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ABSTRACT

The research examined the correlation between internal mobility and quality assurance outcomes in Nigerian
firms. It analyzed survey data from 305 employees in the Fast-Moving Consumer Goods (FMCG), oil and
gas, engineering services, construction, and healthcare sectors to determine if structured internal mobility
procedures enhanced quality assurance. Data were gathered via a standardized questionnaire and analyzed
using descriptive statistics, ANOVA, and regression to examine patterns and identify statistically significant
relationships. The findings demonstrate a positive, significant correlation between internal mobility and quality
assurance outcomes, suggesting that employee movement across roles and functions enhances competency
utilization, reinforces process consistency, and fosters compliance with organizational performance standards.
Furthermore, internal mobility serves as a strategy for maintaining quality across corporate processes by
systematically enabling people to apply their talents and expertise in diverse contexts. The research can
experimentally illustrate the path of internal mobility as a quality-relevant organizational behavior by expanding
the scope of human resource development and quality management research beyond its conventional emphasis
on training efficacy. Moreover, by presenting evidence from an underrepresented emerging market environment,
these findings enhance theoretical comprehension of how talent migration may bolster resilient organizational
quality systems. The research highlights the strategic importance of internal mobility as a substitute for external
recruitment, providing organizations with a cost-efficient method to uphold performance standards, improve
workforce adaptability, and ensure quality assurance in dynamic and competitive operational settings.
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INTRODUCTION (Hughes et al., 2022). Within this context, employee
training and development are not pursued as isolated

In the contemporary international marketplace, human resource practices, but as strategic mechanisms

organizations increasingly rely on the competencies,
expertise, and adaptive abilities of their skilled labour
force as a critical source of competitive advantage
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that enable internal mobility and sustain organizational
performance. Effective training equips employees
with the knowledge, skills, and technical capabilities
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that are required to meet present job demands while
preparing them for future role transitions within the
organization (Coolen et al., 2023).

Internal mobility, defined as the movement of
employees across roles, functions, or hierarchical
levels within an organization, has emerged as a central
strategy for optimizing human capital utilization.
Through structured training initiatives, organizations
enhance employees’ readiness for horizontal, vertical,
and diagonal mobility, thereby fostering flexibility,
commitment, and motivation (Archakova, 2013;
Hijrah et al., 2023). When employees perceive
visible managerial commitment to their professional
development, they are more likely to feel valued
and demonstrate higher levels of engagement and
performance (Bisschoff et al., 2022).

Prior research by Liu et al. (2024) has
distinguished between training, by focusing on
addressing current performance gaps, and development,
which prepares employees for future organizational
requirements through practices such as internal
mobility. Internal mobility serves both organizational
and individual interests by strengthening workforce
capability while enhancing employee dedication and
retention. As noted by Sahranavard et al. (2024),
training and development initiatives serve as tools
to improve employee behavior and eliminate skill
deficiencies that hinder effective job performance.

Empirical ~ studies  have  demonstrated
that internal mobility is a dynamic process with
implications at individual, group, and organizational
levels (Anas etal., 2023; Abubakir & Alshaboul, 2023).
Horizontal mobility facilitates skill diversification and
operational flexibility while vertical mobility supports
leadership continuity (Pennings & Wezel, 2007).
In the same vein, diagonal mobility enables cross-
functional competence development (Du & Kim,
2021). Collectively, these mobility pathways enhance
organizational agility and consistency in performance
delivery.

Furthermore, it has been noted that quality
assurance represents a fundamental organizational
objective, encompassing systematic and planned
processes designed to ensure that products and
services meet predefined standards (Long & Cooke,
2023). Achieving consistent quality outcomes depends
heavily on employees’ competencies and their ability
to perform assigned tasks accurately and efficiently.
Skill and competence enhance training that supports
internal mobility, playing a crucial role in strengthening
quality assurance by aligning employee capabilities
with organizational standards and expectations.

Furthermore, employee  training  and
development reduce work-related anxiety, which,
in turn, enhances job satisfaction and improves
performance outcomes (Del Val Nuflez et al.,
2024). Inadequate skills often lead to frustration,
demotivation, and reduced productivity, ultimately
compromising quality standards (Baird et al., 2020).
Conversely, organizations that invest in targeted
training linked to internal mobility pathways are
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better positioned to sustain high levels of productivity,
employee retention, and quality assurance (Bisschoff
et al., 2022; Paraschi et al., 2022; Ulatowska et al.,
2023).

Training needs assessment, as it remains a
fundamental essential in this process, while providing
a structured and evidence-based mechanism for
identifying existing and emerging skill gaps that
hinder both current job performance and future
internal mobility opportunities (Al-Hakimi et al.,
2022; Klassman et al., 2024). Through systematic
diagnosis of employees’ competencies, knowledge
deficiencies and developmental priorities amongst
diverse organizations are better positioned to anticipate
workforce requirements and align them with strategic
objectives. By aligning training interventions with
clearly identified mobility pathways and quality
performance requirements, organizations can ensure
that employee development initiatives are not only
relevant but also purpose-driven, thereby strengthening
workforce readiness and adaptability. Such alignment
enhances the effectiveness of quality assurance systems
by ensuring that employees possess the appropriate
skills and capabilities needed to maintain standards
while reducing errors and supporting continuous
improvement across organizational processes (Copley
et al., 2021; Demerouti, 2023; Liu et al., 2024).

Despite extensive research on training and
development and a growing body of scholarship on
internal mobility, limited empirical attention has been
directed toward understanding internal mobility. Of
a truth, this has been observed through competence-
enhancement training by specifically influencing
quality assurance outcomes within organizations. Much
of the existing literature treats training effectiveness
and internal mobility as separate constructs, with
insufficient integration of how skill development
initiatives facilitate employee movement across roles
and, in turn, affect the consistency, reliability, and
standardization of work processes (Pennings & Wezel,
2007; Su et al., 2022). Addressing this gap, the present
research examines the impact of internal mobility
improvement on quality assurance by focusing on skill
and competence-enhancing training parameters within
organizational contexts. By doing so, the research
seeks to clarify the mechanisms through which targeted
training initiatives support internal career progression
while simultaneously strengthening quality assurance
practices and performance outcomes.

The desire to transfer components in Holton’s
model can be explained by many theories of human
behavior, shedding light on and predicting behaviors
that affect workplace efficiency. Some examples of
these theories are equity, expectation, and goal-setting.
Motivation to transfer refers to employees’ willingness
and intention to apply the knowledge, skills, and
abilities acquired during training to their job roles and
subsequent work activities. In the research, motivation
to transfer is not positioned as an independent
theoretical lens. Rather, it is conceptualized as an
enabling mechanism within broader human capital
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and capability development processes. By influencing
the extent to which newly acquired competencies
are effectively utilized in practice, motivation to
transfer facilitates successful internal mobility by
supporting employees’ ability to adapt to new roles
and responsibilities (Baird et al., 2020; Wengang et
al., 2023). Furthermore, this mechanism contributes
to performance consistency and quality assurance by
ensuring that training outcomes are translated into
standardized work practices, reduced performance
variability, and sustained operational effectiveness
across organizational functions (Assefa et al., 2022;
Peter et al., 2022).

Human capital theory posits that investments
in employee training and development enhance
workers’ productive capacities, thereby improving
organizational outcomes (Pennings & Wezel, 2007;
Lynch et al., 2022). Training initiatives that strengthen
employees’ competencies increase their readiness for
internal mobility, allowing organizations to deploy
talent more effectively across roles and functions (Kim
& Park, 2023; Su et al., 2022). This accumulation of
human capital supports internal mobility by ensuring
that employees possess transferable skills that align
with organizational quality standards.

Closely related, capability development
theory emphasizes the continuous enhancement
of employees’ skills and adaptive abilities to meet
evolving organizational demands (Sorensen, 2021).
Internal mobility serves as a practical mechanism
through which capability development is realized,
enabling employees to apply acquired competencies
across different positions (Anas et al., 2023). When
supported by structured training, internal mobility
enhances employees’ problem-solving capacity,
flexibility, and consistency in task execution because
it becomes a key requirement for maintaining quality
assurance outcomes (Morris et al., 2014; Antonietti et
al., 2022).

Empirical evidence on training effectiveness
and internal mobility presents mixed findings across
sectors and contexts. Studies in hospitality and public-
sector settings demonstrate that internal mobility-
driven training improves employee productivity, skill
utilization, and cost efficiency (Assefa et al., 2022;
Wang et al., 2023; Britrian et al., 2024). Conversely,
other studies report limited or statistically insignificant
effects of training on performance outcomes in
specialized fields such as special education, suggesting
that contextual factors and implementation quality are
critical (Hou et al., 2022).

Further research indicates that employee
motivation mediates the relationship between training
and performance. To establish this proposition,
previous studies have highlighted that training
programs yield stronger performance outcomes when
employees perceive clear developmental and mobility
opportunities (Orlandi et al., 2024; Antonietti et al.,
2022). Similarly, internal mobility-oriented training
initiatives are moderately effective across disciplines,
particularly when training methods align with job

requirements and organizational standards (Salleh, et
al., 2015; Anas et al., 2023).

From a quality assurance framework
perspective, quality assurance involves systematic
processes designed to ensure consistency, reliability,
and compliance with predefined standards. Employee
competence, task accuracy, and adaptability are
central to achieving these outcomes (Chakrabarti &
Henneberg, 2023; Vijayasingham et al., 2020). In
retrospect, it can be stated that training that supports
internal mobility enhances quality assurance by
ensuring that employees transitioning across roles
maintain consistent performance levels and adhere to
organizational quality benchmarks.

Despite extensive international literature on
training, development, and internal mobility, empirical
studies linking internal mobility to quality assurance
outcomes remain scarce, particularly within the
Nigerian context. Existing research largely focuses on
performance, productivity, or satisfaction outcomes,
with limited attention to how internal mobility-enabled
capability development influences quality assurance
processes (Morris et al.,, 2014; Kozachek, 2015;
Assefa et al., 2022; Hou et al., 2022; Yao et al., 2022;
Chakrabarti & Henneberg, 2023; Liu et al., 2024). This
gap constrains the contextual understanding of internal
mobility as a strategic quality assurance mechanism
in Nigerian firms. Accordingly, the research examines
the influence of internal mobility on quality assurance
outcomes, using skill and competence-enhancing
training parameters as explanatory mechanisms.
Based on this gap, the null hypothesis is formulated
as follows:

Ho:  Internal mobility exerts no significant influence
onquality assurance outcomes in Nigerian firms.

METHODS

The research employs positivism as a
research philosophy due to its limitations in data
acquisition and its objective methodology for data
interpretation. Furthermore, it is adopted to enable
objective measurement and hypothesis testing using
statistical tools like ANOVA and regression. Unlike
interpretivism, it supports a quantitative focus and the
pursuit of generalizable findings. It results from tested
theories. To ensure the cause-and-effect relationship
between the variables is rigorously explained and
confirmed using quantitative data, the researchers
employ a survey research design to collect data for
analysis. Furthermore, according to Harrison et al.
(2020), the research is deductive in its design. A
deductive approach is used to ensure that the research
is structured. The researchers begin independently of
the entire process. Then, causal relationships between
variables canbeexplained, and thisis whatquantitative
data aims for. Moreover, ideas are operationalized so
that they can be very clear regarding how they are
defined. Large samples are chosen to ensure that the
results can be used. An optimally structured research

Internal Mobility Influence... (Adebanji Adejuwon William Ayeni et al.) 101



instrument is applied for the research.

The research adopts a multi-stage sampling
approach that clearly distinguishes between population
estimation and contextual selection (Kushwaha et al.,
2024). The target population comprises employees
working within organizations operating in the selected
industry sector. Given the large and indeterminate
size of this population, it is treated as an infinite
population for the purpose of estimating an adequate
sample size (Naughton et al., 2024). To determine the
sample size for an infinite population, the researchers
use the formula by Cochran (1977) as shown in the
works of Gage et al. (2022) and Réssig et al. (2025). It
also supports the use of p = 0.5, a common choice in
previous statistical analyses, to maximize variability
and ensure a conservative and reliable sample size
estimate. To determine a representative sample from
an infinite population, the equation below is used. It
has n,as the sample size, z as the critical value for the
desired confidence level, p as the estimated proportion
of the attribute in the population, ¢ as 1— p, and e as
the desired level of precision. It results in a minimum
requirement of 384 respondents, as seen as follows:

n= (2> pq)
82
n= (1.96) (0.5) (0.5)
(0.05)?
ng=7384.16

n,=384.

Purposive sampling is applied at the industry
and organizational selection stage. Organizations
are deliberately selected based on their relevance to
the study’s objectives, particularly their structured
training systems and internal mobility practices.
This approach ensures that data are collected from
information with rich context aligned with the study’s
focus and is consistent with methodological guidance
for applied organizational research. It is achieved by
adopting the gatekeeper method. One person serves as
the link or contact person in the field of operation, who
disseminates them to affiliated work groups. Access
to respondents within the selected organizations is
facilitated through a gatekeeper approach. Gatekeepers
assist in identifying the accessible population of
employees who meet the study’s inclusion criteria,
namely a minimum of one year of organizational
tenure and involvement in roles influenced by training
or internal mobility initiatives. Eligible employees
are invited to participate voluntarily, ensuring that
respondents possess sufficient experience to provide
informed and meaningful responses. Because of this,
the rightful identification of the respondents is done
using the balling and snowballing sampling methods.

The purpose of the survey questionnaire is
to find out how effective training and development
programs are at changing the skills and abilities of
workers in different Nigerian companies. A structured
questionnaire is chosen because it is the most common
type of questionnaire used in studies like this (Bell &
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Warren, 2023; O’Neill et al., 2023; Boubker, 2024).
The survey is done online. Because it can be filled
out much more quickly than paper surveys, paper
surveys are not used, so that there is as much time as
possible to process the data, as noted by Isiani et al.
(2024). The utilization of an online survey markedly
reduces paper waste and significantly accelerates data
analysis, as the data can be effortlessly submitted to
Microsoft Excel for categorization and graphical
representation. Moreover, altering the questionnaire
post-pilot research is uncomplicated without the
need for additional printed forms. Before distributing
the questionnaire, participants can complete the
participant information sheet and consent form
digitally, providing the necessary information to make
an informed decision. Then, Google Forms is chosen
as the software for the questionnaire because it is safe
and easy to use, and a lot of responses can be obtained
(Garcia-Carrion et al., 2024).

The research also adopts a stratified sampling
strategy to ensure meaningful representation across
the target population. Stratification is guided by key
variables, such as industry sector, department, and
organizational level, enabling a nuanced understanding
of diverse organizational contexts. Proportional
representation is carefully maintained by selecting
participants in accordance with the actual distribution
of these groups, thereby enhancing the accuracy and
generalizability of the findings. Since a representative
sample needs to be taken from a homogenous group
within the population, the stratified sample approach is
employed to achieve this goal (Christofi et al., 2024).

Questionnaires are utilized to collect
quantitative data following a thorough examination
of the pertinent literature. The questionnaires for
talent acquisition, development, and retention are
adapted from a previous study by Sage (2017).
The study’s survey contains questions regarding
organizational performance (Lyria et al, 2017).
The questionnaires are meticulously designed for
expediency while ensuring sufficient information for
the research, thereby enhancing response rates and
mitigating respondents’ fatigue, which can diminish
enthusiasm and subsequently degrade data quality
(Braun & Clarke, 2012). Nonetheless, owing to the
study’s nature, certain questions necessitate succinct
responses to provoke thoughts and yield the requisite
data. To address potential bias, the researchers report
demographic characteristics, such as job roles, tenure,
and departmental affiliations, to ensure balanced
representation of perspectives within the sampled
population. Additionally, the survey comprises
primarily simple, closed-ended questions with
predefined response options to minimize response bias
further and enhance clarity.

Data are collected via an online survey based
on reliable sources (Bisschoff & Joubert, 2020). The
questionnaire is enclosed in a cover letter explaining the
study’s purpose, participants’ voluntary participation,
and data confidentiality. Given voluntary participation
in a hierarchical workplace, the survey is anonymous
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to protect participants’ responses. Additionally,
specific communication stresses that participation is
optional and does not affect employment status.

These days, conducting productive and
significant research is guided by ethical principles.
Therefore, there is intense scrutiny of each researcher’s
ethical behavior (Nieuwazny et al., 2020; Dutta et
al., 2022). Respecting the rights, confidentiality and
sensitivity of research populations, and the integrity of
correspondence within the research is a requirement
for educational researchers. Although formal ethical
clearance is not obtained due to the study’s non-
invasive design and use of anonymous, voluntary
responses, strict ethical standards are maintained.
Participants are fully informed of the study’s context
and rationale, and principles, such as informed
consent, confidentiality, and the right to withdraw,
are clearly communicated and upheld, ensuring the
research remains ethically sound. All respondents are
allowed to remain anonymous, withdraw from the
study at any time, and maintain the confidentiality of
their responses. The research ensures that participants
can accept or reject providing the required, correct
information, as per their choice. There is no way to
obtain false information that will hurt or endanger the
company that is the subject of the investigation. It is
ensured that respondents do not endanger their bodily
or mental well-being.

A defined coding system is used to analyze the
study’s quantitative data and convert it to numbers.
The online questionnaire yields a response rate of
79.4% from the projected sample size, with broad
demographic representation. Due to anonymity, direct
comparison between respondents and non-respondents
is not feasible. When the data are imported into a
Microsoft Excel spreadsheet for analysis, inputting
numbered values into the various research sections
is significantly more straightforward. This situation
enhances the presentation of results by facilitating
clearer differentiation of data and enabling the
use of complex graphs and charts to yield more

comprehensible outcomes (Flynn, n.d.). To get as
much information as possible in the time allotted,
the researchers focus on interview questions about
quantitative data points that need to be examined. It
makes the analysis go faster (Anderson & Widener,
2006).

Statistical Package for the Social Sciences
(SPSS) is used to analyze the data. The questionnaire
results are descriptively analyzed and correlated
to determine relationships among variables. The
importance of key variables is determined using basic
regression. Descriptive statistics summarize sample
characteristics and provide context, while inferential
tests such as Analysis of Variance (ANOVA) and
regression examine relationships and test hypotheses.
Together, they offer a comprehensive analysis that
links a basic data overview with deeper insights.

RESULTS AND DISCUSSION

From the methodological description, the
gathered results are analyzed and presented to reflect
the research’s generated opinion, with interpretation.
It is done to present respondents’ stance on the subject
matter. Table 1 shows the demographic aspects of the
respondents.

Table 1 presents the demographic characteristics
of respondents and provides important contextual
insight into the mechanisms through which internal
mobility affects quality assurance outcomes. The near-
equal gender distribution (48.9% male and 51.1%
female) suggests that the findings are unlikely to be
skewed by gender-based participation bias. More
importantly, this balanced representation strengthens
the interpretation that observed quality assurance
outcomes are driven by organizational practices,
such as internal mobility and training, rather than by
demographic dominance.

The age distribution shows a predominantly
young workforce, with the majority of respondents
(84.3%) aged 31-36. This demographic profile is

Table 1 Demographic Profile of the Respondents

Indicator Frequency %
1 Gender Male 149 48.9
Female 156 51.1
2 Age 25-30 years 5 1.6
31-36 years 257 84.3
37-42 years 42 13.8
Above 42 years 1 0.3
3 Industry Fast Moving Consumer Goods (FMCQG) 45 14.7
Oil and gas 47 15.4
Engineering service 81 26.6
Construction 85 27.9
Healthcare 47 15.4
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particularly relevant to internal mobility dynamics.
Employees in this age bracket are typically in an
active career development phase, making them more
receptive to role transitions, skill acquisition, and
cross-functional assignments. From a capability
development perspective, it enhances the effectiveness
of internal mobility by facilitating the rapid transfer
and application of skills across roles. As employees
move internally, accumulated experiential knowledge
contributes to greater task accuracy and consistency,
which are critical to sustaining quality assurance
standards.

The industry distribution further clarifies the
causal pathways linking internal mobility to quality
assurance outcomes. Respondents are primarily drawn
from construction (27.9%), engineering services
(26.6%), FMCG (14.7%), oil and gas (15.4%),
and healthcare services (15.4%). These sectors are
characterized by standardized procedures, compliance
requirements, and high consequences for operational
errors. In such environments, internal mobility not
only serves career progression goals but also functions
as a quality assurance mechanism. Employees who
rotate across roles or departments gain a broader
understanding of organizational processes, enabling
themto anticipate errors, ensure procedural compliance,
and maintain service or product consistency.

Internal mobility within technically intensive
industries such as construction, engineering, and
oil and gas enhances quality assurance by reducing
knowledge silos and strengthening process continuity.
When employees are internally redeployed rather than
externally replaced, tacit knowledge is retained within
the organization, reducing the likelihood of quality
lapses associated with skill mismatches or inadequate
onboarding. Similarly, in FMCG and healthcare
contexts, internal mobility supports adherence to
safety, hygiene, and regulatory standards by ensuring
that employees performing critical tasks possess both
technical competence and institutional familiarity.

The demographic and industry characteristics of
respondents do not merely describe the sample. They
explain why internal mobility is particularly effective in
influencing quality assurance outcomes in the studied
context. A young, professionally mobile workforce
operating within standard-driven industries creates
conditions in which internal mobility, when supported
by targeted training, enhances skill utilization,
minimizes operational errors, and promotes consistent
performance aligned with quality benchmarks.

Table 2 presents the descriptive statistics
for internal mobility practices across the sampled
organizations. The results indicate broad support for
internal mobility mechanisms, with clear implications
for quality assurance outcomes. Regarding continuous
auditing of employee skills for departmental flexibility,
only 4.9% of respondents disagree, while 61.3% agree
and 29.2% strongly agree. This high level of agreement
suggests that organizations actively monitor employee
competencies, enabling the timely redeployment of
suitably skilled employees across departments. Such
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continuous skill validation reduces task mismatches
and operational errors, thereby supporting consistency
and compliance in quality assurance processes.

Regarding empowerment for functional
versatility, 18.7% of respondents disagree, whereas
38.0% agree and 28.5% strongly agree. Although a
minority expresses reservations, the dominant positive
response indicates that employees are generally
encouraged to perform beyond narrow role boundaries.
Functional versatility enhances quality assurance by
increasing workforce flexibility and ensuring that
service or production standards are maintained even
during role transitions or operational disruptions.

Similarly, engagement in cross-functional
projects records 18.7% disagreement. It also has 47.5%
agreement and 23.9% strong agreement. Participation
in cross-functional initiatives exposes employees to
diverse operational processes, fostering a broader
understanding of organizational workflows. This
cross-functional exposure strengthens coordination
and reduces process fragmentation, which are essential
for sustaining quality standards.

The creation of an internal talent marketplace
also receives strong support, with only 9.5%
disagreement. While 46.9% of respondents agree,
and 39.0% strongly agree. This finding indicates the
presence of structured mechanisms for identifying and
deploying internal talent. By improving visibility of
employee skills, internal talent marketplaces facilitate
more accurate role matching, which enhances
performance reliability and quality outcomes.

Retraining for potential succession across
departments shows the strongest endorsement, with
only 4.9% disagreement, 46.9% agreement, and 48.2%
strong agreement. This result highlights succession-
focused internal mobility as a critical quality assurance
mechanism. It ensures continuity of expertise and
minimizes quality risks associated with sudden role
vacancies or external recruitment.

Finally, the robustness of internal recruitment
processes is supported by 56.4% agreement and 29.2%
strong agreement. It only has 9.5% disagreement.
Strong internal recruitment practices reinforce quality
assurance by prioritizing employees who already
possess organizational knowledge, familiarity with
standards, and experience with internal quality
systems.

Overall, the observed pattern of responses
indicates that internal mobility contributes to quality
assurance outcomes by enabling the effective
deployment of employee skills while preserving
critical institutional knowledge. This further ensures
the continuity in quality-sensitive roles across the
organization. Rather than reflecting mere agreement
tendencies, the findings illustrate how internal mobility
mechanisms function as practical and operational
enablers of organizational quality assurance. Thus,
it facilitates smoother role transitions and better
alignment between employee competencies and task
requirements. The findings also reveal that internal
mobility supports consistency in work processes,
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reduces disruptions associated with staffing changes,
and strengthens adherence to quality standards.
Consequently, these mechanisms play a substantive
role in reinforcing organizational reliability and
sustaining quality performance over time.

Table 3 presents respondents’ perceptions
of quality assurance-related practices within their
organizations. The findings indicate generally
positive evaluations, with important implications
for how internal organizational practices support
quality outcomes. Regarding job satisfaction, 56.4%
of respondents agree, and 33.8% strongly agree that
they are consistently satisfied with their positions.
Meanwhile, 9.8% of respondents disagree. This result
ascertains that high levels of job satisfaction suggest
a stable and engaged workforce, which is critical
for quality assurance, as satisfied employees are
more likely to adhere to standards, apply procedures
consistently, and sustain performance over time.

Perceptions of management approachability
are also largely positive. Only 9.5% of respondents
indicate disagreement, while the majority express
favourable views: 66.2% agree and 14.8% strongly
agree. Management approachability is a key
quality assurance mechanism, as it facilitates open
communication, timely problem reporting, and
corrective action before quality deviations escalate.

Similarly, 52.5% of respondents agree, and
28.9% strongly agree that the management considers
employees’ suggestions and takes action to improve
quality. However, 18.7% of respondents disagree.
This finding highlights the role of participatory
management in quality assurance, where employee
input contributes to continuous improvement and
refinement of operational processes.

Regarding appropriate instruction and guidance,
only 9.5% of respondents express disagreement,
whereas a combined majority indicate positive
perceptions: 56.3% agree, and 29.1% strongly agree.
This distribution suggests a strong consensus among
respondents regarding the availability and effectiveness
of instructional support within their organizations. The

collated responses indicate that adequate instruction
and guidance are critical to ensuring that employees
clearly understand the quality requirements and
performance expectations associated with their roles.
Such clarity reduces the likelihood of operational
errors, promotes adherence to established procedures,
and enhances overall compliance with organizational
quality standards, thereby contributing to more
consistent and reliable quality assurance outcomes.

Finally, perceptions of whistleblower policy
effectiveness are largely positive, with 42.6% of
respondents indicating agreement and 33.4% strongly
agreeing that such policies are effective within their
organizations. However, a notable minority reports
uncertainty or gaps in policy awareness, with 9.5%
indicating the absence of whistleblower policies
and 14.4% remaining undecided. This distribution
suggests that while whistleblower mechanisms are
generally viewed as functional, inconsistencies in
implementation or communication may still exist
across organizations. Such findings posit that effective
whistleblower mechanisms support quality assurance
by enabling the early identification and reporting of
procedural breaches, unethical practices, or quality
lapses without fear of retaliation. By fostering
transparency and accountability, these mechanisms
strengthen organizational control systems and
contribute to the continuous improvement of quality
standards and compliance practices.

Overall, the pattern of responses indicates that
supportive management practices, clear instruction and
guidance, active employee involvement, and formal
reporting mechanisms collectively contribute to the
strengthening of organizational quality assurance
outcomes. These findings suggest that when internal
organizational practices are effectively aligned with
employee engagement and open communication, they
create an enabling environment that promotes shared
responsibility for quality and sustained adherence
to established standards. Such alignment enhances
consistency in performance, facilitates early detection
of quality-related issues, and supports continuous

Table 2 Internal Mobility Parameters

No. Items D N A SA Total

1 The organization constantly audits my skills to be flexible across 15 14 187 89 305
departments

2 The organization keeps empowering me to be functional across the 57 45 116 87 305
board

3 I constantly engage in cross-functional projects 57 30 145 73 305

4 The organization keeps creating an internal talent marketplace 29 14 143 119 305

5 We are retrained on the need for possible succession training across 15 0 143 147 305
the diverse departments

6  We have a strong, well-structured internal recruitment process 29 15 172 89 305

Note: D: Disagree, N: Neutral, A: Agree, and SA: Strongly Agree.
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improvement processes, thereby creating conditions
that sustain quality performance over time.

Table 4 provides a summary of the model,
illustrating the extent to which the variance in the
dependent variable (qualitative assurance outcome)
is accounted for by the independent variable (internal
mobility). The R-square indicates a relatively
low coefficient of determination, with a value of
approximately 0.552, which translates to 55.2% when
expressed as a percentage. The adjusted R-square of
0.550 indicates that 55% of the variations in qualitative
assurance outcomes can be attributed to changes in
internal mobility. This result suggests a moderate
explanatory power, highlighting the significant role
of internal mobility in shaping quality assurance
practices.

Table 5 shows that the ANOVA representation
has an F-value of 372.77 at a 0.000 significance

level. Therefore, the findings support the alternate
hypothesis and reject the null hypothesis. Hereby, it
is concluded that internal mobility exerts a significant
impact on qualitative assurance at the 5% significance
level. Internal mobility has a statistically significant
impact on qualitative assurance outcomes at the 5%
level of significance.

The simple model’s statistically significant
contribution to the dependent variable’s prediction is
shown in Table 6. A two-sided test with an absolute
value of T greater than or equal to 1.96 is considered
significant at 0.05. The significance value of 0.00 is
less than 0.05, indicating that internal mobility and
quality assurance are statistically related. Specifically,
one unit increase in internal mobility will induce a
0.709 unit rise in qualitative assurance. This result
shows that better internal mobility is linked to
better quality assurance performance. In real-world

Table 3 Quality Assurance Parameters

No. Items D N A SA Total
1 I continuously get job satisfaction from working in this organization 30 172 103 0 305
2 I find the management approachable 29 29 202 45 305

I feel the management listens to my suggestions and acts on them to 57 0 160 88 305
improve the quality
4  Ibelieve that I have received the right amount of training to do the job 15 0 158 132 305
effectively
5  The organization has an effective whistle-blowing policy 29 44 130 102 305
6 I continuously get job satisfaction from working in this organization 30 172 103 0 305
Note: D: Disagree, N: Neutral, A: Agree, and SA: Strongly Agree.
Table 4 Results of Model Summary
R R-Square Adjusted Std. Error of the Estimate
Model 1 R-Square
0.743* 0.552 0.550 0.43938
a. Predictors: (Constant): Internal Mobility
Table 5 Results of ANOVA
Model Sum of Squares DF Mean Square F Sig.
1 Regression 71.966 1 71.966 372.770 0.000°
Residual 58.496 303 0.193
Total 130.462 304
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terms, investing in internal talent development and
flexible role allocation can lead to tangible gains in
organizational performance and service quality, not
just statistical improvements.

This finding aligns with goal-setting theory,
which posits that when training is aligned with career
advancement goals, such as opportunities for internal
mobility, it enhances employees’ transfer motivation.
Therefore, it increases the likelihood that learning will
translate into measurable performance outcomes. The
findings may be more relevant to technical industries
due to the sample composition. Future research should
include other sectors, such as service or healthcare.

The human resources department must ensure
that training programs are not only well designed
but also strategically aligned with clearly identified
skill gaps and organizational capability requirements.
Such alignment enhances the relevance and
applicability of training interventions, ensuring that
acquired competencies directly address performance
deficiencies and evolving role expectations. In
addition, training initiatives should be delivered
by knowledgeable and experienced trainers who
possess both subject-matter expertise and practical
understanding of organizational contexts. To evaluate
the effectiveness of these efforts, organizations should
implement robust, systematic mechanisms to assess
employee performance after training, including
performance appraisals, competency assessments,
and feedback systems. These evaluation processes
enable organizations to determine the extent to which
training outcomes are transferred to the workplace and
contribute to sustained improvements in performance
and quality assurance outcomes.

Although the research does not empirically test
mediation effects, the findings suggest a plausible
pathway through which training influences quality
assurance outcomes via internal mobility and
competency enhancement. Training programs equip
employees with the technical skills, knowledge, and
procedural understanding necessary for their current
roles (Liu et al.,, 2024; Anas et al., 2023). When
organizations implement structured internal mobility
practices, these newly acquired competencies are
applied across functions and departments, enabling
employees to broaden their experience and adapt skills
to diverse operational contexts (Britrian et al., 2024;
Pennings & Wezel, 2007).

In this conceptual framework, internal mobility
acts as an intermediary mechanism, translating training

investments into practical improvements in employee
competencies. Employees exposed to multiple roles,
cross-functional projects, and succession-focused
redeployments consolidate skills while gaining
broader organizational knowledge, which directly
supports quality assurance processes by reducing
errors, strengthening procedural compliance, and
enhancing overall performance (Hou et al., 2022;
Bisschoff et al., 2022; Gkinko & Elbanna, 2023).
This reasoning aligns with human capital theory and
capability development frameworks, which posit that
skill acquisition alone is insufficient. Competencies
must be effectively leveraged through organizational
practices to realize tangible performance outcomes
(Archakova, 2013; Liu et al., 2024). Conceptually,
the model can be represented as training — internal
mobility — competency enhancement — quality
assurance outcomes.

CONCLUSION

The research explores the effectiveness of
internal mobility and its impact on quality assurance,
enhancing employee skills and competencies
across different organizational contexts in Nigeria.
The findings indicate that internal mobility plays
a crucial role in fostering quality assurance across
various organizations. To maximize its benefits,
organizations must take a strategic approach to
training and development, ensuring that training needs
are thoroughly analyzed before designing programs.
Additionally, management should adopt a dynamic
approach to orientation training, embedding a culture
of continuous learning that supports both employees’
career growth and the organization’s sustained
development. A structured and systematic process
for identifying and selecting employees for training
is essential to improving overall organizational
performance.

Furthermore, the research can make a
clear contribution to the literature by empirically
demonstrating that internal mobility functions as a
quality-enabling mechanism more than merely a career
or retention tool. Unlike prior studies that examine
training and performance in isolation, this research
shows that structured internal mobility practices, such
as cross-functional movement, succession-oriented
retraining, and internal recruitment, are directly
associated with qualitative assurance outcomes.

Table 6 Results of Coefficients

Model Unstandardized Coefficients zt::&ii:;(réed T Sig.
B Std. Error Beta

1 (Constant) 1.184 0.151 7.861 0.000

Internal Mobility 0.709 0.037 0.743 19.307 0.000
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The research fills an important empirical and
contextual gap by providing evidence from Nigerian
organizations, a setting that remains underexplored in
Human resource Development (HRD), Total Quality
Management (TQM), and talent mobility research. By
situating internal mobility within quality assurance
processes, the findings extend human capital and
capability development theories, highlighting that
skill acquisition yields organizational value only when
employees are afforded opportunities to deploy and
renew competencies through internal movement.

Practically, the research advances HRD and
TQM by identifying internal mobility as an internal
alignment mechanism that supports employee
engagement, continuous improvement, and quality
consistency. Overall, the research reframes internal
mobility as a strategic driver of qualitative assurance.
It offers a foundation for future theory development
and context-sensitive organizational research.

While the research highlights the significant
role of internal mobility in skill enhancement,
it is not without limitations. The research relies
primarily on self-reported data collected through
online questionnaires, a method that, while efficient,
introduces potential threats to the validity of findings.
One key issue is response bias, where participants
may unconsciously tailor their answers to align with
perceived expectations, organizational loyalty, or
personal beliefs. This situation is closely related
to social desirability bias, where respondents may
provide answers that portray them in a favorable
light rather than revealing their true perceptions or
behaviors. As a result, the authenticity and objectivity
of the responses may be compromised. Furthermore,
the quantitative research design, though valuable
for establishing patterns and statistical relationships,
inherently limits the ability to capture the richness and
nuance of subjective employee experiences. Elements
such as personal motivation, emotional responses
to internal mobility, or individual interpretations
of qualitative assurance outcomes cannot be fully
understood through closed-ended survey items
alone. This reductionist approach may overlook the
contextual and experiential depth that qualitative
data can reveal. Although organizational culture
and leadership support are frequently identified as
potential moderators in training and performance
research, the research does not incorporate moderating
variables. The research is intentionally designed to test
a direct-effect model, focusing on internal mobility as
a structural organizational mechanism that influences
qualitative assurance outcomes. Expanding the model
to include moderation will necessitate additional
constructs, instruments, and analytical complexity
beyond the study’s scope. As such, organizational
context is assumed to be relatively homogeneous
within the selected industry, allowing for focused
examination of internal mobility effects. To address
these limitations, future researchers can adopt a mixed-
methods approach, integrating interviews, focus
groups, or narrative inquiry to triangulate findings and
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enrich the data. Such an approach will allow for deeper
exploration of employee perspectives, thus providing
a more comprehensive understanding of how internal
mobility influences skills development and quality
outcomes.

Several areas remain unexplored and warrant
further investigation. For instance, the research does
not assess how factors, such as firm size and industry
type, influence the effectiveness of internal mobility
initiatives. Leadership styles also play a critical role
in fostering internal mobility and quality assurance.
It is an aspect that future research should examine
more closely. Moreover, while the research focuses on
formal training and development, other skill-building
methods, such as informal learning, mentorship, and
coaching, are not considered. Investigating these
approaches alongside structured training can offer
a more comprehensive understanding of employee
development strategies.

Also, future studies can formally test this
mediation model using path analysis or structural
equation modelling to quantify the indirect effects
of training via internal mobility on competency and
quality assurance outcomes. Establishing this causal
linkage empirically will provide stronger evidence for
the strategic value of integrating training and internal
mobility initiatives. Furthermore, the long-term
effects of internal mobility on employee satisfaction,
retention, and overall corporate productivity should
also be explored. These aspects should be investigated
to determine the sustainability and lasting impact of
internal mobility programs. Also, the consideration of
extending this model by empirically testing moderating
influences under more varied organizational conditions
should be welcomed. Additionally, as the modern
workplace increasingly embraces remote work and
digital transformation, research on how technology
facilitates internal mobility could offer valuable
insights.

AUTHOR CONTRIBUTIONS

Conceived and designed the analysis, A. D. W.
A., J. S., and T. R. A.; Collected the data, A. D. W.
A., J. S., and T. R. A.; Contributed data or analysis
tools, A. D. W. A., E. A., and T. R. A.; Performed the
analysis, A. D. W. A. and E. A.; Wrote the paper, A. D.
W. A.and J. S.; and Collected the references, A. D. W.
A.and . S.

DATA AVAILABILITY

The data that support the findings of the
research are openly available in Figshare at http://doi.
org/10.6084/m9.figshare.31073224.

REFERENCES

Abubakir, H., & Alshaboul, Y. (2023). Unravelling EFL
teachers’ mastery of TPACK: Technological

Binus Business Review, Vol. 17 No. 1, March 2026, 99—-111



pedagogical and content knowledge in writing
classes.  Heliyon, 9(6), 1-11. https://doi.
org/10.1016/j.heliyon.2023.e17348

Al-Hakimi, M. A., Al-Swidi, A. K., Gelaidan, H. M., &
Mohammed, A. (2022). The influence of green
manufacturing practices on the corporate sustainable
performance of SMEs under the effect of green
organizational culture: A moderated mediation
analysis. Journal of Cleaner Production, 376.
https://doi.org/10.1016/j.jclepro.2022.134346

Anas, A. L., Salifu, M., & Abdulai, M. (2023). Reflections
on migratory and mobility patterns and labour market
security of Ghanaian youth amidst the Covid-19
crisis. Social Sciences & Humanities Open, 7(1),
1-8. https://doi.org/10.1016/j.ssah0.2023.100420

Anderson, S. W., & Widener, S. K. (2006). Doing quantitative
field research in management accounting. In C. S.
Chapman, A. G. Hopwood, & M. D. Shields (Eds.),
Handbooks of management accounting research (1%
ed., pp. 319-341). Elsevier. https://doi.org/10.1016/
S1751-3243(06)01012-1

Antonietti, C., Cattaneo, A., & Amenduni, F. (2022). Can
teachers’ digital competence influence technology
acceptance in vocational education? Computers in
Human Behavior, 132, 1-9. https://doi.org/10.1016/j.
chb.2022.107266

Archakova, A. (2013).  Service  quality  and
customer satisfaction. Case study:
Company X. Semantic Scholar. https://www.
semanticscholar.org/paper/Service-Quality-
and-Customer-Satisfaction.Case-X-Archakova/
b9b2930dd1c472fcfd505¢e9d5a645d0120851cb

Assefa, D. Z., Liao, C. T., & Misganaw, B. A. (2022).
Unpacking the negative impact of initial informality
on innovation: The mediating roles of investments
in R&D and employee training. Technovation, 114.
https://doi.org/10.1016/j.technovation.2022.102455

Baird, N., Martin, L. J., & Benson, A. J. (2020). A dynamic
view of coach transformational leadership: How
leadership perceptions relate to task cohesion and
team potency. Psychology of Sport and Exercise, 51.
https://doi.org/10.1016/j.psychsport.2020.101789

Bell, R.,, & Warren, V. (2023). Illuminating a
methodological pathway for doctor of business
administration researchers: Utilizing case studies
and mixed methods for applied research. Social
Sciences & Humanities Open, 7(1), 1-8. https://doi.
org/10.1016/j.ssah0.2022.100391

Bisschoff, C., & Joubert, W. (2020). Brand loyalty
towards online accommodation booking platforms.
Innovative Marketing, 16(2), 1-14. https://doi.
org/10.21511/im.16(2).2020.01

Bisschoff, C., Cader Asvat, R. A. C., & Botha, C. (2022).
Measuring the performance of a private higher
education institution in South Africa. International
Journal of Management Practice, 15(6), 771-798.
https://doi.org/10.1504/ijmp.2022.126530

Boubker, O. (2024). Does religion raise entrepreneurial

intention and behavior of Muslim university
students? An extension of Ajzen’s Theory of
Planned Behavior (TPB). The International Journal
of Management Education, 22(3). https://doi.
org/10.1016/j.ijme.2024.101030

Braun, V., & Clarke, V. (2012). Thematic analysis.
In H. Cooper, P. M. Camic, D. L. Long, A. T.
Panter, D. Rindskopf, & K. J. Sher (Eds.), 4PA4
handbook of research methods in psychology, Vol.
2. Research designs: Quantitative, qualitative,
neuropsychological, and biological (pp. 57-71).
American Psychological Association. https://doi.
org/10.1037/13620-004

Britrian, P., Buil, 1., Catalan, S., & Merli, D. (2024).
Gamification in workforce training: Improving
employees’ self-efficacy and information security
and data protection behaviours. Journal of Business
Research, 179, 1-19. https://doi.org/10.1016/j.
jbusres.2024.114685

Chakrabarti, R., & Henneberg, S. C. (2023). Base of the
Pyramid entrepreneurship through silent design and
effectuation. Journal of Business Research, 158.
https://doi.org/10.1016/j.jbusres.2022.113633

Christofi, M., Hadjielias, E., Hughes, M., & Plakoyiannaki,
E. (2024). Advancing research methodologies in
management: Revisiting debates, setting new grounds
for pluralism. British Journal of Management, 35(1),
24-35. https://doi.org/10.1111/1467-8551.12791

Cochran, W. G. (1977). Sampling techniques (3* ed.). John
Wiley & Sons, Inc.

Coolen, P., Van Den Heuvel, S., Van De Voorde, K., &
Paauwe, J. (2023). Understanding the adoption
and institutionalization of workforce analytics: A
systematic literature review and research agenda.
Human Resource Management Review, 33(4), 1-24.
https://doi.org/10.1016/j.hrmr.2023.100985

Copley, P., Douthett, E., & Zhang, S. (2021). Venture
capitalists and assurance services on initial public
offerings. Journal of Business Research, 131, 278—
286. https://doi.org/10.1016/j.jbusres.2021.04.011

Del Val Nufiez, M. T., De Lucas Ancillo, A., Gavrila, S. G., &
Gandia, J.A. G.(2024). Technological transformation
in HRM through knowledge and training:
Innovative business decision making. Technological
Forecasting and Social Change, 200, 1-16. https://
doi.org/10.1016/j.techfore.2023.123168

Demerouti, E. (2023). Effective employee strategies for
remote working: An online self-training intervention.
Journal of Vocational Behavior, 142, 1-17. https://
doi.org/10.1016/j.jvb.2023.103857

Du, Y., & Kim, P. H. (2021). One size does not fit all:
Strategy configurations, complex environments, and
new venture performance in emerging economies.
Journal of Business Research, 124,272-285. https://
doi.org/10.1016/j.jbusres.2020.11.059

Dutta, D., Mishra, S. K., & Budhwar, P. (2022). Ethics
in competency models: A framework towards
developing ethical behaviour in organisations. /IMB

Internal Mobility Influence... (Adebanji Adejuwon William Ayeni et al.) 109



Management Review, 34(3), 208-227. https://doi.
org/10.1016/j.iimb.2022.10.002

Flynn, D. (n.d.). Student guide to SPSS. https://doczz.net/
doc/5069888/student-guide-to-spss?

Gage, A. D., Gotsadze, T., Seid, E., Mutasa, R., &
Friedman, J. (2022). The influence of continuous
quality improvement on healthcare quality: A
mixed-methods study from Zimbabwe. Social
Science & Medicine, 298. https://doi.org/10.1016/j.
socscimed.2022.114831

Garcia-Carrion, B., Munoz-Leiva, F., Del Barrio-Garcia,
S., & Porcu, L. (2024). The effect of online message
congruence, destination-positioning, and emojis
on users’ cognitive effort and affective evaluation.
Journal of Destination Marketing & Management,
31. https://doi.org/10.1016/j.jdmm.2023.100842

Gkinko, L., & Elbanna, A. (2023). Designing trust: The
formation of employees’ trust in conversational
Al in the digital workplace. Journal of Business
Research, 158, 1-10. https://doi.org/10.1016/j.
jbusres.2023.113707

Harrison, R. L., Reilly, T. M., & Creswell, J. W. (2020).
Methodological rigor in mixed methods: An
application in management studies. Journal of
Mixed Methods Research, 14(4), 473—495. https://
doi.org/10.1177/1558689819900585

Hijrah, L., Hudayah, S., & Aransyah, M. F. (2023).
Investigating the quality of online advertisements
on Instagram: An experimental design. Quality -
Access to Success, 24(193), 109-117. https://doi.
org/10.47750/QAS/24.193.13

Hou, T., Luo, X., Ke, D., & Cheng, X. (2022). Exploring
different appraisals in deviant sharing behaviors:
A mixed-methods study. Journal of Business
Research, 139, 496-509. https://doi.org/10.1016/j.
jbusres.2021.09.066

Hughes, D., Hernandez, F. R., Miller, P., Warner, S., Babicky,
M., Visser, B., Alseidi, A., & AHPBA SWOT
Taskforce. (2022). The job market for HPB surgeons:
Leadership perspectives on surgeon skillsets, training
pathways, and hiring. HPB, 24(12), 2072-2081.
https://doi.org/10.1016/j.hpb.2022.09.017

Isiani, M. C., Isiani, L. A., Obi-Ani, N. A., Isiani, A., Obi-
Ani, P., & Isiani, O. J. (2024). The City of Boys:
An ethnographic survey into the experiences of
apprentices and urbanization of Onitsha City,
Nigeria. Cities, 149. https://doi.org/10.1016/j.
cities.2024.105003

Kim, M., & Park, M. J. (2023). Absorptive capacity in
entrepreneurial education: Rethinking the Kolb’s
experiential learning theory. The International
Journal of Management Education, 21(3). https://
doi.org/10.1016/j.1jme.2023.100873

Klassman, K., Malvaso, C., Delfabbro, P., Moulds, L., &
Young, J. (2024). A rapid evidence assessment of
barriers and strategies in service engagement when

working with young people with complex needs.
Children and Youth Services Review, 156, 1-14.

110

https://doi.org/10.1016/j.childyouth.2023.107292

Kozachek, A. (2015). The Bologna professional training
degrees in Europe and Russia: Analysis and
systematization. Procedia - Social and Behavioral
Sciences, 214, 235-242. https://doi.org/10.1016/j.
sbspro.2015.11.671

Kushwaha, R. S., Mishra, S. K., Srivastava, A., & Tiwari, P.
(2024). Research methodology. Noble Science Press.
https://doi.org/10.52458/9788197357176.nsp.2024.tb

Liu, P. C. Y., Zhu, F., & Wang, J. (2024). The apple doesn’t
fall far from the tree: Parenting styles and its effects
on family business succession intentions. Journal of’
Business Research, 172. https://doi.org/10.1016/j.
jbusres.2023.114429

Long, T., & Cooke, F. L. (2023). Advancing the field of
employee assistance programs research and practice:
A systematic review of quantitative studies and future
research agenda. Human Resource Management
Review, 33(2), 1-16. https://doi.org/10.1016/j.
hrmr.2022.100941

Lynch, H. F., Eriksen, W., & Clapp, J. T. (2022). “We
measure what we can measure”: Struggles in
defining and evaluating institutional review board
quality. Social Science & Medicine, 292. https://doi.
org/10.1016/j.socscimed.2021.114614

Lyria, R. K., Namusonge, G. S., & Karanja, K. (2017).
The effect of talent attraction on organizational
performance of firms listed in the Nairobi Securities
Exchange. Journal of Human Resource and
Leadership, 1(3), 18-30. https://doi.org/10.47604/
jhrl.217

Morris, M. W., Savani, K., Mor, S., & Cho, J. (2014). When
in Rome: Intercultural learning and implications for
training. Research in Organizational Behavior, 34,
189-215. https://doi.org/10.1016/j.riob.2014.09.003

Naughton, E., Moran, R., Kharub, M., Sa, J. C., &
McDermott, O. (2024). A structured model for
continuous improvement methodology deployment
and sustainment: A case study. Heliyon, 10(21),
1-13. https://doi.org/10.1016/j.heliyon.2024.e40034

Nieuwazny, J., Masui, F., Ptaszynski, M., Rzepka, R., &
Nowakowski, K. (2020). How religion and morality
correlate in age of Society 5.0: Statistical analysis
of emotional and moral associations with Buddhist
religious terms appearing on Japanese blogs.
Cognitive Systems Research, 59, 329-344. https://
doi.org/10.1016/j.cogsys.2019.09.026

O’Neill, B., Stapleton, L., & Carew, P. (2023). Can action
research methods help address the digital social
sustainability gap?: An evaluation and refinement
of the ENRICHER methodology using PAR. [FAC-
PapersOnLine, 56(2), 8994-8999. https://doi.
org/10.1016/j.ifaco0l.2023.10.127

Orlandi, L. B., Veglianti, E., Zardini, A., & Rossignoli,
C. (2024). Enhancing employees’ remote work
experience: Exploring the role of organizational

job resources. Technological Forecasting and
Social Change, 199, 1-10. https://doi.org/10.1016/j.

Binus Business Review, Vol. 17 No. 1, March 2026, 99—-111



techfore.2023.123075

Paraschi, E. P.,, Georgopoulos, A., & Papanikou, M.
(2022). Safety and security implications of crisis-
driven austerity HRM practices in commercial
aviation: A structural equation modelling approach.
Safety  Science, 147. https://doi.org/10.1016/.
ss¢1.2021.105570

Pennings, J. M., & Wezel, F. C. (2007). Human capital,
inter-firm mobility and organizational evolution.
Edward Elgar Publishing.

Peter, A., Adeniji, A., Oladele, K., Sajuyigbe, A., Peter, F.,
& Inegbedion, H. (2022). Role demand management
among academic staff in selected Nigerian university:
The eustress perspective. Journal of Management
Information and Decision Sciences, 25(1), 1-16.

Rossig, S. A., Schmidt, C. V. H., Schrewentigges, L., &
Strese, S. (2025). Is it contagious? The effect of
fear of failure on employee satisfaction. Journal
of Business Research, 188, 1-15. https://doi.
org/10.1016/j.jbusres.2024.115059

Sage. (2017). Data collection. http://methods.sagepub.com/
project-planner/data-collection

Sahranavard, S. A., Oney, E., & Aghaei, I. (2024).
Consumer’s e-lifestyle and repurchase intention in
online food ordering services: Exploring the role
of e-WOM and habit. Technological Forecasting
and Social Change, 208. https://doi.org/10.1016/j.
techfore.2024.123647

Salleh, K. M., Sulaiman, N. L., Mohamad, M. M., & Sern, L.
C. (2015). Academia and practitioner perspectives on
competencies required for technical and vocational
education students in Malaysia: A comparison with
the ASTD WLP competency model. Procedia -
Social and Behavioral Sciences, 186, 20-27. https://
doi.org/10.1016/j.sbspro.2015.04.110

Sorensen, A. (2021). Facilitating value: How organizations
deploy resources in social media-based brand

communities. Journal of Business Research, 136,678—
694. https://doi.org/10.1016/j.jbusres.2021.07.058

Su, L., Yang, X., & Huang, Y. (2022). How do tourism
goal disclosure motivations drive Chinese tourists’
goal-directed behaviors? The influences of feedback
valence, affective rumination, and emotional
engagement. Tourism Management, 90, 1-14.
https://doi.org/10.1016/j.tourman.2021.104483

Ulatowska, R., Wainio, E., & Pierzchata, M. (2023). Digital
transformation in HRM of the modern business
service sector in Finland and Poland. Journal of
Organizational Change Management, 36(7), 1180—
1192. https://doi.org/10.1108/JOCM-11-2022-0339

Vijayasingham, L., Jogulu, U., & Allotey, P. (2020).
Chronic illness and sustainable careers: How
individuals with multiple sclerosis negotiate work
transitions in a middle-income country. Social
Science & Medicine, 245. https://doi.org/10.1016/].
socscimed.2019.112699

Wang, D., Luo, X., Hua, Y., & Benitez, J. (2023). Customers’
help-seeking propensity and decisions in brands’
self-built live streaming E-Commerce: A mixed-
methods and fsQCA investigation from a dual-

process perspective. Journal of Business Research,
156. https://doi.org/10.1016/j.jbusres.2022.113540

Wengang, Z., Fenglian, W., & Feng, X. (2023). Motivating
servant process for employee organizational
citizenship behavior towards the environment: A goal
setting perspective of integrating person-organization
fit model. Journal of Cleaner Production, 387.
https://doi.org/10.1016/j.jclepro.2023.135932

Yao, Q., Baker, L. T., & Lohrke, F. T. (2022). Building
and sustaining trust in remote work by platform-
dependent entrepreneurs on digital labor platforms:
Toward an integrative framework. Journal of
Business Research, 149, 327-339. https://doi.
org/10.1016/j.jbusres.2022.05.046

Internal Mobility Influence... (Adebanji Adejuwon William Ayeni et al.) 111



