances in research.  One can conclude therefore that the error terms variance is fixed and that there is no heteroscedasticity of the regression model.  No wonder the standard errors are not skewed and the regression estimates are efficient.
[bookmark: _Toc208394707][bookmark: _Toc209772551]4.6 Inferential Analysis 
The result obtained in the p-value was indeed 0.115 as indicated in the table 4.9.  It was also possible that homoscedasticity also occurred in this research since the p-value was greater than 0.05 standard of significance.  The formula above then implies that the standard deviation of the error terms is a given fixed value and the regression equation is free of heteroscedasticity.  This is why the skewing in the standard errors are nonexistent and the regression estimates are efficient. 
[bookmark: _Toc208394708][bookmark: _Toc209772552]4.6.1 Correlation Analysis 
Pallant (2020) suggests that an example of the way to determine to what degree and in what direction two or more variables are related is to conduct a correlation study.  Correlation coefficients (herein referred to as r) can range between -1 and +1; a positive coefficient of correlation of very close to +1 suggests a very positive relationship and vice versa shows a very negative relationship and a negative coefficient between +1 and -1 suggests a positive relationship whereas a zero coefficient signifies nothing whatsoever (except a means of word of mouth).  This is because, without the assumption of the cause-effect, it enables the researcher to determine the linkage between the variation in one variable and variation in another (Field, 2018).  The results of the correlation analysis can be observed with the help of Table 4.10.  SWP- Strategic Workforce Planning, SR- Strategic Resourcing, FC- Strategic Compensation, SLD- Strategic Learning and Development, OC- Organization Culture and EP- Employee Performance are a few acronyms adopted by the research indicators.
[bookmark: _Toc205740642]

[bookmark: _Toc208248382][bookmark: _Toc208394709][bookmark: _Toc209772584]Table 4.10: Correlation Results
	
	SWP
	SR
	SC
	SLD
	OC
	EP

	Strategic Workforce planning
	Pearson Correlation
	1
	
	
	
	
	

	
	Sig. (2-tailed)
	
	
	
	
	
	

	Strategic Resourcing
	Pearson Correlation
	.841**
	1
	
	
	
	

	
	Sig. (2-tailed)
	.000
	
	
	
	
	

	Compensation
	Pearson Correlation
	.824**
	.850**
	1
	
	
	

	
	Sig. (2-tailed)
	.000
	.000
	
	
	
	

	Strategic learning and development
	Pearson Correlation
	.791**
	.932**
	.839**
	1
	
	

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

	Organization Culture
	Pearson Correlation
	.850**
	.936**
	.860**
	.938**
	1
	

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

	Employee Performance
	Pearson Correlation
	.824**
	.879**
	.745**
	.849**
	.927**
	1

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

	
	N
	209
	209
	209
	209
	209
	209

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



Correlation table (r=0.824, p<0.05), r=0.745, p<0.05), and r=0.927, p<0.05, respectively) indicated a strong positive relationship between strategic workforce planning, strategic resourcing, strategic compensation, strategic learning and development, and organizational culture and employee performance in Aljamea-tus- Saifiyah Campus.  This result shows that there is a strong positive relationship and connection between the employee performance and the aspects of strategic human resource management methodologies.  These findings can be attributed to empirical studies which have emphasized the significance of integrated HR plans in determining performance outcomes.  Indeed, strategic workforce planning significantly enhances workplace efficiency through more organized utilization of available information to meet corporate goals (Otoo, 2019).  Kagaari et al. (2018) state that strategic resourcing enhances productivity and employee engagement through more accurate hiring procedures.  There is a positive correlation between strategic pay and performance, which aligns with Piening et al. (2014) conclusions. These scholars argued that competitive and fair rewarding systems promote motivation and productivity.  The continuous development of staff skills and flexibility fosters education validates the idea that strategic learning and development exert influence, which was confirmed by Jehanzeb and Bashir (2013).  Lastly, Al-Matari et al. (2021) established that an environment that is supportive and value-oriented encourages participation, innovation, and high effectiveness; this observation is not new because there is a strong correlation that exists between the organizational culture and performance.
[bookmark: _Toc208394710][bookmark: _Toc209772553]4.6.2 Multiple Linear Regression Analysis 
It analyzed Strategic Human Resource Management (SHRM) approach to establish its joint effect on employee performance at the Aljamea-tus-Saifiyah Campus through multiple linear regression.  Through this statistical process, we could conduct an analysis on the relationship between strategic learning and development, strategic remuneration, strategic resourcing and strategic workforce planning in relation to their implications on performance outcomes.  The findings of the linear regression analysis are given in the model summary, ANOVA and coefficient tables respectively. 
[bookmark: _Toc205740644][bookmark: _Toc208248384][bookmark: _Toc208394711][bookmark: _Toc209772585]Table 4.11: Model Summary
	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.901a
	.812
	.808
	1.49848

	a. Predictors: (Constant), Strategic learning and development, Strategic Workforce planning, Compensation, Strategic Resourcing



The model summary table showed an r-squared of 0.812 with an adjusted- r-squared also being 0.808.  It was observed that the employee performance at Aljamea-tus-Saifiyah could be explained 81.2% by the strategic HR strategies.  An error term is therefore a potential reason behind high residue of 18.8%. 
[bookmark: _Toc205740645][bookmark: _Toc208248385][bookmark: _Toc208394712][bookmark: _Toc209772586]Table 4.12: ANOVA Results 
	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	1974.545
	4
	493.636
	219.841
	.000b

	
	Residual
	458.067
	204
	2.245
	
	

	
	Total
	2432.612
	208
	
	
	

	a. Dependent Variable: Employee Performance

	b. Predictors: (Constant), Strategic learning and development, Strategic Workforce planning, Compensation, Strategic Resourcing



The ANOVA results indicated that the calculated F-statistic at 5% level of significance was 219.841.  The tabulated f statistics is 2.37 at a significance level of 5%.  The performed linear regression model was considered to be fit as the f statistics calculated were larger than the f statistics in the table.  And 0.05 was less than the p-value of 0.00 too.  Thus the study established that indeed, strategic human resource practices influenced the performance of employees at the Aljamea-tus-Saifiyah Nairobi Campus and that gave statistical evidence to reject the null hypothesis. 
[bookmark: _Toc205740646][bookmark: _Toc208248386][bookmark: _Toc208394713][bookmark: _Toc209772587]Table 4.13: Coefficients Results
	[bookmark: _Hlk205652500]Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	.140
	.613
	
	.228
	.020

	
	Strategic Workforce planning
	.410
	.070
	.355
	5.835
	.000

	
	Strategic Resourcing
	.345
	.067
	.491
	5.115
	.000

	
	Compensation
	.180
	.059
	.198
	3.062
	.002

	
	Strategic learning and development
	.202
	.063
	.276
	3.189
	.002

	a. Dependent Variable: Employee Performance



[bookmark: _Toc208394714]The relationship between employee-level performance and strategic workforce planning was positive and statistically significant (b=0.410, p<0.05) just like observed in Table 4.13.  According to this study, strategic workforce planning does influence employee performance at Aljamea-tus-Saifiyah Nairobi Campus, Kenya, and, hence,, null hypothesis falls into rejection.  Based on the results, performance of employees increases by 0.410 units when strategic workforce planning is increased by a unit.  This validates the finding of other researchers like Okechukwu and Ndubuisi (2021) who found that, the productivity and engagement of the workforce were significantly enhanced in the universities in Nigeria when their planning was aligned with organizational strategy.  Similarly, Goh and Wong (2022) have discovered that strategic personnel planning enhances better performance result because it promotes decisive and effective staff assignment, preparation of succession and alignment of skills.  Barney (1991) asserts that these findings contribute to the resource based view (RBV) hypothesis that postulates that firm can obtain a competitive advantage in the market when it can micro-manage its human resources in a manner that allows its staff to develop and deploy their unique abilities.
 Strategic resourcing is positively and significantly associated with employee performance (b= 0.345, p<0.05).  The strategic resourcing has a significant effect on the performance of employees in Aljamea-tus-Saifiyah Nairobi Campus, Kenya, which is the alternative hypothesis of this study, thus negating that there is no effect by strategic resourcing on employee performance.  Moreover, employees will increase performance by 0.345 units with each unit of strategic resourcing.  Such findings are in line with the findings of empirical studies that have indicated that the presence of a system of acquiring and placing of talent is a very important factor of an organization.  The strategic resourcing assists organizations to locate, retain employees with skills that better suit pending vacancies, which enhances productivity and efficiency (Oaya, Ogbu, and Remilekun, 2017).  By allocating strength to strategic recruiting in the long term, firms boost their employee involvement and productivity (Ngeno and Kariuki, 2020).  This study suggests that well-engineered resourcing strategies enhance the performance of employees.
 There is a good and statistically significant relationship between the compensation and the employee performance (b=0.180, p<0.05).  Based on this study the null hypothesis is rejected and it is concluded that Aljamea-tus-Saifiyah Nairobi Campus in Kenya pay has statistically significant effect on performance of its employees.  Moreover, under the same condition, a one unit change in the compensation will result in a 0.180 unit productivity throughout the organization.  This confirms other studies that have done this; that good and competitive pay motivates employees, increases job satisfaction and reduces employee turnover.  To make the argument, Jehanzeb, Rasheed and Rasheed (2012) established that employee dedication of a pay package directly led to increased performance.  On the same note, Nyamekye (2021) found out that by having a sense that their compensation is appropriate, workers tend to work harder and concentrate on the goals of the company.  Consequently, it is apparent that efficient compensation schemes are essential with regard to high performance.
 The correlation, which exists between the strategic learning and development and employee performance is good and statistically advantageous (b=0.202, p<0.05).  The alternative hypothesis positively and significantly supports the null as it shows that strategic learning and development affects the performance of staff in Kenya in Aljamea-tus-Saifiyah Nairobi Campus.  Moreover, employees will increase their performance by 0.202 units per unit increase in strategic learning and development.  This finding can be attributed to other studies that have supported this in the past which have revealed how continuous skill upgrading can lead to an increment in productivity at the work place.  Organized training procedures elevated performance since it amplifies competence and motivation initiates employees to modify to the emerging work demands (Elnaga and Imran, 2013).  Maina and Karanja (2020) discovered that academic institutions in Kenya enhanced service and staff productivity through intensive learning and development practices.  This implies that employees can achieve organizational goals more readily in case a serious effort to invest in training programs has been made.  This brings us to the next statement of the total linear regression model: 
 The formula of employee performance is equation (0.140 + 0.410 SWP + 0.345 SR + 0.180 SC + 0.202 SLD).
 Therefore, SLD (Strategic Learning and Development), SC (Strategic Compensation), SR (Strategic resourcing), and SWP (Strategic Workforce Planning).
[bookmark: _Toc209772554]4.6.3 Moderated Linear Regression Analysis 
To get a deeper insight into the relationship between strategic HRM practices and employee performance through the intermediation of the organizational culture developed at Aljamee-tus-Saifiyah, additional regression analysis was carried out.  Table 4.14 contains the findings.

[bookmark: _Toc205740648][bookmark: _Toc208248388][bookmark: _Toc208394715][bookmark: _Toc209772588]Table 4.14: Moderating Effect of Organizational Culture on the Relationship between Strategic Human Resource Management Practices and Employee Performance
	Model Summary

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

	1
	.912a
	.831
	.825
	1.43209

	a. Predictors: (Constant), M_SLD, Compensation, Strategic Workforce planning, Strategic learning and development, M_SC, M_SWP, Strategic Resourcing, M_SR

	ANOVAa

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	2022.434
	8
	252.804
	[bookmark: _Hlk205653733]123.265
	.000b

	
	Residual
	410.179
	200
	2.051
	
	

	
	Total
	2432.612
	208
	
	
	

	a. Dependent Variable: Employee Performance

	b. Predictors: (Constant), M_SLD, Compensation, Strategic Workforce planning, Strategic learning and development, M_SC, M_SWP, Strategic Resourcing, M_SR

	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	[bookmark: _Hlk205653852]1.568
	.754
	
	2.079
	.039

	
	Strategic Workforce planning
	[bookmark: _Hlk205653860].436
	.070
	.378
	6.269
	.000

	
	Strategic Resourcing
	[bookmark: _Hlk205653878].271
	.081
	.386
	3.326
	.001

	
	Compensation
	[bookmark: _Hlk205653897].176
	.065
	.193
	2.710
	.007

	[bookmark: _Hlk205653910]
	Strategic learning and development
	.304
	.067
	.416
	4.502
	.000

	
	[bookmark: _Hlk205653935]M_SWP
	[bookmark: _Hlk205653927].602
	.339
	.181
	1.773
	.008

	
	[bookmark: _Hlk205653947]M_SR
	.806
	.505
	.254
	1.598
	.012

	
	[bookmark: _Hlk205653970]M_SC
	[bookmark: _Hlk205653959].041
	.277
	.013
	.148
	.002

	
	[bookmark: _Hlk205653984]M_SLD
	.165
	.398
	.051
	.415
	.009

	a. Dependent Variable: Employee Performance



In Table 4.14, SHRM plus organizational culture provide a better R-squared of 0.831 that are relied upon in explaining the performance of employees.  It follows that the interaction term between SHRM and organizational culture theorizes 83.1% of the variance of employee performances at Aljamea-tus-Saifiyah.  In addition, the value of R-squared increased to 83.1 after the organizational culture was controlled.  This is to mean that the organizational culture at Aljamea-tus-Saifiyah enables strategic human resource management strategies to be an even stronger predictor of employee success.
 The regression model on the moderating variable was statistically significant, indicated by 123.265 F-stat on the 0.000 p-value.  T-statistics and p values could be employed to test the relevancy of moderating the model coefficients, with regard to determining whether they should be dropped or not.  The findings indicate that organizational culture of Aljamea-tus-Saifiyah Nairobi Campus significantly affected the power of the association between the strategic elements of HRM and productivity of individual workers. 
 According to the results of the moderation analysis, organizational culture (M) mediated the relations between strategic HRM practices and employee performance two ways.  Of the interaction variables, the strategic resourcing moderation variable (MSR, E =.254, p =.012) was the variable that substantially influenced the other two, which were strategic workforce planning (MSWP, b =.181, p =.008).  Following the observations that these findings imply, workforce planning processes and methods of resource allocation appear to be more efficient in enhancing employee performance in the presence of a strong corporate culture.  In other words, the organizational culture plays a more minor, nevertheless, statistically significant role in reinforcing such associations, as observed in the smaller moderation effects of strategic learning and development (MSLD, b =.051, p =.009) and compensation (MSC, b =.013, p =.002), respectively.
 These dispensation degrees include: in that order, Compensation (MSC) - Strategic Learning and Development (MSLD) - Strategic Workforce Planning (MSWP).  This rating shows that culture influences little on the remuneration policies of the company, yet it shapes the procedure through which the organization recruits and prepares its employees.  According to these studies, in order to maximize the impact on the performance of employees, it is paramount to incorporate cultural values in talent procurement and workforce planning techniques.
 Denison et al. (2024) were in agreement and concluded that a difference in the implementation and adoption of HRM techniques is considered and performed in accordance with the influence of corporate culture on the shared beliefs, behaviors, and values of the workers.  Studies by Albrecht et al. (2025), and Ogbonna and Harris (2020) all suggest a cohesive and supportive culture to make strategic workforce planning, resourcing, remuneration, and learning activities more successful. This is owed to the fact that, when one has coherent culture, it fosters trust, interaction and congruence to corporate goals.  The culture is strong and aligned to the strategic direction; it is more prone to accepting human resource management strategies and lead to improved performances.  Conversely, even well-designed HRM initiatives may fail because they lack proper or even opposing culture.  This moderating influence explains the importance of integrating cultural alignment in SHRM systems in order to optimise employee performance.  The moderating relationship model is as follows:
Employee Performance =1.568+.436SWP+.271SR+.176SC+.304SLD+.602 M_SWP+.806 M_SR+.041 M_SC+.165 M_SLD
Whereby
SWP-Strategic Workforce Planning, 
SR-Strategic Resourcing, 
SC-Strategic Compensation, 
SLD-Strategic Learning and Development
M_SWP – Interaction between Moderating variable and Strategic workforce planning
M_SR - Interaction between Moderating variable and Strategic Resourcing
M_SC- Interaction between Moderating variable and Strategic Compensation
M_SLD - Interaction between Moderating variable and Strategic Learning and Development
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[bookmark: _Toc208394717][bookmark: _Toc209772556]SUMMARY OF THE FINDINGS, CONCLUSIONS AND RECOMMENDATIONS
[bookmark: _Toc208394718][bookmark: _Toc209772557]5.1 Introduction 
The chapter gives an overview of the findings of the study as well as its recommendation regarding the strategic management of human resources and performance within the Nairobi Campus of the Aljameera-tus-Saifiyah.  The chapter also includes a recommendation to carry out additional research. 
[bookmark: _Toc208394719][bookmark: _Toc209772558]5.2 Summary of the Findings 
The research factors that were employed to summarize the results were strategic workforce planning, strategic resourcing, strategic pay, organizational culture, and strategic learning and development.  It is a summary of the descriptive and inferential statistics results.
[bookmark: _Toc209772559]5.2.1 Strategic Workforce Planning
The follow practices that respondents received positive consideration according to this descriptive statistics include; aligning the capabilities of the staff to the needs of the institutions, point prediction because to fulfill these needs and ensuring that all the necessary recruitment is done in time to ensure that there is fillment of open positions that are so critical to the institution.  The small standard deviations imply that most employees believe that the company pays serious attention to the systematic alignment of its employees to its long-term objectives.  The above results imply that a consistent understanding and appreciation of campus-wide workforce planning programs exist.
 Inferential study revealed that the strategic workforce planning has a positive and statistically significant correlation with the performance of employees. This implies that by having the workforce aligned successfully individual workforce and institutional productivity improves.  Strategic human capital foresight, skills mapping and talent retention are necessary to achieve the information of an institution goals; the existing coefficient value of 0.410 indicated that a one-unit increment in the workforce planning would lead to a performance benefit of 0.410 units.
[bookmark: _Toc209772560]5.2.2 Strategic Resourcing
Descriptive statistics revealed that, meanwhile, respondents believed that the Aljamea-tus-Saifiyah Nairobi Campus employed strategic resourcing strategies to moderate and high extents.  In spite of the evidence that the long-term planning in personnel can be improved, the personnel in the firm observed that the process of recruitment was rather open and met the purposes of the organization.  The standard deviation measured the extent to which one varies between various categories of staff members (consistency).  Despite the existence of strategic resourcing, these findings imply that there remains more to be covered on certain fronts to make the best effort possible therein to achieve alignment with institutional objectives.  Nevertheless, the calendar of the resourcing processes appears to remain unclear among the multitude of the ambivalent responses, particularly in the context of bringing the best talent mirrored by the substantial share of their unconsistent responses, and the efficacy of sourcing strategies.  This indicates either a lack of transparency or unequal treatment of the talent management and recruitment process in the institution.
 Based on the inferential results of the regression analysis, strategic resourcing achieved significant enhancement of employee performance.  Planned and implemented hiring strategies positively influence staff commitment, performance, and quality.  As the strength of the connection goes, strategic resourcing does not dominate other HRM elements and institutional matters; it is not simply the driver of success.  This paper has supported the argument voiced in the HRM literature that strategic recruiting coupled with broader HR practices ensures the optimization of performance outcomes.
[bookmark: _Toc209772561]5.2.3 Compensation
Its descriptive outcomes found that staff members found their compensation to be fairly average with an above average but a below average means score.  Although the respondents knew that the issue of payment of the various wages was under the wheels and on time; they felt that the perks and non monetary award system could be improved.  The level of justice and acceptability of the remuneration package may depend on the department or career level, some must be more or less diverse in scope as depicted by the medium level of diversity in the standard deviation measures.  Such variation might be useful in comparisons between the execution or practice of compensation policies.  There is the need to assume the addition that the evokes indolence among workers with respect to compensation equality in addition to competitiveness and monetary compensations that these workers are oblivious of decision making procedure and their wages will be market based or talent based requirement.  Here starts to emerge the need to open up and talk about systems of pay.
 Regression findings supported the inferential outlook on the statistically significant impact of pay on human performance.  This echoes the ideas of the past within the sphere of human resource management (HRM), which argues the merits of Luongeloone and high satisfactory remuneration increasing morale and retention rates, more than productivity does.  The game stakes fully rejects the incentive plan as it balance the pay and incentive plan against the business objectives and bottom lines.  It is also revealed in the findings that monetary and non-monetary aspects of remuneration can be enhanced to achieve high performance.
[bookmark: _Toc209772562]5.2.4 Strategic Learning and Development
The findings of the descriptive statistics made it clear that the workers agreed strongly that there were possibilities of learning and achieving growth, with an average score that originates towards the agree category of the scale.  The aspect of job competency was observed to improve following participation in training programs, and mentoring and skills development seminars.  Using the small-mid standard deviation, it looks like the majority of the respondents shared similar perceptions about the department of capacity development in the institute, and it is a positive indicator.  However, indications existed that alternatives of customised career progression can be extended to suit certain career desires.  But when questioned as to whether training was inclusive, needs based or skill assessment based a noteworthy percentage of workers expressed indifference.  This can be a pointer to suggest that training programs are not related to the individual goals that workers aim to their career growth.
 The results of the inferential analysis demonstrated that strategic learning and development positively and significantly affected staff performance.  The findings in this research lend some credibility to the doting hypothesis of multiplied effects of training programs on worker engagement, loyalty and technical expertise.  Going by the statistics, the strategic plan of the institution should accommodate ongoing professional development. 
[bookmark: _Toc209772563]5.2.5 Organizational Culture as a Moderator
Descriptive analysis indicated that the organizational culture at Aljamea-tus-Saifiyah Nairobi Campus was predominantly typified by high agreement among workers to assertions and claims that it was collaborative, respected, and that it possessed values-oriented organizational culture.  Low values of standard deviation that represents the consistency of answers with each other depict that the employees possess a collective cultural identity.  Though a good number of respondents remarked that this culture developed a sense of comradeship, appreciation of others and collaboration, the affected few still remarked that specific departments have a room to improve on that aspect.  High neutral responses were obtained on leadership, trust, and flexibility, which implies that employees are not sure how strong corporate culture is applied in practice.  This leads to the assumption that the proclaiming of the institution may not always seem to match with what the personnel actually experience.
 Inferential studies depicted that employees performance is moderated by strategic HRM elements.  What it means is that learning programs, strategic resourcing and remuneration were more effective in influencing performance outcomes when they had congruent and positive culture.  In other words, even well-designed methods of HRM worked better under a favorable cultural environment.  Literature on the promotion of human resource management and organizational behavior is not without this conclusion in that culture is highlighted as a precursor towards realizing HR strategy into performance outcomes that can be measured.
[bookmark: _Toc208394720][bookmark: _Toc209772564]5.3 Conclusions 
The findings of the study revealed that the staffs of the Aljamea- tus Saifiyah Nairobi Campus were able to be much better after engaging in workforce planning.  With personnel planning aligned with institutional goals, efficiency and productivity are positively enhanced and goals realized.  This gives credence to the concept that performance outcomes can be maximized through an appropriately designed workforce plan that can ensure wrong individuals with the wrong abilities in the wrong job at the wrong time are in the wrong job.  This implies that workforce planning must form the basis of HR strategy of the organization.
 The conclusions of the study show that strategic resourcing positively affects employee performance to a very significant extent (C=.345, p<.05).  The more motive to make proper processes of identification, selection, and employment of individuals whose talents include a nice match to what the business offers in need.  Institutional resource proactive and strategic approach contributes to organizational development and sustainability. This assists in creation of talent pool that is more well placed to generate high quality outputs.  At least there must be increased communication and continuity of the procedures involved in talent acquisition as the survey discovered workers are not fully informed of the effectiveness of recruiting and resourcing methods.
 The research by SNEC shows that pay holds a positive and significant impact on employee performance.  The paper also focuses on the driving importance of fair and competitive reward, albeit in lesser proportion as compared to other factors.  Competitive compensation and bonus programs mean that employees are highly motivated, committed, and content with their work.  The deficit of transparency on the remuneration practices introduced by the institution was observed as well, which meant that better frameworks and standards should be established to reinforce trust, and motivation.
 The study revealed that strategic learning and development positively and significantly influenced the productivity of workers.  This gives more reason to believe the initiatives that have been made towards raising the levels of the workers towards continuous of skills development, training, and improvement of performance is working.  Organisations that value employee training and education breed employees who have not only developed competencies that ensure they are skilled but also flexible enough to adequately counter the continuously evolving demands of their employers.  The survey additionally discovered that programs exist although they might not be communicated and personalized as required hence there must be a transition to communication development strategies addressing employees first.
 The report also added that the elements of strategic human resource management and their effect on employee performance are regulated by the organizational culture.  Owing to this, it is indeed apparent that a culture that promotes teamwork, innovation, and sharing of objectives is vital to the effectiveness of any human resource management approach.  In the case of a strong and supportive organizational culture, HR policies multiply effect of employees performance, and in case of poor organizational culture, apparently no strategy would succeed.
[bookmark: _Toc208394721][bookmark: _Toc209772565]5.4 Recommendations 
[bookmark: _Toc208394722]This study provides a few recommendations regarding the research summary and findings.  To anticipate future needs in staffing, the study recommends that the top management and study human resource of the campus adopt a definite and coherent method of recruitment and selection that aligns with the strategic goals of the corporation.  To get the right people doing the right jobs, you must occasionally conduct skills audits.
 This institution needs to improve its strategic human resource planning to ensure that its human capital requirements are always aligned to its future goals.  The management ought to utilize workforce forecasting technologies that are based on data to strategize and plan future talent requirements, address current skills shortages, and forecast current demand in terms of personnel.  To ensure the availability of skilled applicants to any strategic posts, the two suggested measures are to initiate succession planning as well as routine skills appraisal.  Some of the ways in which the performance and sustainability of employees and in ways in which organizations can bring improvements is through targeted recruiting, retaining and career development programs which can be implemented through the combined efforts of the organizational stake holders such as the senior management, department heads, and the human resource department.
 Secondly, the Finance and HR departments and the Governing Council should regularly revise and update their policies in order to keep pace with the competition within the education sector. This will ensure that pay scales, incentives and benefits are aligned with employee efforts and the prevailing market trends.  This should include using both financial and non-financial incentives to retain people.
 Moreover, the organization needs to establish programs on continuous learning like mentoring, career development pathway, and customized training because the workers will be able to reform their skills attuned to the new requirements of the business.  In order to ensure that the performance outcomes are verifiable, it is prudent to incorporate appraisals of training efficacy.
 The research ends by observing that top management should improve their performance, create a culture of excellence, interdependence and inclusion with emphasis on shared values, free communications and appreciation of performances. This will assist alleviating the intermediate impact of organizational culture on SHRM activities and employee performance.  The cultural alignment with the activities of SHRM might be realised through the utilisation of change management solutions.
 Findings in this study indicate that the strategic workforce planning and organizational culture influence the performance of the employees significantly and contribute to the study of literature in the area of strategic human resource management (SHRM) and the organization behavior theory.  Further theory on SHRM in institutions such as Aljamea-tus-Saifiyah needs major modification today with the introduction of the organizational culture as an important moderating element in further theoretical development.  Two contemporary theories that scholars ought to revise as the unique association between the characteristics of organisations regarding culture and the methods of workforce planning involves Human Capital Theory and the resource based view (RBV).  This integration will be useful when it comes to theoretical debates as it will create a more comprehensive outlook on the effectiveness of a practice and a policy in relation to enhanced performance by HR.
 Laws in educational and other learning institutions must be enacted that would render strategic workforce planning systematic operation routine which must always concur with the long-term goals.  The organizational culture serves as the buffer and thus the policies must be geared towards the development of a culture of collaboration, creativeness and shared values so that the HRM tactic are as effective as possible.  Under this may be included policies that promote diversity and open communication, premeditated development programs and succession plans of professionals.  Additionally, the Kenyan authorities that handle the policies on education matters as an outsider must coerce cultural congruence in the HRM policy, to ensure success in the work place in the long run.
 Strategic workforce planning can thus become a priority by periodically reviewing the current and future needs of human capital in the organization and aligning them with their purpose and long-term objectives.  To create the environment where workers will feel valued and interested one will have to initiate training and development -based programs that are probably to be aligned with a skill gap as well as the organizational cultural values.  Moreover, the managers must ensure that HR initiatives are being translated into performance gains by actively quantifying organizational culture through narrow-focus interventions such as team-building exercises, leading people to success, and making decisions involving good participation.
 The institution should ensure that a comprehensive Strategic Human Resource Management (SHRM) policy framework, which involves workforce planning, strategic resourcing, pay, and life-long learning and development is crafted and implemented.  Staff adaptation to rising institutional needs could be through regular skills assessments of individuals, incentivization through compensation review exercises, and through training courses at specialized levels. Thes ought to be policy-based.  Corporate culture guidelines must also promote diversity, collaboration and performance-driven values to ensure high degree of employee engagement and productivity.
5.5 Suggestions for Further Studies
Having a residual of 18.8, this study determined that strategic human resource management technique explained 81.2% of the variance in employee performance at Aljamea-tus-Saifiyah.  Additional research is required to ascertain what other factors may also be influencing the success of the institution staff as per this research study.  The impact caused by the organizational culture was also incremented by an extra percentage of 1.9%.  To find out how much other moderating factors can influence the relationship between SHRM and employee performance in the institution, this study proposes a similar study. 
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Hatim Ali Asgher Rampurawala, 
Catholic University of Eastern Africa, 
P.O Box 62157-00200.
Nairobi, Kenya.

Sir/Madam, 

RE: REQUEST FOR RESPONSE TO QUESTIONNAIRE: 
I am a Master of Business Administration (Human Resource Management Option) student at Catholic University of Eastern Africa (CUEA) undertaking a research study on “Strategic Human Resource Management Practices and Employee Performance at Aljamea-tus-Saifiyah Nairobi Campus, Kenya”. The questionnaire is strictly to provide information regarding this research work and your feedback will be treated with utmost confidentiality.
Kindly respond to the following questions to the best of your knowledge. The responses are purely for academic purposes and will be used later for data analysis. Thank you in advance. 
Sincerely, 

Hatim Ali Asgher Rampurawala,
 
The Researcher
[bookmark: _Toc171683373][bookmark: _Toc185859531][bookmark: _Toc208394726][bookmark: _Toc209772569]
Appendix II: Questionnaire
Please note: By use of a tick (√), kindly select the answer the best represents your decision. 
Section A: Background Information 
1. Gender 
a) Male 		[   ]
b) Female 	[   ]

[bookmark: _Hlk136513156]2. Education Level 
a) Diploma		[   ]
b) Bachelor’s Degree	[   ]
c) Master’s Degree	[   ]
d) PhD			[   ]

3. Working experience in the Company 
a) Below 5 years		[   ]
b) 6 to 10 years 		[   ]
c) 11-15 Years 		[   ]
d) 16-20 Years 		[   ]
e) Above 20 Years	[   ]

4. Indicate your position/role __________________________________

Section B: Strategic Workforce Planning and Employee Performance 
5. Kindly indicate your extent of agreement or disagreement on the following statements regarding the strategic workforce planning in your institution. Key: (1) Strongly Disagree; (2) Disagree; (3) Undecided; (4) Agree; (5) Strongly Agree. 
	Statements
	SD
	D
	UD
	A
	SA

	Our organization regularly conducts skill gap assessments to identify employee development needs.
	
	
	
	
	

	Employees have the necessary skills and competencies to meet current job demands.
	
	
	
	
	

	Workforce planning considers flexible work arrangements.
	
	
	
	
	

	Our organization effectively adapts workforce strategies in response to changing organizational needs.
	
	
	
	
	



Section C: Strategic Resourcing and Employee Performance 
6. Kindly indicate your extent of agreement or disagreement on the following statements regarding the strategic resourcing in your institution. Key: (1) Strongly Disagree; (2) Disagree; (3) Undecided; (4) Agree; (5) Strongly Agree. 

	Statements
	SD
	D
	UD
	A
	SA

	The organization considers cost-effective hiring strategies without compromising workforce quality.
	
	
	
	
	

	The institution is keen to employ top talent for all its positions.
	
	
	
	
	

	The organization conducts a persevering recruitment process to employ competent candidates.
	
	
	
	
	

	Internal promotions and transfers are effectively utilized as a source of talent.
	
	
	
	
	

	External recruitment agencies provide high-quality candidates that meet our hiring needs.
	
	
	
	
	

	The sourcing strategies for employees in the institution is effective in meeting its long-term goals. 
	
	
	
	
	



Section D: Strategic Compensation and Employee Performance 
7. Kindly indicate your extent of agreement or disagreement on the following statements regarding the strategic compensation in your institution. Key: (1) Strongly Disagree; (2) Disagree; (3) Undecided; (4) Agree; (5) Strongly Agree. 
	Statements
	SD
	D
	UD
	A
	SA

	I believe my compensation reflects my skills, experience, and contributions.
	
	
	
	
	

	There is transparency in how compensation structure is determined in this organization.
	
	
	
	
	

	My compensation is competitive compared to similar positions in other organizations.
	
	
	
	
	

	I feel financially motivated to stay in this organization due to its competitive pay.
	
	
	
	
	

	The organization regularly reviews compensation structures.
	
	
	
	
	



Section E: Strategic Learning and Development and Employee Performance 
8. Kindly indicate your extent of agreement or disagreement on the following statements regarding the strategic learning and development in your institution. Key: (1) Strongly Disagree; (2) Disagree; (3) Undecided; (4) Agree; (5) Strongly Agree. 
	Statements
	SD
	D
	UD
	A
	SA

	Training and development programs are available in the institution for all employees. 
	
	
	
	
	

	The training offered is effective in encouraging performance. 
	
	
	
	
	

	The learning and development programs are designed to meet my areas of need for effective service delivery.  
	
	
	
	
	

	All employees are given opportunities to participate in training programs. 
	
	
	
	
	

	During the training programs offered by the institution, most employees are able to complete. 
	
	
	
	
	

	Training and development programs are provided based on an employee’s skills evaluation.
	
	
	
	
	



Section F: Organization Culture and Employee Performance 
9. Kindly indicate your extent of agreement or disagreement on the following statements regarding the Organization Culture in your institution. Key: (1) Strongly Disagree; (2) Disagree; (3) Undecided; (4) Agree; (5) Strongly Agree. 
	Statements
	SD
	D
	UD
	A
	SA

	The organization promotes a culture that supports adaptability and change.
	
	
	
	
	

	The organization’s values align with my personal beliefs and work ethics.
	
	
	
	
	

	The organization fosters a culture of trust, respect, and integrity.
	
	
	
	
	

	Leaders communicate with the employees openly and transparently within the institution.
	
	
	
	
	

	Leadership promotes a collaborative and supportive work environment.
	
	
	
	
	

	Management values and acknowledges employees' contributions.
	
	
	
	
	



Section G: Employee Performance 
10. Kindly indicate your extent of agreement or disagreement on the following statements regarding the employee performance in your institution. Key: (1) Strongly Disagree; (2) Disagree; (3) Undecided; (4) Agree; (5) Strongly Agree. 
	Statements
	SD
	D
	UD
	A
	SA

	I am satisfied with my current job and have no plans to leave the organization soon.
	
	
	
	
	

	I feel valued and appreciated in my workplace.
	
	
	
	
	

	I consistently meet or exceed my performance targets.
	
	
	
	
	

	I am committed to achieving long-term career goals within this organization.
	
	
	
	
	


Thank you for your cooperation
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Male	Female	46.97508896797153	53.02491103202847	

Diploma	Bachelor's Degree	Master's Degree	PhD	38.078291814946617	24.199288256227756	33.096085409252666	4.6263345195729535	

[VALUE]%
[VALUE]%
[VALUE]%
[VALUE]%
[VALUE]%
[VALUE]%

Teacher	Staff	Department HOD	Librarian	Building Manager	CFO	42.704626334519574	35.231316725978651	6.4056939501779357	10.676156583629894	4.6263345195729535	0.35587188612099646	


[VALUE]%
[VALUE]%
[VALUE]%
[VALUE]%
[VALUE]%

Below 5 years	6-10 Years	11-15 Years	16-20 Years	Above 20 years	21.708185053380785	21.708185053380785	20.640569395017792	18.861209964412812	17.081850533807827	
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Subiject: Approval for Research at Aljamea-tus-Saifiyah

Dear Hatim Ali Asgher Rampurawala,

We are pleased to inform you that your request to conduct research at Aljamea-tus-Saifiyah has been
reviewed and approved by the concerned authorities. Your proposed research titled "Human Resource
Management and employee performance at Aljamea tus Saifiyah Nairobi Campus, Kenya” which aims to
explore the effects of HRM practices on employee performance at Aljamea aligns with the values and
academic goals of our institution.

Kindly take note of the following conditions and guidelines to ensure a smooth and respectful
collaboration:

1.Scope of Access: You are granted permission to access relevant academic resources, archival material,
and faculty interviews, as previously discussed.

2.Confidentiality: Please maintain the confidentiality of sensitive information and adhere to ethical
research practices throughout the study.

3.Supervision: Mr. Huzaifa Anjary from the Facilities Management, will be your point of contact for
coordination and guidance.

4.Acknowledgment: We request that Aljamea-tus-Saifiyah be appropriately acknowledged in your final
publication or thesis.

5.Submission of Findings: A copy of your completed research should be submitted to the Office of
Academic Affairs for record and archival purposes.

We wish you the very best in your academic pursuit and look forward to the valuable insights your work

will bring.

Sincerely,

Hussain Mehbooi
Chief Executive
Administration Department

April 8, 2025

Aljamea-tus-Saifiyah, Saifee Park, Langata, Nairobi 00509-15375
Email: admin.nairobi@jameasaifiyah.edu, Phone Number:+254 205001000
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