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Abstract  

The research aimed to examine the relationship between human resource strategy 
evaluation and the performance of human resources in universities in Kenya. A sample 
survey cross-sectional design was employed where the target population was the 
registrars from the administration department that has oversight over the human 
resources. The data was then processed using the SPSS version 25 and analysed with 
descriptive and inferential statistics. Frequency distributions indicated high utilisation 
of the principles of business strategy evaluation in human resources. The correlation 
between the Human resource Strategy Evaluation and performance was positive and 
significant, and regression analysis confirmed the predictive power of human resource 
strategy on performance. The study concluded a positive and significant relationship 
between the utilisation of human resource strategy evaluation and the performance of 
human resources in universities in Kenya.  
Keywords: Human Resource Strategy Evaluation; Performance; Higher Education, 
Kenya 

 
 
 
 

Introduction 
The notion that human resources are the most significant asset in organisations (Bhusan & 
Sar, 2020; Shrouf et al., 2020; Chakraborty & Biswas, 2019) is uncontested. This owes to 
‘the totality of knowledge, skills, attitudes, personality traits, talents, relationships, 
networks’ that are person-based (Simonis, 2021) and pervade systems. This argument is in 
line with the resource-based view (RBV) of the firm that privileges internal resources and 
capabilities in the competitiveness of entities (Barney, Corte, Sciarelli, & Arikan, 2012). The 
reasoning is even more pertinent for universities as labour-intensive institutions (Jyot & 
Mohsin, 2020). In contention, though, are the approaches to harnessing slack in these 
resources.   

Important as people are, they have to get organised. Human resource strategy is one 
such organising paradigm and is presently the choicest. Strategic human Resource 
Management contains strategy (Sepahvand & Khodashahri, 2021), which is a ‘central 
philosophy of the way that people in the organization are managed and the translation of this 
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into personnel policies and practices’ (Torrington & Hall, 2008). Thus, in theory, it is 
distinguishable from personnel and human resource management. The strategy seeks to 
influence people through policies and practices; people then impact organisational purpose 
(Colbert, 2017). Since people design and execute organisational activities, human resource 
strategy has implications for the overall performance, however winding the path is. Notably, 
human resource has co-evolved with strategic management from the beginning in the early 
1980s (Lengnick-Hall, Lengnick-Hall, Andrade, & Drake, 2009).  

Universities in Kenya have been intense in strategic planning over the past two 
decades in response to contextual shifts. According to Kafel and Ziebicki (2021), the advent 
of the 21st Century generally occasioned basic alterations in conduct of business. Prior to the 
year 2002, the institutions were tightly state-regulated. Indeed, the country itself was, to a 
certain extent, insulated from some external pressures. As the country became more open, 
when challenges facing universities mounted, with regulatory and budgetary pressures being 
the most pronounced. The number of institutions also increased, suggesting increased 
competition and even hyper-competition, predisposing administrators to embrace market-
like approaches, among them strategy. Strategic planning process was put on the front 
burner. Kiprop, Bomett, a n d  Michael (2015) reported the decree of the Ministry of 
Education for institutions to embrace strategic planning. Most institutions embraced the 
five-year planning cycle, and most are in their fourth cycle of the process.  

Criticisms on strategic planning revolved around failed implementation. Strategic 
Management focused on implementation to address this aspect. Implementation depends on 
people-based action, reinforcing people-based initiatives. Thus, human resource strategy is 
an entity’s general plan for organising its human side to align it with its business activities 
(Van Vulpen, 2020). Wright (2008) considered human resource strategy a system of human 
resource practices about a certain job or collection of jobs that aims at the best worker 
performance possible to meet goals, and depends on ‘what people feel, have, and then do’. 
This is analogous to a product strategy. According to the Republic of Kenya (2017), human 
resource strategy is a plan of action designed to develop the skills, attitudes, and behavior 
among staff to help organisations meet their goal; principles for managing the workforce 
through human resource policies and practices are at the heart of human resource strategy. 
Suffice to say, the human resource strategy sets the direction for all the key areas of human 
resource classified under the acquisition, maintenance, and separation with people 
(Mezentsevaet al., 2018). 

Human resource strategy is a functional level strategy (Wright, 2019); however it 
is restricted in scope (Urmila, n.d.). Yet human resource is not confined to the human 
resource unit; the function covers the entire organisation as it services other subsystems. The 
strategy transcends the traditional disciplines in the acquisition of, maintenance of, and 
separation with, organisational members to cover culture and organisation (Thomas, 1996) 
as well as issues outside the organisation such as corporate social responsibility (CSR) and 
diversity considering the incidence of human resource societal objectives (Aswathappa, 
2008). It is necessary to consider the performance of the human resource function in a 
broader view. Together with other functional strategies in operations, marketing, finance, 
research and development among others, human resource strategy enables competitive 
strategy, which in turn enables corporate strategy, where the two are distinct. 

The overriding benefit of human resource strategy is its impact on the workforce 
that then affects organisational performance (Colbert, 2017). The nexus, however, between 
human resource and organisational objectives and performance gets somewhat convoluted. 
Taking the rationalistic approach to the strategy process (Serforntein, 2016), human resource 
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cascades from corporate strategy through the business strategy. Put differently, human 
resource aligns upwards with corporate level strategy through business level strategy 
(Wright, 2019), in the case where the top two strategies are distinct. Although the direct 
impact of human resource is moot, intuitively it exists. Looking at the vital role of human 
resource in strategy implementation, a shift is taking place from mere alignment to strategy 
integration (Boon, Eckardt, Lepak & Boselie, 2017; Urmila, n.d.) and probably to leadership 
of strategy. To support corporate and business strategies, human resource addresses the four 
human resource management objectives: personal; functional; organisational; and societal 
(Aswathappa, 2008). Evidently, the performance of the human resource has implications for 
the sustainable performance of entities. But the question is how to establish that human 
resource is performant, which throws evaluation into the fray. 

The purpose of strategy evaluation is to show that strategy does contribute to overall 
performance via efficiency, effectiveness, and impact (Torrington, 2008). Since human 
resource cascades from business strategy, this paper postulates that the evaluation of human 
resource ought to follow the same principles scholars use to evaluate BS. But literature in 
support of this postulation is scarce. According to Rumelt (1979) as cited by Forsell (2012), 
to evaluate business strategy takes cognizance of the four principles: Consistency; 
Consonance; Feasibility; and Advantage. This study sought to examine the extent to which 
these dimensions can be utilised in the assessment of the human resource strategy, and in 
particular, its relationship to the performance of that strategy.  

Human strategy evaluation should reinforce claims of the strategic role of the human 
resource management function. Yet strategy evaluation is generally under-researched (Hieu 
& Nwachukwu, 2019; Forsell, 2012). Actually, human strategy evaluation as a concept is 
rare in strategic human resource management discourse. Common relevant concepts include 
performance appraisal and human resource audits. Literature on strategic human resource 
management practices (Ayanda & Sani, 2011; Fan &Wang, 2015; Eneh & Awara, 2016) 
has not indicated any attempts to examine the nature of human strategy evaluation or to 
domesticate the dimensions of business strategy evaluation above to the human resource 
strategy evaluation generally, and specifically in the context of higher education in Kenya, 
and their relationship to the performance of the human resource strategy in question. 
Therefore, this study has been conducted to fill this significant gap in the current literature.  
 

Literature Review 
Human resource Strategy Evaluation 
From Latin ‘Valupure’ (Priyan & Oinam, 2015), evaluation denotes assessment of the worth 
or value. The Canadian Evaluation Society (CES, n.d.) considers evaluation in three aspects: 
design; implementation; or results. Evaluation entails taking measurement in some way or 
other, and making judgement about results of that measurement. Data, therefore, is at the 
heart of this process. ‘Without data,’ Edward Deming is famously quoted, ‘you’re just 
another person with an opinion’ (Van Vulpen, 2020).  

In strategy, evaluation entails questioning the strategy (Wright, 2019; Hieu & 
Nwachukwu, 2019) lest, in particular, it leads to more serious problems than currently exist. 
Evaluation, ideally, occurs at three levels: choice; implementation; and results. Digman 
(2003) identifies two types of evaluation: assessment of alternatives for strategic choice; and 
establishing suitability of an existing strategy, thereby throwing light on the efficiency and 
effectiveness of the strategic plans. In addition, Yadav (2011) also views two roles of 
evaluation at two levels: the strategic level that questions consistency; and the operational 
level that tracks implementability. This second role, though, is to monitor or control. This 
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study assumed an existing human resource strategy, the evaluand, presumably embedded in 
the existing strategic plans at universities. That evaluation is essentially the measurement 
underscores the need for effective indicators. A challenge for human resource has been the 
shortage of effective quantitative indicators (Coron, 2021 citing Lismontet al., 2017) 

Maunder et al. (2014) have listed the objectives of evaluation as: to confirm that 
strategy will work as envisaged; to establish the strategy to meet pre-determined targets; to 
establish a cost-benefit analysis; and to monitor progress at the strategy execution and take 
corrective measures or institute improvements as necessary.  

Human resource strategy evaluation has basis in strategic management theory. 
Attempts At conceptualisation of strategic management always run into difficulty; and 
definitions are always mouthful. But all definitions are similar in that strategic management 
is about an entity’s objectives and the means to attain them (Omalaja & Eruola, 2011; Pearce 
& Robinson, 1991 as cited by Palladan, & Adamu, 2018). The definition of Dess et al. (2007) 
captured by Athapaththu (2016) is instructive is germane: it is a process and a path guiding 
action all over the organisation. ‘All over the organisation’ implies that human resource 
activities are part of the strategy and ‘action’ implies task execution. Essentially, strategic 
management is the deployment of a plan in pursuit of business objectives. Strategy, from 
Greek Stratego, has roots in military thought and refers to military leadership (Palladan & 
Adamu, 2018). It was embraced by management after World War II in response to a 
changing environment (Athapaththu, 2016). The process has put leverage on strategy 
implementation (Wright, 2019) and the vital role of human resource, for people are 
indispensable in the multi-phased the process. 

Strategy bears a number of distinct characteristics. For this reason, scrupulous 
attention to the process is imperative. Strategy is concerned with large issues, is multi-
business and cross-functional in nature, thus affecting entire entities and are, therefore, 
consequential, focuses on environmental questions, particularly external ones, is futuristic 
in orientation, takes an uncertain long term, and call for stretch of resources (Wheelen & 
Hunger, 20011; Johnson & Scholes, 2008). Strategy costliness implicates the sustainability 
of entities. Its contribution to performance is, therefore, of major interest to scholars and 
practitioners. The performance of strategy depends on two conditions: whether the choice of 
the strategy was sound; and how successfully the strategy was executed. Strategy evaluation 
assesses both the validity of the strategic choice process as well as the measurement and 
examination of the performance of the strategy chosen for its contribution to the overall 
success of the strategising entity. Thus, strategy evaluation is a vital step in the strategy 
process. 

Cascading human resource strategy from corporate and business strategies rests on 
the notion of strategy structure or strategy hierarchy, which entails corporate, business, and 
functional strategies. Strategy process, on the other hand, is management that is strategic. 
The former is a pyramidal arrangement of strategy from the highest to the lowest levels. 
Strategic management is processual, presented in phases. For some authors such as Wheelen 
and Hunger (2011), it is four-phased: environmental analysis; strategy formulation; strategy 
Implementation; and Strategy evaluation and control. Others (Bratton & Gold, 2017; Certo 
& Peter, 1993) adopt a five-step approach: analysis; setting organisational direction; strategy 
formulation; strategy implementation; and strategy evaluation and control. According to the 
rationalistic approach (Calabretta, Gemser & Wijnberg, 2017), strategy evaluation and 
control is the final phase of the strategy process. Contrary to Wright (2019), evaluation 
begins at the start of the strategy process.  
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Human Resource Strategy Evaluation Framework 
According to Rumelt (1993) as cited by Ghosh (2010) and (David 2013), business strategy 
evaluation is based on four principles of Consistency, Consonance, Advantage, and 
Feasibility. Consistency looks out for agreement among goals and policies (emphasizing 
goal congruence); it refers to the fit between the strategy formulated and the entity’s key 
internal elements notably mission, values, and long-term objectives. Consonance refers to 
the alignment of the entity with its external environment, focussing on sets of trends or 
individual trends in the political, economic, social, and technological milieu. Consonance 
staves of strategic drift, fostering organisational legitimacy. Advantage questions the 
capacity of strategy to cause and/or sustain competitive advantage via resources, skill, and 
position. Feasibility concerns with the appropriateness of strategy vis-à-vis available 
resources and assurance that strategy will not cause more unsolvable problems (ibid.). David 
(2013) noted consonance and advantage are based on external circumstances: consistency 
and feasibility on internal dynamics.  
 Configuration stresses on internal fit (Oxford Reference, 2020), the development of 
coherent bundles of human resource practices that reinforce one another, and revolving 
around human resource key activities of acquisition, maintenance, and separation. An 
appropriate configuration of human resource is also suggested that involves fit with the 
business strategy in an human resource operationally reactive, human resource operationally 
proactive, human resource strategically reactive, human resource strategically proactive 
manner (Ali, Ahmad, &d Iqbal, 2012). Only strategically proactive human resource 
establishes internal and external fit, thereby creating viable strategic substitutes.  
 For Tilles (1963) in Ghosh (2010), there are six evaluation indicators as follows: 
internal consistency; external consistency; resource considerations; level of risk strategists 
will tolerate; soundness of the time horizon; and the workability of strategy. While Rumelt 
(1993, in David 2013) focuses on internal consistency and assigns the external dimension to 
consonance, Tilles (1963 in Ghosh, 2010) splits consistency into internal and external, giving 
it more clarity. For Digman (2003), objective strategy evaluation criteria cover three items: 
good consistency; strategy content; and implementation. But Digman (2003)’s use of the 
term objective is confusing since these criteria involve qualitative statements rather than the 
traditional objective measures that are quantitative in nature. 
 Good consistency requires strategy alignment with mission, goals and objectives.  
Digman (2003) recommends six qualitative statements for strategy content and seven for 
implementation in questioning the strategy. The present study seeks to link these criteria to 
the human resource strategy. To operationalise evaluation, Certo and Peter (1993) 
recommended that strategists ask critical questions around the qualitative evaluation 
indicators. But quantitative indicators of performance among them returns on investment, 
return on equity, earnings per share, liquidity measures (ibid.) are also considered. These 
are, however, focused on short, annual target (David, 2013). The challenge of the human 
resource function has been to establish quantitative measures of not only the human assets 
(Mello, 2011) but the following high impact initiatives: recruitment; selection, and 
orientation; career development and training; compensation; evaluation, discipline, and 
control; and labour relations and equal opportunity requirements (Pearce & Robinson, 2011; 
Ghosh 2010). Assessment at higher education institutions is more inclined to be qualitative 
than quantitative. Apart from the qualitative and quantitative indicators, there are other 
considerations of strategy evaluation: frequency of the exercise; methods to be deployed; 
expertise of evaluators; and ownership and uptake of evaluation results. 
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Despite the obvious benefits, there is little evidence that scholarly attention is paid to this 
phase of strategising (Hieu & Nwachukwu, 2019). If Strategy evaluation is less researched 
(Forsell, 2012), then the situation is direr for human resource strategy evaluation. The human 
resource strategy of the Ministry of Health has a seemingly rigorous ‘monitoring and 
evaluation’ regime. But the dimensions of business strategy are not employed. Literature 
suggests that a strategy that meets these criteria will enhance the competitiveness.  
 
Performance 
Organisations and their subsystems exist to accomplish something; that is to perform 
(Orajaka (2021), the production of a valued result. Performance is the centrepiece of all 
management effort; arriving, though, at a universal conceptualisation of the construct 
presents difficulties (Sharma & Al Sinaw, 2021; Tahir, 2020), chiefly for its polysemantic 
nature (Elena-Iuliana & Maria, 2016). It is an even more uphill task for service-based 
entities, among them universities. Performance reflects the functioning of ‘economic 
entities’ (Pintea & Achim, 2013) and thereby confers legitimacy upon them. Performance is 
that which contributes to improved cost-value (Elena-Iuliana & Maria, 2016, citing Philippe 
Lorrino, 1997). According to Matei (2006) as cited by Elena-Iuliana and Maria (2016), 
performance is at the confluence of mission, resources, and service quality results. Yet 
performance is not a fixed point but a journey; hence the notion of level of performance 
(Egler, n.d.). In human resource management, the challenge is more intractable due to less 
rigorous performance indices. Still performance is very much a human resource issue and at 
its heart are behaviours of individual employees (Mello, 2011; Khan, Taher, and Islam, 
2021). 

Concern with performance in the world today is for proof that entities create value to 
the satisfaction of myriad stakeholders. This brings to the fore concern for data-yielding key 
performance indicators. Validation of performance is in its measurement and indicators serve 
as proxy. According to Loukkola, Peterbauer, and May (2020), the validity of demand in 
higher education institutions and their stakeholders ‘for an evidence-based, data-driven 
analysis of higher education and its performance’ is undisputed. Among measures of 
performance in universities include university rankings (Vidal & Ferreira, 2020), academic 
service quality (Sharma & Al Sinaw, 2021), student outcomes (Gonzalez, de la Rubia, Hincz, 
Comas-Lopez, Subirats, Fort, 2020), financial issues (Montanaro, 2013), and the role of 
individual human resource disciplines and employee performance. Rarely has the 
performance of the human resource management strategy been inquired into. The 
investigation reported herein sought to inquire into the efficiency, effectiveness, and impact 
as indicators of the human resource strategy performance in universities in Kenya.  

The organisational effectiveness model anchors the performance construct in most 
discussions. They include the goal approach, the systems resource approach, the process 
approach, and the strategic constituency approach (Ashraf & Kadir, 2012). Most key 
performance indicators in higher education are goal-based since most activities revolve 
around the goals on teaching, research, and service. Accordingly, key performance indicators 
are derivatives of the goals and objectives of universities. Similarly, as supportive functions, 
human resource management practices derive from missions and objectives as will relevant 
metrics.   
 
Conceptual Framework 
From a statistical perspective, the conceptual framework describes the relationship between 
the main concepts of a study (Adom, Hussein, & Agyem (2018). It is arranged in a logical 
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structure to provide a picture or visual display of how ideas in a study relate to one another 
(Grant & Osanloo, 2014). This study conceptualised human resource strategy evaluation, the 
independent variable, in terms of consistency, consonance, feasibility, and advantage; and 
the performance of the human resource strategy, the dependent variable, as human resource 
efficiency, human resource effectiveness, and human resource impact.  
 
 
 

 
 
 
 

Figure 2.1: Conceptual framework of human resource strategy evaluation and 
performance. 

 
 

Research Methodology 
Research Design 
Based on science, resolving research problems is systematic and organised, with key steps 
being logically laid down. This is the basis of the concept of research design as the blueprint 
for conduction of investigations. Kothari (2004) considers the research design to be the 
logical framework or structure that generates desired evidence in an accurate, unbiased, and 
economical way to minimise the incidence of invalid conclusions. It involves operations for 
gathering information as well as the logic behind those operations, which provides this 
chapter to the Research Method(ology), that is, the methods and their logic.  

This study adopted the cross-Sectional sample survey, which is snapshot in nature, 
captures the phenomenon of interest at a point in time. According to the USCL (2016), 
design focuses on studying and drawing inferences from existing differences between 
people, subjects, or phenomenon, is amenable to use of data from a large number of subjects, 
and is not geographically bound. These attributes were germane to this study. Practical 
research work can, however, be hardly said to be mutually exclusive; within this cross-
sectional type, traces of exploration, description, and explanation would be found. There are 
drawbacks that can be pointed out of cross-sectional studies: one, similar subjects can be 
difficult to find. Secondly, as Bayo-Moriones and de Cerion (2002) noted, these designs do 
not establish causality. Thirdly, in a fluid environment such as the one attending to HEIs in 
Kenya, snapshot results, results that are static and time-bound, historical, or temporal, could 
vary with time and slowly become obsolete . Lastly, events in the real world are hardly 
sequential, which precludes one from building on the past. Nevertheless, cross-sectional 
studies continue to be the design of choice for most postgraduate programmes.   
 
Population and Sampling Technique 
A statistical population comprises the collection of all possible observations of a specified 
characteristic of interest (Lapin, 1990). It is from this collectivity (also referred to as 
universe, target population, or theoretical population) that the accessible population can be 
derived (Asiamah, Mensah, & Oteng-Abayie, 2017). Population is central to a research as it 
bears the characteristics under investigation, hence the criticality of accessibility.  There are 
a total of 74 universities in Kenya classified as follows: 31 chartered public universities; 18 
chartered private universities; 14 universities with Letter of Interim Authority (LIA); six 
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constituent colleges of public universities; and five constituent colleges of private 
universities (CUE, 2017). A representative sample was drawn from this population. 
 The unit of analysis was the university human resource unit. The respondents were 
the Registrar (Administration) who has the responsibility including that of the human 
resource function. According to Kazmi (2008), participants in strategic control include: 
members of the board of directors; chief executives; SBU and profit-centre heads; financial 
controllers, company secretaries, internal and external auditors; and middle level managers. 
Within the university context, the Registrar (Administration) listed as among the ‘chief 
officers of the university’ fell within this classification. Universities in Kenya are caught in 
the grip of change and crisis, to which their response is intensified strategic planning. As 
service entities, labour is the largest of their inputs, which is an onerous responsibility for 
their human resource units. The institutions, therefore, provide an ideal setting for 
investigating the workability of human resource strategy evaluation. As the research got 
underway, fresh demands were issued to the universities to begin to work out and submit to 
the authority modalities for merging.  
 

Table 3.1: Study Population by University 
University category Frequency  Proportion 

Chartered Public 

Public Constituent Colleges 

Chartered Private 

Private Constituent Colleges 

With Letter of Interim Authority 

31 

06 

18 

05 

14 

42% 

08% 

24% 

07% 

19% 

Total 74 100% 

   Source: Commission for University Education, Kenya (2017) 
 
Sample Size 
The researcher picked the study sample in such a manner as to assure representativeness and 
economy in the elicitation of the required data. Three key statistical considerations for 
sample size determination were used: level of accuracy sought; level of confidence; and 
estimate of the proportion of the population thought to carry or not to carry the characteristic 
the researcher sought to investigate (Vernoy & Kyle, 2002; Lapin 1990; Shughnessy, 
Zechmeister, & Zechmeister, 2006). Thus, the research employed Yamane’s formula for 
sample size computation: 𝑛" = 𝑁/(1 + 𝑁𝑒*). The population size of the universities was 
74 (CUE, 2017). Substituting these quantities into the first equation gave a required sample 
size of 62.4472, or approximately 62. For finite populations, adjustment on this value was 
required and done using the finite population correction factor formula, 𝑛- = 𝑛"/(1 +
./01
2

, yielding		the	adjusted	sample	size	of	 33.98, rounded off to 34. 
 
 
 
 
 



	

	
9	Journal of International Business and Management (JIBM) 

https://rpajournals.com/jibm  
	

Data Collection, Type and Source of Data 
 
Instrumentation 
The research elicited data using self-administered questionnaires, an instrument of choice 
for survey research. Being self-administered, this instrument was fast, cost-effective and 
generated large amounts of data. The tool was in two parts: Part I comprising preliminary 
information; and Part II comprising five sections on human resource strategy evaluation, 
human resource strategy control, information characteristics, top management support, and 
performance.  

The preliminary section consisted of open and closed-ended items. Statements on the 
indicators of the study variables were adequately and comprehensively grounded in the 
literature reviewed, for example Boudreau & Lawler (2016), Beuren and Teixeira (2014), 
and Snell (1992). The items were scored on a five-point Likert-type scale.  The researcher 
borrowed from literature the established principles of instrument construction including 
appropriate wording, avoidance of emotional language and prestige bias, and careful 
approach to sensitive information (Neuman, 2011), and researcher commitment to and 
promise of confidentiality (Salkind, 2000). As an experienced and well-informed member of 
senior management, the Registrar (Administration) was expected to have no difficulty in 
comprehending and responding to the statements made on the instrument. 
 
Test of Validity and Reliability  
The study tested the instrument for content validity and reliability. Validity was tested using 
the Lawshe’s method (Lawshe, 1975, as cited by Ayre and Scally, 2013), that is CVR = Ne 
− (N/2)/(N/2), where CVR stands for content validity ratio, N is the number of panel 
members and ne is the number of panel members who consider the construct essential. Six 
experts reviewed the constructs, all of them found the constructs essential (CVRCritical = 1.00) 
From the validity formula CVR = (Ne - N/2)/(N/2) as for example in Zamanzadeh et al. 
(2015). Reliability was determined using the Cronbach’s alpha, 𝑟 =	∝	= 𝑁/ 𝑁 − 1 𝑆* −
∑LMN

LN
	.	 The reliability coefficients for HSE and performance were 0.873 and 0.886 

respectively, which met the threshold of acceptability (Taber, 2018). 
 
Data Collection Procedure  
As required by the regulations, the researcher, on the recommendation of the Kabarak 
University, sought the National Commission of Science, Technology, and Innovation 
(NACOSTI) authorisation to collect data. Armed with the research permit, the researcher 
established the initial contact with the administrations of the sampled universities to obtain 
telephone numbers and email addresses. Four research assistants were tasked with making 
prior notification by telephone.   
 Information security has become a global issue, which may be restrictive about 
releasing information to researchers. Thus, to foster co-operation, avert non-response, and 
thereby increase the response rate, the researcher addressed the introductory letter personally 
to the Vice Chancellor to request clearance for the Registrar to participate in the research. A 
total of 34 letters were mailed, with a cover letter enclosed. The research assistants made 
follow-up by telephone and, in some cases, physical appearance. 
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Method of Data Analysis 
Borrowing from Gupta (1969), the researcher cleaned and edited the returned instruments 
for completeness, consistency, accuracy, and homogeneity. This generally afforded the 
researcher an overview of what to expect from data (Shughnessy, Zechmeister, and 
Zechmeister, 2006). Items were then coded and entry made into the Statistical Package for 
Social Science (SPSS) Version 25. Various outputs were generated and printed from the 
SPSS, including descriptive, summary, and inferential statistics. As the quantitative data 
were generated, the researcher deployed tools for handling numerical evidence in making 
decisions (Lapin, 1990).  

The researcher used descriptive statistics to summarise and present processed data 
(Franfort-Nachmias and Leon-Guerrero, 2011), presenting summarised data in tables (Lapin, 
1990). This gave a general shape of the frequency distributions and thereby facilitated further 
analysis (Vernoy & Kyle, 2002). Advanced techniques in correlation and regression analyses 
were deployed to establish the relationships among the variables at the specified statistical 
significance as compared with practical or scientific significance (Shughnessy, Zechmeister, 
& Zechmeister, 2006). In addition, the researcher employed the Analysis of Variance 
(ANOVA) to countercheck model adequacy. The objective in the study involved a direct 
relationship between the independent and dependent variables. To determine the direct 
relationship, the researcher used the following regression model: 𝑌 = 𝛽Q + 𝛽1𝑋 + 𝜀, where, 
Y= the dependent variable; X  = independent variable, HSE, 𝛽Q = constant or intercept, 𝛽1, 
= coefficient of independent of the variable; ande  = error or disturbance term. 
 

Results and Discussion 
 
Utilisation of the Human Resource Strategy 
The utilisation of the human resource strategy evaluation constituting consistency, 
consonance, feasibility, and advantage, was measured on a five-point Likert-type scale. The 
results of individual indicators were summed up into a composite score as Table 3.2 shows.  
 

Table 3.2: Overall Levels of Utilisation of Human Resource Strategy Evaluation 
Overall Level of Utilisation Frequency Percentage 
Low 0 0.0 
Moderate 12 38.7 
High 24 61.3 
Total 31 100.0 

As the table above indicates, 38.7 percent (12) of the respondents rated moderate 
while 61.3 percent (19) of the respondents rated high the utilisation of human resource 
strategy evaluation at universities in Kenya. None reported low levels of utilisation of human 
resource strategy evaluation. This suggests that the principles of business strategy evaluation 
are relevant to the evaluation of the human resource strategy, a functional level strategy. This 
not only reinforces the cascading of the human resource strategy from the business strategy 
but is also attributed to the growing need for the human resource management function to 
assume a greater role in the strategy process and support competitiveness of organisations. 
 Universities are labour-intensive; it was thus, expected that people issues will take 
centre stage. It can also be inferred that human resource will be at the heart of strategic plans, 
even if it is not regarded as such. The ordinal rating scales is also consistent with other human 
resource performance ratings such as "acceptable," "effective" and "very effective" (Society 
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of Human Resource Management, n.d.). Amaeshi (2013), however, decries too much 
emphasis on intermediary rather bottom-line performance indicators.  
 This overall finding is consistent with Allui and Sahni (2016), Muraga (2015), Bodor 
(2014), Ayanda and Sani (2011). Allui and Sahni (2016)’s study reported a strong level of 
awareness of strategic human resource management among Saudi higher education 
institutions. Muraga (2015) found a direct effect of strategic human resource management 
practices on performance of parastatals in Kenya. Bodor (2014) found the presence of 
modern human resource management in Hungarian universities. In Ayanda and Sani 
(2011)’s study, human resource management was found to be moderately integrated into the 
strategy and operations of HEIs in Nigeria. 

 
Performance of the Human resource Strategy 
The study sought to establish levels of performance of the human resource strategy at 
universities in Kenya. The overall performance measured efficiency, effectiveness, and 
impact. The variable was measured on a five-point Likert-type scale and individual results 
summed up into a composite score. Table 3.1 indicates that 58.1% of the respondents rated 
overall performance 3.2% low, moderate, 38.7%, and high.  
 

Table 3.1: Overall Levels of Performance of Human resource Strategy 
Overall Level of Utilisation Frequency Percentage 
Low 01 3.2 
Moderate 18 58.1 
High 12 38.7 
Total 31 100.0 

 
This suggests consciousness about the theorised human resource strategy performance indices 
in universities in Kenya is moderate to high, though moderate is the modal rating. Universities 
are labour-intensive; it is thus expected that people issues will take centre-stage. It can also 
be inferred that human resource strategy will be at the heart of strategic plans, even if it is not 
thus named. The ordinal rating scales is also consistent with other human resource 
performance ratings such as "acceptable," "effective" and "very effective" (SHRM, n.d). This 
finding is consistent with Allui and Sahni (2016), Muraga (2015), Bodor (2014), Ayanda and 
Sani (2011). Allui and Sahni (2016)’s study reported a strong level of awareness of SHRM 
among Saudi HEIs. Muraga (2015) found a direct effect of SHRM practices on performance 
of parastatals in Kenya. Bodor (2014) found the presence of modern human resource 
management (SHRM) in Hungarian universities. In Ayanda and Sani (2011)’s study, HRM 
was found to be moderately integrated into the strategy and operations of HEIs in Nigeria. 
But according to Amaeshi (2013), too much emphasis on intermediary rather bottom-line 
performance indicators is unsatisfactory. 
 
Test of the Hypothesis 
The study sought to test the hypothesis of non-significance on the relationship between 
utilisation of human resource strategy evaluation and the performance of the human resource 
strategy. To achieve this, the investigator summarised the findings and then performed 
correlation and regression analyses to establish their levels of significance. 
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Significance of Correlation 
Using the Pearson’s Product Moment Correlation Coefficient 𝑟 , the study sought to 
establish the association of the independent variable and dependent variable. Pearson’s 
Product Moment Correlation Co-efficient 𝑟 is a method of statistical relationship used to 
measure the degree of relationship, in terms of strength and direction, between two or more 
variables (Gupta, 1969). The goal is to establish the extent the two variables covary and to 
quantify the strength of the relationship between them. For the method to be used, the two 
variables were quantified and measured on a continuous (ratio/interval) scale using the 
generated composite index scores; the utilisation of human resource strategy evaluation index 
score, and performance index score. Thus, the human resource strategy evaluation index score 
(and the indices of its dimensions) constituted the independent variable, while human 
resource strategy performance index score was the dependent variable.   
  The relationship between the calculated p value and the significance value 𝛼  
formed the basis for rejection and non-rejection of the null hypothesis; with p< 𝛼  for 
significance and p> 𝛼 for non-significance (Schuman et al., 2018). Table 3.3 displays a 
summary of the correlation coefficient matrix of human resource strategy evaluation and 
performance of institutions. 
 

Table 3.3: Correlation Coefficient Matrix of HSE and Performance 
 Performance index score 
Overall utilisation of HSE 
index score 

R .608** 
Sig. (2-tailed) .000 
N 31 

Consistency index score R .400* 
Sig. (2-tailed) .026 
N 31 

Consonance index score R .471** 
Sig. (2-tailed) .007 
N 31 

Advantage index score R .530** 
Sig. (2-tailed) .002 
N 31 

Feasibility index score R .539** 
Sig. (2-tailed) .002 
N 31 

**. Correlation is significant at the 0.01 level (2-tailed). 
*. Correlation is significant at the 0.05 level (2-tailed). 
 

The table indicates that there was a strong positive correlation between utilisation of 
human resource strategy evaluation (and its dimensions) and performance of human resource 
strategy in universities 𝑟 = 0.608 . Were human resource strategy evaluation and 
performance measured in discreet units, the correlation coefficient value of 608.0=r  
would imply that for every unit (100%) change in the utilisation of human resource strategy 
evaluation, there would be a corresponding 0.608 (60.8%) change in the performance of the 
human resource strategy. In this study, it suffices to assert that the positive correlation 
between the two variables suggests the higher the utilisation of the human resource strategy 
evaluation, the higher is the level of performance of an organisation, and vice versa.  
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The analysis further shows that	𝑝 0.000 < 0.01, which was less than the 
hypothesised α=0.05. Consequently, this inquiry rejected the null hypothesis and concluded 
that there was a significant relationship between utilisation of human resource strategy 
evaluation and performance of the human resource strategy in universities in Kenya. The 
finding, then, establishes a nexus between human resource strategy evaluation and the 
performance of the human resource strategy. This is consistent with (Hieu & Nwachukwu, 
2019), (Kazmi, 2008), Digman (2003), Certo and Peter (1993), and Ghosh (2010). 
Performance is enhanced by forestalling risk (Hieu & Nwachukwu, 2019; Certo & Peter, 
1993), establishing validity of the strategy in the first place (Rumelt 1979 in Ghosh, 2010), 
derivation of critical success factors and hence providing a road map (Digman, 2003), 
establishing congruence between levels of strategy (Kazmi, 2008), and fostering learning 
and development from evaluation data (GPE, 2017). 

In addition to the overall relationship, the study further established the relationship 
between individual dimensions of utilisation of human resource strategy evaluation and 
performance of human resource of the human resource strategy in universities in Kenya. 
Table 3.3 indicates that there was a moderate positive correlation between the utilisation of 
Consistency in the human resource strategy and performance of human resource of the 
human resource strategy	 𝑟 = 0.400 . Were units of measurement discreet, the correlation 
coefficient value of 400.0=r  is interpreted as follows: for every unit (100%) change in the 
utilisation of the principle of the Consistency in the human resource strategy evaluation, 
there would be a 0.400 (40.0%) change in the performance of human resource of the human 
resource function. The positive correlation between the two variables suggests the higher the 
utilisation of consistency of the human resource strategy evaluation, the higher is the level 
of performance of an organisation, and vice versa. Since	the	𝑝 0.026 < 0.05, the study, 
therefore, rejected the null hypothesis and concluded that there was a significant relationship 
between utilisation of the Consistency in human resource strategy evaluation and 
performance of human resource function in universities in Kenya. This suggests the human 
resource strategy evaluation was linked to overall institutional strategy, the mission, and 
vision of the institutions.  

Table 3.3 also indicates that there was a moderate positive correlation between the 
utilisation of the Consonance (Suitability) principle in human resource strategy and 
performance of human resource strategy 𝑟 = 0.471 . Were Consonance and performance 
measured in discreet units, the correlation coefficient value of 471.0=r  would mean that 
for every unit (100%) change in the utilisation of Consonance in human resource strategy 
evaluation, there would be 0.471 (47.1%) change in the performance of human resource 
function. The positive correlation between the two variables suggests the higher the 
utilisation of consonance of the human resource strategy evaluation, the higher is the level 
of performance of an organisation, and vice versa.  As	the	𝑝 0.007 < 0.01, the study 
rejected the null hypothesis and concluded that there was a significant relationship between 
utilisation of the Consonance principle in human resource strategy evaluation and 
performance of the human resource strategy in universities in Kenya. The human resource 
strategy passed the goodness of fit test, i.e, it is well-matched to its environment (Thompson, 
Gamble & Strickland, 2004), and thus avoids strategic drift, hypocrisy and consequently 
earning legitimacy. The finding, however, is inconsistent with Junior, Pascuci, and Meyer 
(2018) who found universities marred by strategic tensions between the macro and micro 
levels. 

Table 3.3 further indicates that there was a moderate positive correlation between the 
utilisation of Advantage principle in human resource strategy evaluation and the 
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performance of the human resource function 𝑟 = 0.530 . Again, were the units of 
measurement of Advantage and performance are to be discreet, the correlation coefficient 
value of 530.0=r  would imply that for every unit (100%) change in the utilisation of 
Advantage in human resource strategy evaluation, there would be a 0.530 (53.0%) change 
in the performance of the Human resource function. The positive correlation between the 
two variables suggests the higher the utilisation of the Advantage principle in human 
resource strategy evaluation, the higher is the level of performance of the of human resource 
unit and vice versa.  

The analysis also yielded a corresponding	𝑝 0.002 < 0.01. Consequently, the 
researcher rejected the null hypothesis concluding that there was a significant relationship 
between utilisation of Advantage in human resource strategy evaluation and performance of 
the human resource unit in universities in Kenya. It has to do with superiority in resources, 
skills, and position (Rumelt 1979 as cited by David, 2013). To bring Advantage, people must 
feel something, have something, and do something (Wright, 2008). In military strategy, 
position meant ground (Adair, 2010; Sun Tzu, n.d.), universities live on reputations 
(position) usually built by its human resources and can be similarly threatened as in the case 
of unethical behaviour.  

Table 3.3 also indicates that there was a moderate positive correlation between the 
utilisation of the Feasibility principle in human resource strategy and performance of the 
human resource function 𝑟 = 0.539 . Again, were the units of measurement discreet, the 
correlation coefficient value of 539.0=r  would have meant that for every unit (100%) 
change in the utilisation of Feasibility in human resource strategy evaluation, there was a 
0.539 (53.9%) change in the performance of human resource function. The positive 
correlation between the two variables suggests the higher the utilisation of the Feasibility 
principle in human resource strategy evaluation, the higher is the level of performance, and 
vice versa. This is logical and expected as Feasibility connotes workability or practicality of 
the human resource; the more workable the strategy, the more it is likely to contribute to 
human resource success.   

Additionally, the table shows a corresponding	𝑝 0.002 < 0.01. Thus, the study 
rejected the null hypothesis and concluded that there was a significant relationship between 
utilisation of Feasibility in human resource strategy evaluation and performance of the 
human resource strategy in universities in Kenya. Feasibility is vital in the face of strategic 
decisions that are large, involving significant resources, are long-term, and have irreversible 
consequences (Johnson & Scholes, 1997). Human resource planning is a form of feasibility 
analysis. Thus, human resource demand and supply forecasts enable organisations to 
anticipate future human resource needs and plan recruitment, retrenchments, compensations, 
and deployments. The whole human resource project is evaluation of the current and future 
human resource requirements and how to meet them. This in turn has implications on the 
overall strategy. The finding is consistent with Muma et al. (2019) who found human 
resource planning positively associated with retention of employees in Kenyan universities. 
But the finding is inconsistent with Mkandatsama and Nyanhete (2017) who found the 
unstable economy affecting human resource planning in state universities. 
 
Regression Analysis 
To reinforce the findings of the correlation analysis above, the study employed the regression 
analysis technique, which estimates the amount of change in the dependent variable that can 
be explained by the independent variable. In regression analysis, an independent variable is 
used to explain and/or predict the values or changes in a dependent variable (Canavos & 
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Miller, 2001) thereby pointing the way to the possibility of some causality. The study based 
the regression analysis on a stochastic regression, single linear model of the general 
form,𝑦 = 𝑎 + 𝛽1𝑥1 + 𝑒, tested at α = 0.01 significance level (99% confidence level). Table 
3.4 presents a summary of the regression results.  
 

Table 3.4: Regression Model Summary 
R R Square Adjusted R Square Std. Error of the Estimate 

 
.608a 

 
.369 

 
.347 

 
6.760 

a. Predictors: (Constant), Utilisation of Human resource Strategy Evaluation 
 

The table 3.4 presents the values of R, R2, Adjusted R2, and the standard error of the 
estimate. The value of 2R , the coefficient of determination, defines the percentage of the 
variations in the dependent variable (performance of the human resource strategy) explained 
by a given model (utilisation of human resource strategy evaluation). In this study, the 
contribution of the utilisation of human resource strategy evaluation to the performance of 
the human resource strategy was 347.02 =R . Therefore, the regression model indicates that 
the independent variable (utilisation of human resource strategy evaluation) explained or 
accounted for 34.7% of changes in the level of performance of the human resource strategy. 
This then means, that other variables (factors) not included in this model contributed to the 
remaining 65.3% of changes in the level of performance of human resource strategy. With 
R and 2R , the study needed to determine the significance or otherwise of this contribution.  

The researcher utilised the Analysis of Variance (ANOVA), F-test, to check the 
overall significance of the regression model. The rule is to compare the calculated p value 
and the significance value, α. Where p is less than the significance value, α, then the 
regression model is considered significant, and vice versa. Table 3.5 shows a summary of 
the significance of the influence of the independent variable on the dependent variable based 
on the F-test.  
 

Table 3.5: Analysis of Variance F-Test Results 
Model SS Df MS F Sig. 
1 Regression 775.682 1 775.682 16.975 .000b 

Residual 1325.157 29 45.695   
Total 2100.839 30    

a. Dependent Variable: Performance of Human resource Strategy  
b. Predictors: (Constant), Utilisation of Human resource Strategy Evaluation  

In the table, it is evident that since 𝐹 1,30 = 16.975	and 𝑝 000 < 0.01 , the 
researcher concluded that the regression model was statistically significant, and therefore 
adequate, in predicting the influence of utilisation of human resource strategy evaluation on 
performance of human resource strategy in universities in Kenya.  

The final step in the regression analysis was the derivation of the regression model. 
The step requires the presence of a constant term and the regression coefficients of the 
independent and dependent variables.  Table 3.6 presents summaries of these quantities.  
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Table 3.6: Regression Coefficients 
Model Unstandardised 

Coefficients 
Standardised 
Coefficients 

 
 
t 

Sig. 

B    Std. 
Error 

Beta 

 
1 

 
(Constant) 

 
6.820 

 
10.263 

  
.665 

 
.512 

HES index score .679 .165 .608 4.120 .000 
a. Dependent Variable: Performance 
Table 3.6 gives the regression coefficient (𝛽) of the independent variable. The b  

measures the amount of change in the dependent variable associated with one unit change in 
each independent variable. From the table, the independent variable had a positive regression 
coefficient, 𝛽 value, suggesting that it had a positive influence on performance. From the t-
values, the independent variable had a significant and positive influence on the dependent 
variable. From the positive sign of the standardised regression coefficient, 𝛽, the direction 
of the relationship was inferred.  

Substituting these standardised regression coefficients (b) in the regression model, 
= 𝑎 + 𝛽1𝑥1 + 𝑒, provides the following equation: 𝑦 = 6.820 + 0.608𝑥1 + 𝑒, where, y= 
performance of human resource strategy evaluation (HSE -dependent variable), a = constant, 

𝛽1= regression coefficient of the HSE, =1x HSE (independent variable), 𝑒 = error term. The 
decision this study reached was that the model was significant. The sample data contradicted 
the null hypothesis, which the researcher accordingly rejected.  

But by what mechanism does this kind of evaluation contribute to the performance 
of the human resources? First it points to the strategy’s validity, through a rigorous 
situational analysis via environmental scanning and analysis (Certo & Peter, 1993). This in 
turn guides strategic choice. Ideally, little, if any, should go wrong from the very beginning. 
Secondly, it points out the key areas of strategic intervention, the critical success factors for 
performance (Certo & Peter, 1993) by showing a cause-effect relation among factors of 
performance. Thirdly, it brings out information about the need for either corrective action 
(where there are deficiencies) or improvement (where things are going as planned). Finally, 
HSE measures the actual contribution of the strategy to performance thereby justifying the 
value of the investment. The underlying mechanism is data, information processing and 
knowledge accumulation within the strategising entity or evaluand. It is the data, 
information, and knowledge that enables strategists to make sound strategic choices and 
make sound decisions for interventions and worth strategies. 

The finding is consistent with the World Bank (2019), Hieu and Nwachukwu (2019), 
Anya, Umoh, Worlu (2017), Walsh, Sturman, Longsheet (2010), Nayeri, Mashhadi, and 
Mohajeri (2008). In a similar study, Hieu and Nwachukwu (2019) concluded that strategy 
evaluation process was a good predictor of variations in strategic performance of the mobile 
telecommunication firms in Nigeria, with 3102.02 =R  and 1b = 0.319. In their study, Anya, 
Umoh, Worlu (2017) found that strategic action had a positive influence on customer 
satisfaction and productivity. In their study, Nayeri, Mashhadi, and Mohajeri (2008) found 
use of the balanced scorecard (BSC) relevant in evaluating the strategic position of higher 
education institutions. And the World Bank (2019) reported on the performance contracting 
in universities as a mechanism to attract additional funding. In contrast, Walsh, Sturman, 
Longsheet (2010) argued that entities that manage their Human resources more strategically, 
including Human resources, stood to reap greater returns.  
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But drawing conclusions about utilisation of the human strategy evaluation could be 
premature. The assumption that universities carry out systematic evaluations merely because 
they formulate strategic plans is problematic. Strategic planning itself is relatively new in 
Kenyan universities. Research in this area is therefore, fledgling, and evidence of success or 
failure is inconclusive. Furthermore, there is consensus in literature that strategy evaluation 
generally, and human strategy evaluation particularly, is an area that is under-researched. 
Bernadin (2007) and Aspromourgos (2012) consider the underdevelopment of metrics the 
main obstacle, just like human resources management practice itself appears still rooted in 
the orientation of personnel management (Aswathappa, 2008; UNICEF, 2007). 
 

Conclusion and Recommendation  
The study reported in this paper sought to domesticate the business strategy evaluation 
dimensions to the evaluation of the human resources strategy. It also sought to determine the 
relationship between the utilisation of human resources strategy evaluation and performance 
of human resource strategy in universities in Kenya. The researcher domesticated the 
principles of business strategy evaluation (consistency, consonance, feasibility, and 
advantage) to the evaluation of the human resource strategy. Surprisingly, this aspect of 
strategy was not attempted prior to this study. The study established a positive and significant 
relationship between the utilisation of these principles and the performance of the human 
resource strategy as measured by efficiency, effectiveness, and impact. The researcher 
rejected the hypothesis of non-significance of the relationship. The findings have implication 
for the development of the Human resources management discipline in theory and practice. 
This is the case particularly in the design of analytics and performance indicators that still 
pose a challenge in Human resources management. The study recommends extension of this 
thinking to industry.  

 
Research Limitation and Directions for Future Studies 

This study presented several limitations. One entailed single respondent. The study targeted 
the administration registrar alone as the respondent thus, limited the perspective of the study. 
The study was subjective in its measures of human resource strategy evaluation as well as 
its performance; this blurred the real effect of the variables on each other. The strategy is 
long-term in nature such that its effects are not felt in the short-term. A cross-sectional 
inquiry is, therefore, limited in looking into long-term consequences of strategy. The study 
recommends use of more objective measures of strategy and performance. Longitudinal 
studies are recommended to cover the full range of strategy as laid out in five-year strategic 
plans.  Future studies could also target top management teams, heads of department (line 
managers), and employees in a 360-degree effort.  
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