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ABSTRACT 

Employee resourcing is an important human resource component that contributes to 

any organization’s well-being and when well-maintained it gives a firm competitive 

edge in the market. The rapid growth of international technological firms, the 

increase of environmental changes and degree of competition, has forced 

multinational tech organizations across Kenya to increase their aggression in the 

acquisition of the most competent employees. The movement by Kenyan 

international tech-firms to strategic management has inspired increasing interest on 

the relationship between globalization and employee resourcing approaches. The 

main aim of this research study was to determine the extent of globalization as an 

influence on employee resourcing strategies among international technological 

organizations in Nairobi. The study went further into breaking down some of the 

most significant aspects of employee resourcing, which are; reward management; 

recruitment and selection and retention strategies which technological firms have 

embraced as globalization changes how organizations conduct their business 

operations. The collected data was refined and organized for statistical evaluation 

and this entailed data coding and quality check to ensure that the researcher got 

accurate and consistent data. For quantitative data, it was reported with both 

descriptive (frequency distribution, mean, standard deviation, median and 

interquartile range) and inferential analysis. This study’s conclusion was that it was 

limited to the influence of globalization on international technological firms with the 

main focus being employee resourcing strategies within these organizations. 

Globalization and reward management; globalization and recruitment and selection; 

globalization and retention strategies and globalization and performance 

management were the key areas examined in this study. However, these variables 

were not exhaustive in explaining employee resourcing strategies. Future studies 

should consider how the attraction of talent impacts on employee resourcing 

strategies among international technological companies. This study recommends that 

the human resource department should place emphasis on the recruitment and 

selection process and work continuously to improve the processes and structures 

around it as an important employee resourcing strategy. 
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CHAPTER ONE 

INTRODUCTION 

1.1 Background of the Study 

Globalization iplays a major role in organizational success through iits iimpact ion 

iorganizational ifitness (Armstrong, 2014). Globalization allows for the transformation 

of organizations which in turn leads to enhanced success or the inevitable 

restructuring of affected organizations culminating from increased competition taking 

place within the industry in which they operate. If organizations can effectively 

respond to the aforementioned challenges, they would have to implement a 

transformative approach towards their organizational management as well as human 

resource strategies and processes, as well as their employee resourcing strategy 

approaches and implementations. Only those international organizations ready to 

change their approaches in a manner enabling them to iadapt itheir ihuman iresource 

processes and approaches to the constantly evolving global  ilabor and business market  

iconditions iwill can attract, develop, iand iretain ithe desired levels of talent. Such 

organizations are also highly likely to succeed in the global business environment and 

maintain high levels of competitiveness as attributes directly associated with the 

integral aspects of employee resourcing. 

This research was anchored by three theories; the iresource-based, ihuman icapital, iand 

ivalue icreation theoretical approaches. From the resource-based theory perspective of 

organizational and strategic management, the effective utilization of vital but 

previously under-tapped employee resourcing methods in modern skill pools plays a 

significant role in achieving competitive advantage (Grant, 2013). Human capital 

theory according to Scarborough and Elias (2012) suggests that the ability of a 

company to penetrate new markets depends on its ability to fill its employment needs 
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with highly skilled workers. Local workers may meet the organization’s standards in 

certain situations.  However, in other situations companies in this context may be 

looking for skilled, previously trained, and experienced employees to fill positions in 

new overseas locations. Value creation theory as extrapolated by Bontis et al. (1999) 

presents a compelling argumentative and analytical perspective on the importance of 

imbuing value to the human aspect of business entity, as well as the collective 

knowledge, aptitudes and abilities that give the organization its unique characteristics, 

performance, and reputation. 

 As a technological firm extends its fundamental operations to a foreign country, its 

employee resourcing strategies and their impacts extend to the organization’s current 

iworkers ias iwell ias iits inew iemployees. In this sense, the human resource department of 

such an organization would be obliged to iincrease ithe isupport iof iits icurrent istaff ias ithey 

move to a foreign country to occupy new positions. Assistance with visas, work 

permits, accommodation or housing, cultural training and language acquisition would 

be critical in such contexts. Such organizations would also have to acquire and 

develop new talent (James, 2015). Another significant ieffect iof iglobalization ion 

iorganizational iemployee iresourcing istrategies iis ithe ineed ito iconsider icultural idifferences, 

iboth iwithin iand ioutside ithe iworkplace. iMany ienterprises itend ito ipossess iunique icorporate 

icultures iand ioperational inorms. iHowever, iregardless iof ithe iorganizational ienvironment 

icontext, ithere iare ialways  isocietal iand icultural idifferences  ibetween idifferent  iindividuals. 

iCultural inorms iwithin isocieties isignificantly iaffect ithe iworkforce iand ihow iworkers 

iperceive itheir ijobs, iespecially iin irelation ito ithe itime ispent iwith itheir ifamilies ias iwell ias iideas 

iabout iemployment iopportunities. iSome icultures imay iplace isignificant ifocus ion igender 

iroles, iparticularly iregarding ithe irole iof iwomen iin ileadership. iBeing ia ifemale iin ia  

imanagerial iposition iis inot iuncommon iin iAmerican iorganizational iand isocioeconomic 
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iculture. iHowever, iin iother isocioeconomic, isociocultural, iand isociological ienvironments, 

such characteristics may not hold true (Payne, 2017). 

1.1.1 The concept of globalization 

Nilson (2015) approaches and defines globalization in its ability to refer to varying 

economic, social, and political phenomena. Organizations exposed to global 

competition inspire questions regarding their survival, sustainability, and viability. 

Globalization means that organizations have increased access to global markets, an 

aspect that leads to enhanced organizational viability if such firms embrace strategic 

transformation. The predominance of globalization is a result of increased 

technological progress brought about by ithe irapid idevelopment iof ipowerful, icost-

effective itechnologies isuch ias ithe iIntranet iand iInternet. iOther itechnologies iplaying ia imajor 

irole iin ithe icontemporary ipredominance iof iglobalization iinclude ienterprise iresource 

iplanning isystems, idata iwarehouse itechnology, idata imart, iand ianalytics.  

iAccording ito iFriedman i(2005) iglobalization iencompasses ia ibroad iset iof iconverging 

itechnologies iand ipolitical ievents, ithe irise iof ithe iInternet, ithe idiffusion iof imodern ioperating 

isystems ilike iMicrosoft iWindows, ithe icreation iof I  a iglobal ifiber-optic inetwork, ias iwell ias 

ithe icreation iof iinteroperable isoftware iapplications. iThese itechnological iadvancements 

iand imake iit ieasy ifor ipeople iall iover ithe iworld ito iwork itogether, iresulting iin ia ileveled 

iplaying ifield iallowing ifor ifair icompetition. 

 iThe transformation of human resources itoday ishows ithe irapid ichanges iwithin ibusinesses idue 

ito ifactors isuch ias iglobalization. iLooking iat ithe iglobal icompetition iwithin ithe iworld, 

iorganizational idecision imaking iprocesses ihave ibecome increasingly intricate. This has 

resulted in the widening of the existing talent pool especially when it comes to the 

acquisition of excellent permanent and marginally flexible workers by the new global 
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world. Currently, the overall increase in the global nature of organizational operations 

and business activities places new demands on optimal organizational performance 

and employee resourcing procedures. As a result, the global organization environment 

is experiencing an increased demand for international assignments in staffing, 

representation, and control. These individuals act as implementations of developing 

managers’ skills and knowledge. International assignments in the currently growing 

globalized organizational contexts also act as means of enhancing organisational 

education and competencies (Leopold et al, 2015). 

In the face of the currently increasing organizational pressures resulting from global 

business trends, organizations are constantly being forced to restructure. Information 

communication technology (ICT) also impacts organizational capability significantly. 

This influence results from the ability for ICT to potentially enhance organizational 

effectiveness. According to Nilson (2015), ICT also plays a major role in improving 

organizational efficiency by effectuating the smooth implementation of the enterprise 

restructure process. As a result, most companies operating in the global business 

environment have increased their sensitivity to institutional shareholders and with the 

direct correlational relationship between ICT growth and globalization; such 

organizations can achieve more efficient production and distribution standards. 

Essentially, ICT enables globalized organizations to achieve greater incorporation and 

production decentralization. Henry (2013) argues that ICT plays a major role in the 

increasing demand for higher-level skills among staff, while simultaneously reducing 

the requirements for manual or less technical labor skills. 

Upon expanding into trans-border and international business operations, an 

organization experiences significant impacts on human resource development 

practices, specifically resulting from the impacts of expansion strategies associated 
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with adopting globalization-related business processes (Henry 2013). In such cases, 

the most affected practices mainly involve those associated with employee resourcing 

strategies. To effectively and efficiently hire, train, retain and support a workforce 

with different cultural identities and that is spread across multiple countries, firms 

must implement a diversely broad range of practical changes. Human Resources 

departments within such organizations must redesign their thinking and approaches in 

a manner enabling them to include considerations addressing cultural idifferences, 

iforeign iregulations iand itechnological idevelopments. iAs ischolars ilike iDavis (2016) 

imaintain, ia imajor ieffect  iof iglobalization ion iemployee iresourcing istrategies ibrings iabout 

ithe ineed ito isignificantly iassess iand iprioritize icultural idifferences, iboth iwithin iand iaway 

ifrom ithe iworkplace. iAlthough imost iorganizations ihave ipredefined iand ingrained 

corporate cultures, they also need to take into iaccount ithe isociocultural  idifferences 

iamong ipeople ias iwell. iThe ifour imain ielements  iof iemployee iresourcing  istrategies iin ithe 

icontext iof ithis ipaper iinclude; iequal iopportunities iand idiversity imanagement, iselection iand 

ievaluation, iexit imanagement iand ireward imanagement i(Payne, i2015). iThese ielements ican 

ibe iemployed ito imeet  ithe ichallenges iof iglobalization iand ito ipromote icompetitive 

iadvantage. 

1.1.2 Employee Resourcing strategies 

Employee iresourcing istrategies iinvolve ithe iimplementation iof ia iwide irange iof imethods 

iand iapproaches. iThese imethods iare iused iby iemployers ithroughout itheir iorganizational 

iresourcing iprocess iin ia imanner ienabling ithem ito imeet ithe ibusiness’ ikey istrategic igoals iand 

iobjectives i(Taylor, i2014). iThe ifour imain iaspects  iof iemployee iresourcing strategies 

mainly involve staffing. Staffing in this sense involves the recruitment, selection, 

retention and dismissal of employees, all of which can happen separately or 

simultaneously throughout the employee resourcing process. Other aspects of this 
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transformative approach involve the execution of performance appraisals and 

performance management, policy development-oriented administration, procedural 

idevelopment, idocumentation iand ichange imanagement.  

iThe iconsideration iand iefficient iimplementation iof ithese icomponents idemonstrate ithe 

iimperative inature iof ithe iresourcing ifunction ias ia ichange iagent. Different levels of 

agreement exist between what constitutes recruitment and release, and the aspects 

surrounding the boundaries of the performance management dimension of employee 

resourcing (Butere, 2015). In most globalized organization instances where employee 

resourcing is a primary objective, diversity management, equal opportunities, 

performance management, selection, evaluation, assessment, reward management 

discussions, and exit management as well as their inclusion thereof are often treated 

separately (Leopold et al, (2015). 

When it comes to policy choices in the context of employee resourcing strategies, 

human resource flows associated with the joining, movement around and exiting from 

the organization are the main factors with significant impacts and that require 

increased consideration. The trajectory in which a company opts to  idesign iand 

iimplement iits iemployee iresourcing istrategies iand ihuman iresource iflow ipolicies 

significantly depends upon factors pertinent to its stakeholder assessment process as 

well as other contextual attributes like the nature of its workforce, management 

philosophy, technology, and business strategy. Other aspects influencing the design 

and implementation of employee resourcing strategies within an organization include 

trade union agendas, the labor market’s current characteristics, and ithe idominant ilegal 

iregulations iand isocietal ivalues iin ithe ienvironments iin iwhich ithe icompany ioperates 

i(Bartlett iand iGhoshal, i2014). As an additional argument, Davis (2016) asserts that the 
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basic assignment of a specific set of tasks to an employee is a key representation of 

one of the factors attributing to the successful strategizing of employee resourcing.  

1.1.3 International Technological Firms in Kenya 

Technological firms are organizations that ensure the provision of digital and 

technical services, products and platforms, as well as platform hardware. Such 

organizations heavily rely on these products and services as their primary revenue 

source. Some of these firms provide excellent services, give free company training 

among other services. These companies understand the need ifor iquality iin iall itheir 

iservices iand isolutions iand itherefore ithey iensure ithey istick ito ithat imeticulously. iUsing 

iefficient iresources ithese ifirms ihelp itheir iclients ito iget ithe ibest imodern-day isolutions ithat 

ienable ithem ito isecure itheir iplace iin ithe icompetitive imarket. iMost iof ithese ifirms iare iin 

iNairobi isince iit iis iotherwise iknown ias ithe i‘Silicon Valley’ of Kenya. However, they 

have branches that are aside from other companies that are also located in various 

towns across the country (Abeti, 2018). 

Professionals in human resource management at technological firms and in newly 

emergent markets like India, and Kenya demonstrated in a recent study that 

engineering candidates, as well as those aiming to achieve general management 

positions possess and display wide differences in aspects associated with how suitable 

an organization is to its business environment or within its industry (Guthridge, 

Komm, and Lawson, 2018). According ito ithe iMcKinsey iGlobal iInstitute, ionly ithirteen ito 

inineteen iper icent iof ithirty ithree imillion iuniversity igraduates iin ideveloping icountries iare 

iqualified ienough ito iwork iin itechnological ifirms, idue ito ilack iof ilanguage iskills, ipoor iquality 

iin ithe ieducational isystem, iand ithe ilack iof icultural ifit. iIt iis ialso ishown ithat ionly ia ifraction iof 

ithose ipeople iare iwilling ior ihave ithe iability ito irelocate ito iforeign icountries ifor iemployment 

i(McKinley Global Institute, 2015). 
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Global organizations are still facing a challenge with their human resource 

departments in managing a diverse workforce, with varying cultural and language 

aptitudes and skills and stretched across many countries. It is important that these 

technological firms not only embrace and understand the local approaches in which 

business activities are carried out, but also familiarize themselves with the needs of 

local clients and customers. As organizations in the middle of globalization, 

technological firms need to understand how to incorporate diverse value systems into 

their daily activities and adopt universally accepted and understood work values to 

foster environments where employees can effectively communicate and integrate their 

activities towards the achievement of predetermined organizational goals. Employee 

resourcing strategies must engage in the implementation of new roles and the 

introduction of unique organizational responsibilities associated with the leadership of 

their business entities through unexplored organizational environments associated 

with globalized business contexts (Rosenblatt, 2017). 

1.2 Research Problem 

Increasing levels of globalization coupled with the subsequent promptness of 

strengthening employee resourcing approaches in organizations, currently constitute a 

critical part in the achievement and maintenance of high efficiency levels in 

improving employee performance and human resources. The innovativeness of human 

resource coupled with the rise of increasingly intelligent self-service tools as 

contemporary emerging trends in globalized business currently create huge levels of 

competition among multiple international organizations (Wayne, 2014). Essentially, 

and as a result of the aforementioned trends organizations are forced to constantly 

adapt to and effectively respond to the unpredictable nature of business-related 

eventualities within the global business environment. International tech-firms across 



9 

 

Kenya have faced several challenges over the years such as exponentially growing 

levels of competition, increased government regulation, and ihigh irate iof itechnological 

igrowth iespecially ithe iinternet iwhich inow ioffers itechnological iservices. iThe irapid igrowth 

iof iinternational itech-firms, ihigher idegrees iof icompetition, iand iincreased ienvironmental 

ivariability iare isome iof ithe ifactors iforcing iinternational itech-firms iin iKenya ito iaggressively 

icompete ifor ithe ibest iemployees. iThe ishift iby iinternational itech-firms iin iKenya ito istrategic 

imanagement ihas icreated ia ilot iof iinterest ion ithe iinfluence iof iglobalization ion iemployee 

iresourcing istrategies. i 

Many istudies ihave idemonstrated ia ipositive irelationship iof iglobalization ion iemployee 

iresourcing istrategies iin ithe itechnology isector i(Huselid i2017; iArmstrong i& iBaron, i2016; 

iKatou, i2015; iGardner i& iMoynihan, i2016). iVery ifew istudies ihave ibeen idone iin iKenya 

iparticularly iamong iinternational itech-firms. iAdditional iresearch-related ievidence iis 

irequired ito iinvestigate iand isupport ithe iinfluence iof iglobalization ion iemployee iresourcing 

istrategies ifrom idifferent isectors iand icontexts. iIt iis ifrom ithis ibackground ithat ithis istudy iwas 

iconducted iin iorder ito iinvestigate ithe iinfluence iof iglobalization ion iemployee iresourcing 

istrategies iof iinternational itechnological ifirms iin iKenya iand iprovide ia ibetter iunderstanding 

iof ithe irelationship ibetween ithe ivariables. 

1.3 Objectives of the Study 

This study sought to investigate and determine the influence iof iglobalization ion 

iemployee iresourcing istrategies iamong imultinational itechnological organizations in 

Nairobi. 

1.4 Value of the Study 

The findings iof ithis istudy iwill iplay ia imajor irole iin idepicting iand iunderstanding ithe 

iimportance iof iemployee iresourcing istrategies iand itheir iperceived iinfluence ion 
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iglobalization ias iit ipertains ito iinternational itech-firms i. iThis istudy iwill ialso iact ias ia ipolicy 

imaking itool, iplaying ia isignificant irole iin ithe iformulation iand iimplementation iof ipolicies 

idirectly associated with employee resourcing strategies in international technology 

organizations.  

As policy making tools, the results of this study will play a major role in the 

development and implementation of legislation associated with employee resourcing 

strategies. These results will provide regulatory frameworks designed to monitor 

organizations in their ability to follow all laid down employee management 

procedures and practices in international tech-firm environments. The findings will 

assist organizations in the realization of specific organization unit business goals 

within the industrial context in which they operate. 

As a scholarly resource, this research study will contribute to the identification of 

gaps by future researchers seeking to carry out similar studies in the future. These 

benefits will also benefit the scholarly environment as scholars would be able to have 

access to reference guides focusing on employee productivity enhancement through 

efficient resource strategies. Human resource professionals will also benefit from this 

study as an approach aimed at implementing its findings to help with a globalization 

perspective associated with organizational set up, while serving as a crucial input in 

drafting tailor-made employee resourcing strategies for organizations.    
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CHAPTER TWO 

LITERATURE REVIEW 

2.1 Introduction 

This chapter ireviewed ithe itheoretical iliterature irelevant ito ithe iproblem ithat iis ibeing 

iinvestigated iand iits iempirical ireviews. 

2.2 Theoretical Foundation 

The itheories iupon iwhich ithis ipaper iis ifounded iinclude iResource ibased itheory, iValue 

icreation itheory iand iHuman icapital itheory. 

2.2.1 Resource Based Theory 

According to Wright and Snell (2010), an organization’s presence and progress is 

significantly dependent upon critical employee resourcing strategies. Essentially, an 

organizations available resources directly impact on the growth iof idifferent ihuman 

iresource imanagement ifunctions. The resource-based theory as explained by Luthans & 

Summers (2005) argues that competitive edge is a direct result or development 

determined by an organization’s internally available resources. Barney (2001) asserts 

that to achieve the desired competitive edge, the aforementioned resources must be 

considered as valuable, inimitable, rare, and non-substitutable and must be 

approached as such.  

Luthans & Summers (2005) further argue that the ability for an organization’s human 

capital to meet ithe icriteria iof iinimitability, irarity, ivolubility, iand inon-substitutability is a 

major contribution to the organization’s competitiveness. This kind of 

competitiveness results from the ability of human capital to possess attributes that 

cannot be imitated by competitors. Major advocates of this imodel, isuch ias iBarney 

i(2001), idefine iresources as a business’ competencies, totality iof iassets, istructural 



12 

 

iprocesses, ifirm iqualities, iinformation iand iknowledge. These are some of the attributes 

of resources under an organization’s management that are used to assist the company 

in formulating and effecting strategies as it seeks to attain its goals and objectives. 

As demonstrated and interpreted by the findings, regardless of the uniqueness of an 

organization’s knowledge expertise and the abilities displayed by its individuals, 

employee resources can be easily copied by other organizations (Barney, 2001). 

According to the understanding associated with these findings, the main focus is on 

the inimitable resources of an organization. These findings also explain the reasons 

why the deficiency, inimitability and non-suitability of an organization’s human 

resources might result in sustained competitive advantage. As such, the achieved 

competitive advantage results in enhanced organizational performance. The 

concentration on and the consideration of internal resources possessed by an 

organization has resulted to an overall theoretical understanding of this field as it 

regards to the relationship between human resource systems and competitive 

advantage.  

Recent research into this theory agrees that employee resourcing strategies can be 

easily imitated. However, the process of imitation is quite difficult due to the 

uniqueness and differences between employee resourcing approaches across varying 

organizations. Nevertheless the resource-based perspective continues to face criticism 

due to its inability to or failure to consider other aspects extending beyond the 

properties of the pertinent resources and their ability to explain sustained advantage. 

This theory also fails to effectively examine the extent to which an employee can be 

considered as or becomes an organizational resource (Luthans & Summers, 2005). 
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2.2.2 Value Creation Theory 

 As presented and theorized by Bontis et al (1999), this theoretical approach seeks to 

present an essential associated with the valuation of an organization’s human factor, 

collective knowledge, and abilities. These factors act as those that allow an 

organization to possess distinctive or unique characteristics. According to this theory, 

it is doubtless that an organization’s employees’ abilities and information that center 

its operations are supposed to be designed in a manner allowing them to form, hold 

and uphold the human capital to which they communicate. It is stated that the esteem 

creation employees transfer to their daily work is directly attributed to aspects 

associated with their individual strengths, natural aptitudes, and their practices 

(Darenport, 1999). 

The theoretical approach of value creation encompasses tackling and addressing all 

the major performance drivers an organization should embrace in its daily strategies, 

especially when it comes to employee resourcing. Employee resourcing aspects such 

as training, talent management and career development are some of the main aspects 

associated with the value creation theory. Training in this context is vital to the 

provision of new skills to employees while talent management acts as an approach 

aimed at enabling a firm to actualize its employees’ full potential and maximum talent 

utilization. Career development is a positivity-oriented approach associated with this 

theory in its ability to ensure the growth of professional individuals within an 

organization. This theory is an effective empirical and source of data aimed at 

improving the implementation of employee resourcing strategies within organizations 

(Armstrong, 2014). 
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2.2.3 Human Capital Theory 

This theory encompasses the work of Becker (1999) and approaches employee 

resourcing strategies from a perspective that views it as a significant aspect associated 

with achieving the upper hand in organizational contexts. The human capital theory 

demonstrates the way in which individuals within an organization contribute their 

capacities and insights to upgrading their ranks in terms of ability, while 

demonstrating the importance of that commitment. This indicates that when 

employees’ proficiencies as well as talents increase in levels of accessibility within an 

organization, and when their skills and abilities are better than those of the 

organization’s rivals, it is possible for such a company to increase its upper hand over 

its competitors. This theory is founded on the premise that individuals play a 

motivational role towards the achievement of an organization’s objectives due to their 

ability to increase an organization’s value levels. Further, the input of resources into 

employees is similar to the way in which a company inputs resources into systems, 

thus perceiving them as additional types of capital. 

Scarborough and Elias (2012) state that the potential of human capital is perceived as 

a passing thought presenting the company as an entity existing between employee 

resourcing approaches and business execution strategy. The individual categories 

associated with this association involve those that focus on the preparation and 

effective provision of progress, shift, and creative pushes. If these aspects are properly 

revived, they potentially ensure the long-term survivals of the firm. Davenpory (1999) 

observes that people have innate capabilities, practices and individual time. Schultz 

(1981) on the other hand, trusts that the human capital theory constantly influences 

the impact of individuals on an organization and such employees’ commitment to 

shareholders and stakeholders. It shows that these ER approaches act as a reward for 
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cash such as that which is associated with the rate of return. Such benefits play a 

major role in the provision of bearings with the ability to map out the future of 

employee resourcing strategies within an organization. 

2.3 Employee Resourcing 

 Strategies in the resourcing of employees are present as approaches aimed at 

presenting the right individuals and talents needed to provide support to existing 

organizational strategy among businesses. These approaches are associated with 

specific skills and behaviour and how these aspects can be availed to meet the 

intended requirements of an organization (Armstrong, 2015). This role in human 

resource management has mostly been considered as a dominant attribute of 

employee management and employee manuals which basically approach resourcing 

from the perspective defining it as a non-active, technical process which matches 

available potential personnel to the needs of the business entity. The main goal of 

employee resourcing is to gain the correct or intended basic material in the form of 

labour provided with the appropriate qualities, skills, knowledge and potential for 

future training (Armstrong, 2015).  

The irecruitment iand iselection iof iemployees isufficiently imatched ito satisfying the 

requirements of the business need to form a main activity upon which most of other 

human resource management policies aimed at achieving development and motivation 

must be ingrained into the organization’s operational foundations (Payne, 2015). 

Business entities can take one of these actions to deliver their employee resourcing 

function; reallocating responsibilities and duties between staff so that the existing 

employees can take up on more or diverse types of work, reallocating individuals 

within the company and recruiting employees from the out of company employment 
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market. Emphasis is put on flexible working practices, requiring workers with a wide 

range of skills, superior evaluation and developmental programs (Henry, 2013). It 

takes more than training to gain the most competent employees within an 

organization. This approach significantly depends upon alterations in selection 

philosophies and alterations in recruitment. The ability for organizations to gain 

access to the most competent staff remains a major challenge among most 

organizations operating in the global business context and as such, the approaches to 

training continuously change to tackle this challenge. 

To effectively manage the increasing uncertainty and competitiveness, it is required 

that performing employees have the capability to build up performing organizations. 

in order to ensure the ion-going delivery of government programs and services, all 

sectors require a continuous supply of fully qualified people in the right positions at 

the right time (Pattanayak, 2018). Noe (2014) indicated that deciding the skills which 

new employees will be selected ion and the skills which the organization will develop 

is another recruitment strategy. Organizations also need to motivate good employees 

iso that they remain in their jobs work towards achieving the organization’s goals. 

Organizations been faced with these fast changes; they need to develop a more 

focused and comprehensible approach to managing people. William and Kinicki 

(2015) wrote that when employment rates are high businesses are eager to attract, 

retain and motivate the main people. 

2.3.1 Globalization and Reward Management  

James (2015) approaches globalization from a perspective defining it as the major 

aspect behind the creation of what he refers to as a global village. In this environment 

described by James (2015), individuals in varying socioeconomic and sociological 

contexts across the world actively participate in global supply chains, while 
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simultaneously partaking in the wonders associated with assimilation and global 

cultural exchange. As a result, increasingly large amounts of people across 

populations in developing countries have gained access to aspirational values which 

instigate the need for improved reward management that is similar to the levels 

experienced by professional populations in their counterpart western organizational 

environments. Looking at the effect of globalization in the aforementioned context, 

corporate individuals must  increase their awareness when it comes to the 

determination of the levels and complexities of the amounts to be paid and the forms 

in which such compensation is to be paid while considering all the factors associated 

with reward management and globalization (Henry, 2013).  

Paul (2016) focuses on the globalized organizational workforce as a participant of the 

global supply chain and asserts that this group of people potentially plays a major ole 

in the creation of its daily unique challenges through the payment of “hardship 

allowances” to expatriates as an approach to motivate them and increase their output 

as they carry out an organization’s activities in developing countries. Additionally, 

employees working for these multinational and globalized organizations tend to be 

paid higher than those working in the developing countries to which they are 

assigned.  

As a result of this approach, average workers in these countries notice the difference 

in payment and insist upon equal payment, an aspect that increases the levels of ethic 

and cultural tensions as the employees of transnational corporations in developing 

countries demand increased levels of inclusion, especially among those employees 

with fewer qualifications or those that have lower skill levels. When it comes to the 

decisions that management makes in such globalized organizational environments, 



18 

 

such factors must be significantly considered as aspects with a major effect on the 

compensation strategies and the entire payment approach as well. Human resource 

managers also face additional challenges associated with achieving workforce 

happiness and the elimination of gloomy attitudes across among employees in such 

international organizations (Henry, 2013). 

2.3.2 Globalization and Recruitment & Selection 

According to Lewis (2016), globalization is a result and representation of modernity 

as an era. Major alterations and adaptations of human resource management strategies 

and approaches among organizations in the global context are a direct result of and 

response to environmental organizational changes caused by globalization-related 

contexts.  With this in mind, human resource management is an essential tool that can 

be effectively implemented in the search for competitive advantage and strategically 

effective decision-making. In this sense, such decisions and approaches made and 

caries out by human resource departments and HR managers must ensure that they 

reflect the commitment of the people working within the organization.  

David (2015) argues about recruitment and selection processes in contemporary 

times, focusing on complex influences such as labor migration from Eastern Europe.  

Other complex aspects discussed by this scholar mainly involve technological 

development, changes in demographical compositions and characteristics in 

organizational environments operating within the global context of business, the 

impact of information technology communication on human resource employment 

strategies, the emergence of new types and sub-types of professions, competition and 

short development, the global division of labor, as well as the way multinational 

companies appear in modern contexts of globalized business activities.  
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Green (2015) evaluates the aspects of globalization from the perspectives of strategic 

alliances and experiences over the past few decades. According to this author, there 

exists a direct relationship between the levels of success and effectiveness achieved 

by modern organizations and their integration of scientific and technological 

approaches into their daily activities. This scholar uses his study as an approach aimed 

at demonstrating and confirming that an integration of these aspects into an 

organization’s daily processes results in the promotion of high standards among 

training personnel, increased productivity, and improved effectiveness. 

 According to Green & Davis (2016) the internalization of production and service 

delivery approaches has resulted in the massive presence of such organizations in the 

global economy. As a result, organizations qualifying as global business entities act as 

positive forces for economic prosperity and increased development across all business 

environments associated with globalized approaches. Multinational organizations 

have revolutionized the human resources profession, especially when it comes to the 

creation of modern recruitment and selection policies, as well as modern human 

resource management strategies. Among globalized organizations, the requirement of 

a unique strategic character is vital in the recruitment and selection process. This is 

because managers and employees of the subsidiaries of such companies come 

together to promote and implement the strategies and values of the mother company. 

2.3.3 Globalization and Retention Strategies 

Multinational corporations ihave ithe icapability ito irecruit iand ihire iemployees ifrom iall 

iaround ithe iworld. iThis iis iespecially iappealing ito ismaller ibusinesses iwho imay inot ibe iable ito 

ihave imore ithan ia ifew iemployees, ican ifill itheir iavailable ipositions iwith ithe ivery ibest italent, 

ieven iif ithat italent idoesn't ilive ilocally. iThe ihuman iresource itrend iof iinternational 
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irecruitment iand ihiring iis ifocused ion ibringing idiversity ito ithe iorganization iand iit irecognizes 

ithat iemployees ifrom  iabroad imay ibe iable ito iprovide iunique iperspectives ion icustomer 

iservice, imarketing iand isales, iamong iother iareas iof ithe ibusiness (John, 2016). 

2.3.4 Globalization and Performance Management 

Performance management iis ia icontinuous iprocess iof icommunication ibetween ia 

isupervisor iand ian iemployee ithat itakes iplace ithroughout ithe iyear, ifor ithe ipurpose iof 

iaccomplishing ithe istrategic iobjectives iof ithe iorganization. iThe icommunication iprocess 

iincludes iclarifying iexpectations, isetting iobjectives, iidentifying igoals, iproviding 

ifeedback, iand ireviewing iresults. iManaging iperformance iand iproviding ifeedback iis inot ian 

iisolated ievent, iit ifocuses ion iannual iperformance ireview. (Davis, 2016). The ihuman ifactor 

iis iimportant iin ithe inew iera iof iglobalization; ithe iprimary iobjective iof ievery iinternational 

iorganization iis ito ipresent ia istructure ifor ieffective imanagement iof ihuman iresources ias ia 

iresponse ito ithe igrowing iinteraction iof iglobalization iand iorganizational iperformance 

i(Henry 2013). 

Multinational organizations are at the forefront of finding and implementing a varying 

range of solutions from those that involve absolute formalism to those that directly 

involve the implementation of modern solutions and as such, are adequate for 

addressing the different human resources management concepts. Personnel policies in 

the face of globalization cannot develop as aspects that are independent from an 

organization’s business strategy. Managers have a major responsibility in the 

achievement of personnel policy development as they are the main individuals 

involved with the achievement of an organization’s objectives, employee-related 

concerns, and all aspects associated with the organization’s current clientele, and 

potential customers. According TO Lewis (2016), managers increase an 
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organization’s possibility to achieve progress mainly due to their involvement in the 

problem solving process, the alteration of working approaches, as well as the 

implementation of new technologies aimed at improving the quality of goods and 

services, improving production capabilities and increasing production capacities. 

Human resource strategies will vary depending on the internal needs and the nature of 

the activities at the organizational level. Home offices have become common, which 

are viewed as conglomerates that decide the structure of the financial resources they 

allocate to their branches (Green, 2016). 

2.4 Summary of Empirical Literature and Knowledge Gaps 

According to Ichniowski, Shaw & Trice (2012) the definition of employee resourcing 

involves focusing on the effective use of resources in any general organizational 

activity and its ability to propel the efficient satisfaction of an organization’s 

objectives. As a human-resource-oriented application, employee resourcing empowers 

human resource to realize, maintain, and develop and achieve effective employment 

in a manner allowing the organization to incorporate the optimum potential in people 

as a resource. The Michigan school was among the first to conceptualize highly 

detailed arguments for the effectiveness and implementation of the employee 

resourcing concept. This view held that consistent organizational strategy is highly 

dependent upon well-formulated and well-managed organizational structures and 

human resource practices (Boxall, & Macky, 2016). 

According to a research study carried out by Armstrong (2014), employees play a 

significant role as factors directly attributed to the increasing flexibility, 

competitiveness, and adaptability of businesses operating in the global context. This 

study also emphasizes on the importance of considering individuals like managers 

form the most integral part of the adaptive mechanism that ultimately determines an 
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organization’s responses in competitive global business environments. Youssef 

(2014) takes notice of multiple scholars’ assertions on the difficulty of managing 

people and how this endeavor is significantly simpler than managing other aspects of 

organizational environments like technology or capital. However, scholars agree that 

companies with increased knowledge and experience on effective employee 

resourcing management have the potential to gain a competitive edge over their 

competitors in the long run. This competency originates from such organizations’ 

ability to overcome the cumbersome and time-consuming nature of the effective 

acquisition and deployment of human resources (Ichniowski, Shaw & Trice, 2012). 

Another study carried out by Ichniowski, Shaw & Trice (2012) identifies employee 

resourcing as an imperative approach designed to give support to service-oriented 

business entities. As such, organizations satisfying the arguments of this study are 

those that are cautiously careful in the recruitment and selection strategies, focusing 

on high quality approaches that ensure they get the process right on the first try, and 

incorporate effective remuneration systems that include all benefits like housing, 

team-building, working arrangements  being that encourage multi-tasking and 

flexibility. These aspects include those that increase and encourage cohesiveness 

within the organizational working environment, those that empower employees, 

improve learning abilities, increase the effectiveness of training strategies, and 

enhance social and interpersonal skills (Huselid, 2013). 
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CHAPTER THREE 

RESEARCH METHODOLOGY 

3.1 Introduction 

This chapter iaddressed ithe iresearch imethodology ithat iwill ibe iemployed iin ithe istudy. iThis 

iincluded iresearch idesign,  itarget ipopulation iof ithe istudy, isample idesign, idata icollection 

ivalidity iand ireliability, idata ianalysis iand iresearch iethics.  

3.2 Research Design 

According ito iKothari i(2004) ia iresearch idesign istands ifor iadvance iplanning iof ithe imethods 

ito ibe iadopted ifor icollecting ithe irelevant idata iand ithe itechniques ito ibe iused iin itheir ianalysis, 

ikeeping iin iview ithe iobjective iof ithe iresearch iand ithe iavailability iof istaff, itime iand imoney. 

iThis istudy iadopted ithe imixed imethod iapproach iutilizing iboth iqualitative iand iquantitative 

imethods. iA iqualitative iapproach iwas iused ito isupplement iand istrengthen ithe iquantitative 

iaspects iand iprovide ian iopportunity ifor ithe iresearcher ito iobserve ithe iinfluence iof 

iglobalization ion iemployee iresourcing istrategies iof iinternational itech-firms iin iKenya. iThe 

imethod ithat iwas iadopted iis   ia  isurvey  iresearch. 

3.3 Population of the Study  

The ipopulation iof ithe istudy iwas iall ithe ilocal iheadquarters iof ithe i20 iInternational itech-firms 

in Nairobi, obtained from the latest list of Communications Authority of Kenya. The 

study targeted the employees working in the human resources department that is; 

human resource managers, talent and acquisition specialist, line managers and 

recruitment managers of the international itech-firms iin iNairobi. iTherefore, ithe itarget 

inumber iof irespondents ifrom these 20 tech firms were 80. 
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3.4 Data Collection 

The istudy iused iself-administered iquestionnaires ias ithe imain idata icollection itool. iA 

iquestionnaire iis ia ipre-formulated iwritten iset iof iquestions ito iwhich ithe irespondents irecord 

ithe ianswers iusually iwithin irather iclosely idelineated ialternatives  i(Kothari,  i2004). i iA 

istandard iquestionnaire iwas iused iin iorder ito iproduce iaccurate iinformation. iThe 

iquestionnaire iwas idivided iinto itwo isections iwith ithe ifirst isection ihaving iquestion ithat 

igather ithe igeneral iinformation iabout ithe irespondents iwhile ithe iother isections iwill ibe 

iaccording ito ithe istudy iobjectives. Since there was a deliberate choice of respondents to 

use for the study and targeted tech firms, the study employed purposive sampling 

technique to collect data from these 20 tech firms. From each tech firm a maximum of 

4 respondents were provided with questionnaires. The targeted respondents from each 

tech firm were: - human resource managers, talent and acquisition specialist, line 

managers and recruitment managers. The questionnaires were administered to these 

group of people because they are best placed to give information about human 

resource activities of these firms.  

3.5 Validity and Reliability 

Validity iof ian iinstrument iis iobserved iif iit imeasures iwhat iit iis iintended ito imeasure, iand 

iaccurately iachieves ithe ipurpose ifor iwhich iit iwas idesigned i(Wallen i& iFraenkel, i2001). 

iAccording ito iPatten i(2004) ivalidity iis ia imatter iof idegree iand ino itest iinstrument iis iperfectly 

ivalid. iThe iinstrument ithat iwill ibe iused ishould iresult iin iaccurate iconclusions i(Wallen i& 

iFraenkel, i2001). iValidity iinvolves ithe iappropriateness, imeaningfulness, iand iusefulness iof 

iinferences imade iby ithe iresearcher ibased ion ithe idata icollected i(Wallen i& iFraenkel, i2001). 

iFor iprovision iof iadditional icontent iof ivalidity iof ithe isurvey iinstrument, ithe iresearcher 

iformed ia ifocus igroup iof ifive ito iten iexperts iin ithe ifield iof ihuman iresources ito iprovide iinput 

iand isuggestive ifeedback ion isurvey iitems. iReliability irelates ito ithe iconsistency iof ithe idata 
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icollected i(Wallen i& iFraenkel, i2001). iCronbach’s icoefficient ialpha iwas iused ito idetermine 

ithe iinternal ireliability iof ithe iinstrument. iThe isurvey iinstrument iwas itested iin iits ientirety, 

iand ithe isubscales iof ithe iinstrument iwill ibe itested iindependently. 

3.6 Data Analysis 

The idata icollected iwas iprocessed iand iorganized ifor istatistical ianalysis. iThis iinvolved idata 

icoding and quality check to ensure that we have accurate and consistent data. For 

quantitative data, it was reported with both descriptive (frequency distribution, mean, 

standard deviation, median and interquartile range) and inferential analysis. iThe iresults 

iof ithe idata iwere ipresented iby itables iand igraphs.  For the qualitative data, content analysis 

was done based ion ianalysis iof imeanings iand iimplications iemerging ifrom ithe irespondents’ 

iinformation and comparing data to various defined parameters as per the defined 

conceptual framework. 
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CHAPTER FOUR 

RESEARCH FINDINGS AND DISCUSSION 

4.1 Introduction 

This chapter discusses the data analysis and findings from 72 questionnaires 

completed by 4 respondents from 20 tech firms who were either Human Resource 

Manager, Line Manager, Recruitment Manager and Talent and Acquisition Specialist 

(see Table 4.1). The purpose of the study was to determine influence of globalization 

on employee resourcing strategies of international technological firms in Nairobi. The 

objectives of the study were:- 

 

i. To determine  the   effect  of  globalization and reward management on 

Employee resourcing strategies 

ii. To determine the effect of globalization and recruitment and selection ion 

employee resourcing strategies 

iii. To determine the effect of globalization and retention strategies on employee 

resourcing strategies 

iv. To determine the effect of globalization and performance management on 

employee resourcing strategies 

Questionnaires were given to human resource practitioners of the 20 sampled 

technological firms in Nairobi. A total of 72 respondents completed questionnaires. 

The data from the questionnaires were statistically analyzed by a statistician. IBM 

SPPSS version 20 program was used for the data analysis. The findings are discussed 

according into the sections of the questionnaire. The four sections of the questionnaire 

were: 
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i. Section A: General Information 

ii. Section B: Globalization and Reward Management 

iii. Section C: Globalization and Recruitment and Selection 

iv. Section D: Globalization and Retention Strategies 

v. Section E: Globalization and Performance Management 

The current study reported both descriptive and inferential analysis. Descriptive 

statistics reported were frequency distributions and for the inferential analysis, the 

study used multiple linear regression model in determining statistically significant 

factors. 

4.1.1 Response Rate 

The researcher targeted 20 tech firms from which 4 respondents were provided with 

questionnaires from each tech firm. Data from 72 respondents were received 

representing a 90.0% response rate.  

4.1.2 Demographic Background 

There were more females (45; 62%) than males (27; 38%) and the difference in the 

proportions was statistically significant (p-value= 0.04). 44% of staffs had bachelor’s 

degree as the highest level of education, followed by those who had a diploma (40%). 

Only 15% of the staffs had a master’s degree. In terms of positions occupied, majority 

of the respondents were human resources manager (42%) followed by recruitment 

manager (24%). The others were line managers (19%) and talent acquisition 

specialists (15%). These are illustrated in Table 4.1. 
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Table 4.1: Demographic Characteristics 

 
Frequency Percentage 

Gender 
  

Female 27 37.50 

Male 45 62.50 

Highest Level of Education 
 

Bachelor's degree 32 44.44 

Diploma 29 40.28 

Master's degree 11 15.28 

Years of Experience   

Less than 5 Years 28 38.89 

5-10 Years 35 48.61 

11-15 Years   9 12.50 

Role in the Organization 
  

Human Resource Manager 11 15.28 

Line Manager 17 23.61 

Recruitment Manager 14 19.44 

Talent and Acquisition Specialist 30 41.67 

  

4.2 Globalization and Reward Management 

Overall, 30.56% of respondents strongly agreed that globalization had affected 

demand for better compensation in developing countries compared to 26.39% who 

strongly agreed that globalization had affected cultural exchange and assimilation. 

None of the respondents strongly agreed that either globalization had affected finding 

of better paying jobs in workforce market of developing countries or globalization had 

affected retaining of quality workers due to poor compensation or  globalization had 

affected the ease of looking for better paying jobs in other countries as shown in 

figure 4.1. 
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Figure 4.1 Globalization and Reward Management 

Source (Author 2019) 

4.3 Globalization and Recruitment and Selection 

37.50% of respondents strongly agreed that globalization had affected imodern 

irecruitment iand iselection ipractices iin itheir iorganization. iOnly i6.94% istrongly iagreed ithat 

ithe icoordination iof ihuman iresource iactivities iwith iall iorganizational iunits iand ipeople ihad 

ibeen iaffected iby iglobalization. iNone iof ithe irespondents istrongly idisagreed ithat ieither 

iglobalization ihad iaffected imodern irecruitment  iand iselection ipractices iin itheir 

iorganization ior iglobalization ihad iaffected iglobal icompetition ion ithe irecruitment iand 

iselection ipractices (Figure 4.2). 
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Figure 4.2: Globalization and Recruitment and Selection 

 

Source (Author 2019) 

4.4 Globalization and Retention Strategies 

Only 11.11% of respondents strongly agreed that globalization had led to their 

organization offering competitive remuneration and benefits. None of the respondents 

strongly agreed that either global HR trends had affected employee engagement at the 

workplace or globalization had affected workers personal voice and responsibility 

which gave them more feeling of value in the organization or globalization had 

affected the attraction and maintenance of skilled workers while competing for the 

best expertise in various fields (Figure 4.3). 
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Figure 4.3: Globalization and Retention Strategies 

 

Source (Author 2019) 

 

4.5 Globalization and Performance Management 

16.67% of respondents strongly agreed that globalization had enhanced learning and 

development within the organization. Only 5.56% and 1.39% strongly agreed that 

global trends had created a high-performance culture among employees and 

globalization had led the human resource department to come up with a strong 

performance management program respectively as shown in Figure 4.4. 
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Figure 4.4: Globalization and Performance Management 

Source (Author 2019) 

4.6 Multiple Linear Regression Analysis 

In ithis istudy, ia imultiple ilinear iregression ianalysis iwas iapplied ito idetermine iinfluence iof 

iglobalization ion iemployee iresourcing istrategies iof iinternational itechnological ifirms.  

4.6.1 Model Summary 

Table 4.2: Model Summary  

Model R R Square Adjusted R 

Square 

Std. Error of the 

Estimate 

Durbin-Watson 

1 .747a .558 .533 .40508 1.539 

a. Predictors: (Constant), Globalization and Reward Management, 

Globalization and Recruitment and Selection,  

Globalization and Retention Strategies,  

Globalization and Performance Management 
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The model isummary iindicated ithe ipresence iof ia imoderate ipositive imultiple ilinear 

icorrelation i(R=0.747) ibetween ithe iindependent ivariables iand ithe idependent ivariable. 

iFurther, ithe iadjusted iR-square ivalue iof i0.533 iindicated ithat i53.3% iof ithe ivariability iin ithe 

idependent ivariable I; Employee iResourcing iStrategies was iexplained iby ithe imodel iafter 

iadjusting iindependent ivariables. 

Durbin iWatson id=1.539, iwhich iwas ibetween itwo icritical ivalues iof i1.5<d<2.5. iTherefore, 

ithere iwas ino ifirst iorder ilinear iautocorrelation iin iour imultiple ilinear iregression idata ias 

ishown iin itable 4.3. 

Table 4.3: ANOVAa 

Model Sum of 

Squares 

df Mean Square F Sig. 

1 

Regression 14.303 4 3.576 21.16 .000b 

Residual 11.322 67 .169   

Total 25.625 71    

a. Dependent Variable: Employee Resourcing Strategies 

b. Predictors: (Constant), Globalization and Reward Management, Globalization and 

Recruitment and Selection, Globalization and Retention Strategies, Globalization and 

Performance Management 

 

The study revealed that the F-statistic (F4,67 =21.16, p=0.000) was statistically 

significant (p<0.001). This showed that the independent variables taken together 

significantly influenced Employee Resourcing Strategies. Consequently, the model 

explained a significant amount of variance in Employee Resourcing Strategies as 

shown in Table 4.3. 

The model coefficients values from the regression were as presented in Table 4.4 
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Table 4.4: Coefficients 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

T Sig. Collinearity 

Statistics 

B Std. Error Beta Tolerance VIF 

1 (Constant) .617 .421  1.465 .147   

Globalization and 

Reward 

Management 

.115 .116 .095 .995 .323 .703 1.422 

Globalization and 

Recruitment and 

Selection 

.304 .097 .328 3.125 .003 .580 1.725 

Globalization and 

Retention 

Strategies 

.059 .118 .061 .502 .618 .439 2.277 

Globalization and 

Performance 

Management 

.380 .096 .418 3.945 .000 .570 1.756 

a. Dependent Variable: Employee Resourcing Strategies 

From the model, it was evident that only Globalization and Recruitment and Selection 

and Globalization and Performance Management were statistically significant to the 

model (p<0.05). However, the other two independent variables (Globalization and 

Reward Management and Globalization and Retention Strategies were statistically 

insignificant at 5% level of significance (p>0.05). The following statistical model was 

derived: 

Y = 0.617 + 0.115X1 + 0.304X2+0.059X3+0.380X4.  

Mobilization was a multiple of 0.380. 
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Based on the standardized coefficients (Beta), globalization and performance 

management had the highest impact in the model, followed by globalization and 

recruitment and selection (Beta=0.418 and Beta=0.328 respectively). The other 

remaining two independent variables Globalization and Reward Management and 

Globalization and Retention Strategies) had insignificant impacts (Beta=0.095 and 

Beta=0.061 respectively). There was no evidence of multicollinearity in the multiple 

linear regression. This is because all the variables had a Tolerance>0.1 or VIF<10. 

Refer to Table 4.4. 

Since only two dependent variables (donor relationship and resource mobilization) 

were significant in the model as shown in table 10, the researcher went ahead to 

determine their impact on the dependent variable when only two of them were used.  
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Table 4.5: Coefficientsa 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. Collinearity 

Statistics 

B Std. 

Error 

Beta Tolerance VIF 

1 (Constant) .935 .328  2.856 .006   

Globalization 

and 

Recruitment 

and Selection 

.351 .086 .379 4.099 .000 .744 1.345 

Globalization 

and 

Performance 

Management 

.428 .084 .472 5.097 .000 .744 1.345 

a. Dependent Variable: Employee resourcing strategies 

 

The final model with two independent variables read as: 

Y=0.935+0.351X2+0.428X4 

Where: - Y=Employee resourcing strategies; X2= Globalization and Recruitment and 

Selection; X4= Globalization and Performance Management. 

The model explained ia isignificant iamount iof ivariance iin iEmployee iresourcing istrategies. 

iThis iis ibecause iof ithe isubstantially ihigh ivalue iF istatistic i(42.988) ithat iwas  istatistically 

isignificant i(p<0.001). iRefer ito itable i4.84. iAdditionally, ithe imodel isummary iindicated ithe 

ipresence iof ia imoderate ipositive imultiple ilinear icorrelation i(R=0.740) ibetween ithe 
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iindependent ivariables iand ithe idependent ivariable. iFurther, ithe iadjusted iR-square ivalue iof 

i0.535 iindicated ithat i53.5% iof ithe ivariability iin ithe idependent ivariable i(Employee 

iresourcing istrategies) iwas iexplained iby ithe imodel iafter iadjusting ifor ithe iindependent 

ivariables ias ishown iin itable 4.6. 

Table 4.6: ANOVAa 

Model Sum of 

Squares 

df Mean Square F Sig. 

1 

Regression 14.035 2 7.017 42.988 .000b 

Residual 11.590 71 .163 
  

Total 25.625 73 
   

a. Dependent Variable: Employee resourcing strategies 

b. Predictors: (Constant), Globalization and Recruitment and Selection, Donor 

Relationship 

 

Table 4.7:  Model Summaryb 

Model R R Square Adjusted R 

Square 

Std. Error of 

the Estimate 

Durbin-Watson 

1 .740a .548 .535 .40403 1.569 

a. Predictors: (Constant), Globalization and Recruitment and Selection, Donor 

Relationship 

b. Dependent Variable: Employee resourcing strategies 
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CHAPTER FIVE 

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS 

5.1 Introduction 

This ichapter iprovides isummary iof ithe ifindings ipresented iin ichapter ifour. iThe ichapter 

ifurther ipresents ithe iconclusions iand irecommendations iof ithe istudy iregarding ithe iinfluence 

iof iglobalization ion iemployee iresourcing  istrategies iof iinternational itechnological ifirms. 

Areas of further research are also suggested. 

5.2 Summary 

This study observed the influence of globalization ion iemployee iresourcing istrategies iof 

iinternational itechnological ifirms iin iNairobi. iResearch iwas   undertaken ion i20 

itechnological ifirms iin iNairobi. iThe iintention iwas ito ifind iout iif iglobalisation iand ireward 

imanagement; iglobalisation iand irecruitment iand iselection; iglobalisation iand iretention 

istrategies; iglobalisation iand iperformance imanagement ihad iinfluences ion iemployee 

iresourcing istrategies. iThe ipresent istudy ifound iout ithat iglobalization iand ireward 

imanagement iand iglobalization iand iretention istrategies iinfluenced i ion iemployee 

iresourcing istrategies iof iinternational itechnological ifirms. iIn icontrast, iglobalization iand 

irecruitment iselection iand iglobalization iand iperformance idid inot iinfluence iemployee 

iresourcing istrategies iof iinternational itechnological ifirms. 

5.3 Discussion of findings 

Globalization and reward management and globalization iand iretention istrategies iwere 

ifound ito ibe istatistically iinsignificant iin idetermining iemployee iresourcing istrategies iof 

iinternational itechnological ifirms. iHowever, ithe istudy found out globalization and 

recruitment selection and globalization and performance management to be 

statistically significant in determining iemployee iresourcing istrategies iof iinternational 

itechnological ifirms. 
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 5.3.1 Globalization and Reward Management 

The researcher found out that globalization and reward management was not 

statistically significant in determining employee resourcing strategies of international 

technological firms in Nairobi. 

This is in contrast to what J Bae, C Rowley (2001). They iargued ithat iglobalization imay 

ipush iconvergence ithrough ithe itransfer iof I best ipractices. 

5.3.2 Globalization and Recruitment and Selection 

Globalization and recruitment selection iwas ifound ito ibe istatistically isignificant iin 

idetermining iemployee iresourcing istrategies iof iinternational itechnological ifirms iin 

iNairobi. iThis ioutcome iagreed iwith iwhat iPaul iR. iSparrow i(2006) ifound iout. iIn ihis iwork, ihe 

iargues ithat irapid iglobal iexpansion irequires ithe ideployment iof iskills iand iexperience iin ia 

imultitude iof icountries iat ishort inotice. iA inew international mobility framework ireduced 

ithe icost iand icomplexity iof iexpatriating iindividuals iby isecuring italented iemployees ion 

iglobal icontracts iwith ia ipremium ifor iglobal imobility ibut ionly  iexpatriation  ibenefits. 

5.3.3 Globalization and Retention Strategies 

The relation between globalization and retention strategies was found to be 

statistically insignificant to the model. This is in opposite to what Nwokocha, EBJ 

Iheriohanma (2012) discovered iin itheir iresearch. iThey irecognized ithe ineed ifor 

isustainable iretention istrategies iin iorganizations iin iNigeria. iIt itook iinto iconsideration ithe 

icompetitive ibusiness ienvironment ithat iis ioccasioned iby iglobalization. iThis iis iinferred 

ifrom ithe ieffects iassociated iwith iemployee iturnover iin iorganizations, iwhich iexpress ithe 

iinadequacies iin ithe itraditional iretention istrategies iin iorganizations iin iNigeria. 

https://scholar.google.com/citations?user=LP0dchgAAAAJ&hl=en&oi=sra
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5.3.4 Globalization and Performance Management 

Additionally, this study determined that globalization and performance management 

affected employee resourcing strategies of international technological firms. One of 

the ways of enhancing performance is through training. Activities associated with 

training play a significant role in inspiring the achievement of employee growth. 

Boselie et al., (2010) approaches employee training as an approach aimed at providing 

employee improvement, competence, and improved performance through education 

and knowledge achieved by planning and constant effort. Training is also defined as a 

valuable investment and important tool within an organization, whose main aim is to 

assist in the improvement of profitability, the reduction of costs, and the increasing of 

motivation levels among employees (Morgan & Jardin, 2010). 

5.4 Recommendations 

This study will be beneficial for human resource managers and those in recruitment 

departments within in technological firms, this will broaden their insightful 

understanding of employee resourcing as a HR function especially the aspect of 

recruitment and selection and how crucial this process is in determining the 

performance of and organization. Technological companies should think of 

incorporating reliable structures for employee resourcing and improving on their 

performance management systems to remain competitive. Recruitment and selection 

processes should continuously improve as time goes by to ensure the firms acquire 

and retain an exceptional work force within the organization. They should train the 

employees in these different HR roles to be up to date with what is current and what 

works best for their specific organization.  
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This study will be appropriate for HR practitioners in the technological firms to 

identify areas that require more attention and emphasis in terms of changing and 

improving processes in areas of ER where they may be lagging behind so as to remain 

globally competitive and up to date with their systems. The study recommends that 

the management of some of these tech firms embraces the use HRMIS in conducting 

its employee resourcing functions to have optimal use of their data and improve 

efficiency and effectiveness within the organization. 

5.5 Suggestions for Further Studies 

This istudy iwas ilimited ito ithe iinfluence iof iglobalization ion iemployee iresourcing istrategies 

iof iinternational itechnological ifirms. iGlobalization iand ireward imanagement; 

iglobalization iand irecruitment iand iselection; iglobalization iand iretention istrategies and 

globalization and performance management were the key areas examined in this 

study. However, these variables were not exhaustive in explaining employee 

resourcing strategies. Future studies should consider how attraction of talent 

influences employee iresourcing istrategies iof iinternational itechnological ifirms. This 

study did not utilize mitigating variables such as the size of the organization, digital 

revolution, nature of leadership, and cultural differences to measure what influence 

these factors will have on globalization and employee resourcing strategies. 

Therefore, future studies should consider including these mitigating variables to see 

the effect this could have employee resourcing strategies. 
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5.6 Limitation of the study. 

Throughout the process associated with data collection, the researcher encountered 

several setbacks. There were a few delays in collection of data since the target data 

was from different organizations and it took a long while to get responses from 

majority of them. Some of the smaller organizations did not respond to the 

questionnaires. 
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APPENDICES 

Appendix I: Introductory Letter 
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Appendix II: Questionnaire 

(Please fill in the questionnaire as diligently as you can. Tick in the appropriate box 

where the question requires you to do so, where the space is provided. Please fill in 

your answer) 

SECTION A: General Information  

1. Your gender? 

 Male    

  Female   

2. Your educational Background? 

College Diploma    

 Bachelor’s Degree   

 Master’s Degree   

3. How many years of experience do you have in Human Resources? 

Less than 5 years    

5-10years   

11-15years 

4. Which is your role in your organization? 

Human Resource Manager  

Talent and acquisition specialist          

Recruitment manager 

Line Manager 
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SECTION B: Globalization and Reward Management 

5. To what extent do you agree with the following statements regarding the 

influence of globalization on reward management structure in your organization?  

1–Strongly Disagree     2–Disagree      3–Neutral     4–Agree     5–Strongly 

Agree  

STATEMENTS  1 2 3 4 5 

Globalization has affected cultural exchange and 

assimilation 

     

Globalization has affected demand for better 

compensation in developing countries 

     

Globalization has affected finding of better paying jobs 

in workforce market of developing countries 

     

Globalization has affected retaining of quality workers 

due to poor compensation 

     

Globalization has affected the ease of looking for better 

paying jobs in other countries 

     

6. In your opinion, does your organization have specific policies that guide 

reward management? 

_____________________________________________________________________

_____________________________________________________________________

_______________________________________________________________ 
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SECTION C: Globalization and Recruitment & Selection 

7. To what extremity do you relate with the following assertions regarding the 

influence of globalization on recruitment & selection in your organization?  

1–Strongly Disagree     2–Disagree      3–Neutral     4–Agree     5–Strongly 

Agree  

STATEMENTS  1 2 3 4 5 

The use of scientific methods and efficient selection 

methods during recruitment have been affected by 

global trends 

     

The coordination of human resource activities with all 

organizational units and people has been affected by 

globalization  

     

Globalization has affected modern recruitment and 

selection practices in your organization 

     

What extent has globalization affected global 

competition on the recruitment and selection practices 

     

 

8. In your view, what are the benefits of adopting global trends in recruitment & 

selection processes in your organization? 

_____________________________________________________________________

_____________________________________________________________________

_______________________________________________________________ 

 

 

 



51 

 

SECTION D: Globalization and Retention Strategies 

9. To what extremity do you relate with the following assertions regarding 

globalization and its influence on retention strategies? 

1–Strongly Disagree     2–Disagree      3–Neutral     4–Agree     5–Strongly 

Agree  

STATEMENTS  1 2 3 4 5 

Globalization has led to your organization offers 

competitive renumeration and benefits. 

     

Global HR trends have affected employee engagement 

at the workplace  

     

Globalization has affected workers personal voice and 

responsibility which gives them more feeling of value 

in the organization 

     

Globalization has affected the attraction and 

maintenance of skilled workers while competing for the 

best expertise in various fields 

     

10. On a personal opinion, do you find global business changes possessing a positive 

association with retention strategies in your organization. 

_____________________________________________________________________

_____________________________________________________________________

_______________________________________________________________ 
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SECTION E: Globalization and Performance Management 

1. To what extremity do you relate with the following assertions regarding 

globalization and its influence on performance management? 

1–Strongly Disagree     2–Disagree      3–Neutral     4–Agree     5–Strongly 

Agree  

STATEMENTS  1 2 3 4 5 

Globalization has enhanced learning and development 

within the organization 

     

Globalization has led the Human resource department 

to come up with a strong performance management 

program 

     

Globalization has influenced career planning and 

development of employees 

     

Global trends have created a high-performance culture 

among employees 

     

2. In your opinion, do you find global business changes in tech firms affecting the kind 

of performance management system your organization has? 

_____________________________________________________________________

_____________________________________________________________________

_______________________________________________________________ 

 

 

(THANK YOU FOR YOUR TIME) 
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Appendix III: List of International Tech-Firms in Kenya  

1. IBM Kenya 

2. Oracle Ltd  

3. Andela 

4. Symphony 

5. Novel Technologies 

6. Google 

7. Octopus ICT Solutions 

8. Symphony Technologies Limited  

9. Bostech ICT Solutions Limited  

10. Naisoft Limited  

11. Safaricom 

12. ICT Africa 

13. Empire Microsystems Ltd 

14. Isolutions Associates  

15. Microsoft  

16. Nokia 

17. Samsung 

18. Huawei 

19. Apple 

20. Airtel 

Source: (Communications Authority of Kenya, 2019). 

 

 


