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ABSTRACT

Employee academic qualifications have been linkeeniployee performance at Mukuru Slums
Development Project. Employee academic qualificestibave been a key consideration for the
organization, therefore there is need to addresstheh academic qualification should be a key
determinant of academic performance. The purposehef study was to determine the
relationship between academic qualification and leyge performance. The study adopted a
descriptive design. The target population consisfegimployee of Mukuru Slums Development
Projects. The organisation has 48 employees (MSaklet, August 2014). Primary data was
collected using semi structured questionnaire fefhnrespondents of the 48 employees in the
organisation. Descriptive statistics such as fragies, means and percentages were used to
analyse the data and the results were presentbe iiorm of tables. The finding from the study
revealed academic qualification as perceived toehav positive relationship with job
performance as shown by an average mean of 3.5Ai&.study concluded that academic
gualification has a positive relationship with eoyse performance. It is recommended that
academic qualifications should be the key deterntinathe job designation, responsibilities and
tasks given to employees since the more one iseauadlly qualified, the better the employee
performance on the job. The organization shouldberage and support staff to pursue higher
academic qualification so as to strengthen therozgéions capacity to improve performance.
Further studies should be carried out to investigateraction between other variables and
employees performance.
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CHAPTER ONE: INTRODUCTION

1.1 Background of the Study

The performance of employees has improved ovepiteeious years due to due to the changing
work environment and standards of living. Organareg are trying their best to improve the job
satisfaction and job performance of their employeesorder to improve the overall
organizational performance, (Wallach 1983). Acadequalification has been used as a basis of
measuring performance in most work places. Goa@2P6tates that the argument has been that
employees with higher academic qualifications penfdoetter compared to those of lower
academic qualifications. Organizations are tryihgirt best to improve the job satisfaction and

job performance of their employees in order to ioverthe overall organizational performance.

In the modern job market, every manager or busiogsser wants a staff that performs at an
optimum level all day, every day. While some busg®s have teams that work at or close to
their peak every day, it is more common to find Eypes who have short-term or ongoing
performance issues, (llegen 1999). There are atyanf other factors such personal, company-
based and external that affects employee perforemaeademic qualification is one of the main
benchmarks in measuring performance. Employee mpedioce entails the employee
characteristics and relates to the speed and amcofaan employee against the role, job, and
duties. Job performance underpins employee effigiemherein the more efficient employees
are, the more productive they will be especiallyewhmanaged correctly (Heeler 2000). Job
performance creates an environment that encousdfggive employees performance and hence
essential in management of human capital functioomaximizing job performance, therefore,
there is the need to focus on areas of academidigai@on, and other factors such as personal
motivation and the infrastructure of the work eomiment rather than academic qualification

only, both of which form factors that affect thd jperformance.

Bartone (2010), suggests that the objective of epgad academic qualifications and
performance is to form a basic standard under wkitiployees will be engaged and form a

predictable standard of performance. In his stiRlyhinsons (1997) argues that organizations



and managers often use education as a measureiocator of a person’s skills and abilities
during the hiring and recruitment process. Somea@mations even visit institutions to select the
best employees in the hope that these people wili but to be excellent employees who

perform very well at the work place.

Mukuru Slums Development Projects (MSDP) has besmko ensure the employees it hires are
the best. Academic qualifications have been usetktermine the performance and also measure
performance. The big question has been whetherghasnecessary procedure. The study will
help establish whether advanced education, paatigulholding an undergraduate or post

graduate degree enough consideration as a deternoihan employees’ likely performance.

1.1.1 Concept of Perception

Lindsay and Norman (1997), states that percepsaihe process by which organisms interpret
and organize sensation to produce meaningful extpesi of the world. According to Kotler
(2004), perception is the process through whichdrireings create a meaningful picture of the
world. It is their sensory experience of the woddound them and involves both the
environmental stimuli recognition and actions imspense to such stimuli. Through the
perceptual processes, people gain information apayterties and elements of the environment
that are critical to their survival. Therefore, Esation does not only create people’s experience
of the world around them, but also allows them ¢b &ithin their environment. Perception
strongly influences individual’s descriptions, arsié of events and subsequent behavior and the
extent to which an individual’s perception of eventatches what is truly therefore depends on
two things. Firstly factors at work in the perceiveuch as individual physical health,
intelligence, degree of open minded and general lefzemotional wellbeing, (Gordon, 2000).
Secondly, factors in the external situation suctviasther this is a new experience or a repeat of
past, extent of involvement of others especialbsthwho bring strong or positive messages like

encouragement, support, criticism and stress.



Cole (2005) states that the perception processr®ceu two stages that is selection and
organization. In selection stage, an individualdtemo select and attend to only some present
features in any situation. After a stimulus setattindividuals categorize and organize them so
that the new material makes sense and if posdielestimuli might be made to fit in with the
people’s understanding and knowledge of the walthough perception is psychological, it can
be measured by qualitative factors such as atstuglmotions, previous experience, and needs of
people. People’s attitudes have powerful influenpen what they pay attention to, what they
remember and how they interpret such informatiore€@ 2012).

1.1.2 Academic Qualifications

The concept of academic qualifications of employeesupies an important place in the list of
major concerns of the human resource managemeatl inrganizations around the world,
(Barbara 2006). This is because partly academitifigaiions help in retaining the employees
and on the other side it raises employee job pedoce level. Researchers relate job
performance with many factors within an organizatibat range from, fairness of rewards,
growth opportunities, participation in decision-mmagk supervisory support, compensation and
employee academic qualification and propensity, lI@v1i1992).Quick (1997), argues that
academic qualification requires a combination ofgioal academic preparation (degree
completion) augmented by subsequent activities thaintain or establish preparation for
organizational responsibilities. Academic qualificas increasingly determine job performance
in that it ensures that the person has the basidsarning. Better job performance is highly
possible when a person has strong basic grounditigeitask given. These basics allow a person
to work, innovate, and communicate effectively iarkplace. llgen and Pulakos, (1999) agree
that academic qualifications increasingly deternjole performance in that it ensures that the
person has the basics in learning. Better job p@diace is highly possible when a person has
strong basic grounding in the task given. Thesecbadlow a person to work, innovate and

communicate effectively in workplace.



Cook (2008) agrees that employing people dependimgheir formal academic qualifications
can be one of the effective methods of ensuringeased job performance, but it causes several
issues. For instance, students will go to univiesito increase their chances of getting better
jobs, not for study, because some companies alloly oniversity graduates to apply for
vacancies. The other reason is that formal acadgomadifications do not mean applicants are
experts and will perform better at work. For exagp@ome people have great academic grades
but some of them cannot perform at work becausg khek practical skills and experience.
However, irrespective of the many arguments on tdpc, many agree that employee job

performance is highly tied to the academic quaiians (Green 2012)

1.1.3 Job Performance

Borman and Motowidlo (1993) suggests that, from tinee of the earliest writers on job
performance, it has been suggested that acaderidicpations and skills greatly influenced
employees job performance, general commitment ik wself-confidence, and ethical behavior
at work. Additionally, researches that are moreenéchave repeated the assumption that
employee job performance is significantly deterrdiney the organizational culture, its
employees’ academic qualifications, behavior, amdivations. Robbins and Judge (2009) have
observed the relationship between employee’s acadquoalifications and organizational job
performance and the way organizations perceive gmgiironment in their research. To improve
job performance, employee academic qualificatiorstmhe tailored to fit into the prevailing
perceived job expectations as educational leveViegsved as the utmost necessity in job

performance.

Miller and Gordon (2012) believe that job perforroans work related activities expected of an
employee and how well those activities were exetutéany organizational directors assess the
job performance of each employee in an annual artguy basis to help them identify
suggested areas for improvement. An employee’s wehaadds expected value to the
organization as an employee’s behaviors may beandisshed as helping or hindering an
organizational performance. Performance is asstiatth quantity of output, quality of output,

and timeliness of output, presence, attendancé®ijob, efficiency of the work completed and
4



effectiveness of work completed. The standard tahveomeone does something such as a job
or examination explains the performance. Performaache accomplishment of a given task
measured against pre-set standards of accuracyplemmess, cost, and speed. For the purpose
of this research, the researcher’s interest wilbheemployee performance, which is about the
timely, effective, and efficient completion of matly agreed tasks by the employee, as set out

by the employer, (Gaulin et al 2003).

1.1.4 Relationship between Employee Academic Qualifications and Job Performance

Milliman et al (2008) holds that employees arertiwst crucial resources of any organizations as
they are the livelihood of that organization. Homptoyees feel about their work and the results
they get from such work directly influence the orgational job performance and ultimate
stability. Organizational employees, who are acadelhly qualified for the task given and
proactive, will do whatever is necessary to achitwee performance goals set and increase the
organizational performance. This is an indicatibattthe success of an organization entirely

depends on the employee’s performance, academiificataon and skills.

Academic qualification acts as an indicator thatméng has occurred and employees are able to
translate those skills to accomplish a certain ,tdBlorman, 1997). Green (2012) describes
learning as a “persisting change in performancepenformance potential that results from
experience and interaction with the world. Goodfgrenances on tasks related to a learning
experience indicate that learning has occurred. rélsionship between academic qualification
and performance is normally measured by the taskpteiion and satisfaction but there is no
general agreement on how it is best tested or wasgect is most important in measuring job
performance, (Diamond and Bedrosian, 2010).

Van, Okechuku and Heeler (1991), articulates tbhtperformance and academic qualifications
are closely linked and that some professions dyrdotk or prequalify employees based on

academic qualifications. This indicates that thera certain level of job performance expected
of employees based on their level of academic ficatiion. Therefore, there are expectations on

job performance from employees based on their leizacademic qualification. Employees will
5



therefore assign task based on level of educaliba.challenge arises when an employee does

not perform as expected from his/her academic ficegtions.

1.1.5 MSDP (Mukuru Slums Development Projects)

Mukuru Slums Development Project is a registereddN\gperating within Mukuru slums and the
adjoining areas. It intervenes through variousdtiites and programmes in assisting the poor
and vulnerable residents in improving and empowvgetineir lifestyles. It came into existence as
a result of new initiatives coordination (NIC), whibrought together several community based
organizations that were in operation for about fpears. The aim was to ensure sustainability,
effective management and optimal resource use,uatability, networking and maximum
service provision to clients. The organisation’sggammes have been in operation for ten years
now. (MSDP booklet, August, 2014

The organization has three major departments, @mlénd Youth, Social Support and Skills
training Centre. The Children and Youth departmetgrvenes through sports, drama and dance
to develop the talents of the youth. Youths whoilexlexceptional talent are later linked up with
sport organizations and dance groups to help reuthair talent further. The department also has
a rehabilitation center that targets street boys wie rescued from the streets and taken through
a rehabilitation program. The formed boys are lagmited with their families’ or taken to
charitable children institutions where they argtow in a child friendly environment. The skills
training center offers skills training to vulnerablouths from Mukuru. The students are taught
two courses mainly by qualified teachers .The cemitgaught include; hairdressing and beauty
and catering. The students later sit for examsredfdy Kenya National Examination Council.
The social support department targets Mukuru ressdesho are homeless destitute, depressed
and effected by mental iliness. The vulnerable igipents are supported through business
entrepreneurship initiative such as business dagitats. These departments are supported by
the administration and finance office, which has baman. The project managers from the three
departments report to one program manager. Thenaajeoon has 48 staff (MSDP booklet,
August, 2014).



1.2 Resear ch Problem

The importance of looking at employee’s academiealifjoation in measuring performance
cannot be overlooked (Murphy (1989). Employee’sdacac qualification plays a big role in
employee relationship and is of importance to eygds and employers. For employers,
academic qualification plays a big role in determgwhether an employee will perform on the
task given on not. Most times academic qualifiagaics the first element in consideration before
employees can be hired because their job perforensngerceived to be directly related to their
academic qualifications, (Sheridan, 1973).Thisesnsin most employers insisting on a level of
academic qualification before even considering aapleyee for hiring. Of interest to this
research is how academic qualification, which isgbw after by employers, affects an

employee’s job performance.

Mukuru Slums Development Projects (MSDP) has bemnko employ those who it feels are
academically qualified for a specific job. Acadengualifications are first looked at before
engaging employees and later form a basis of peetéie employee performance. Employees
with better academic qualifications have been prechdased on academic qualifications on the
hope that they shall perform better than thoseowfel academic qualifications. Employee
Academic Qualifications have been a key considamair the organization and there is need to
address whether academic qualification should keyadeterminant of academic performance.
Of interest has been the fact that employees witvet academic qualifications have at times

performed well just like those with higher acadeulifications if not better.

Several studies done in relation to job performamseal there is a closer link between skills,
gualifications, wages, and job performance. Fotamse, Earle (2009) looked at the overall
relationship between job performance and academdifggation with a particular focus on

differences between industries and occupations.ahlaéysis showed that one standard deviation
difference in literacy or numeracy skills accounted on average, a 20 percent difference in
hourly wages. This is similar to the average inseem earnings associated with increased job
performance for people with higher academic qualifon, compared to those with lower

qualification. He looked further into the relatitis between skills, qualifications, experience
7



and the distribution of wages. The analysis shotlatl people with higher levels of literacy and
higher Academic Qualifications have significanthegter opportunities to earn higher incomes,
where they are earning above the median wage (Didmaad Bedrosian, 1970). It also showed
that experience, as measured by age, has the astoaffect on increasing wages for people in
higher wage jobs and has little effect on incregsiages for people in low wage jobs and this

many cases is interpreted to mean increased jdbrpgnce and job productivity.

It is evident that no previous study, has explatesl relationship between employee academic
gualifications and their perceived influence on pasformance. The other studies that were done
in different contexts do not clearly bring out thelationship between employee academic
gualifications and job performance and may neeletaeplicated in most organizations in the

Kenyan context. Therefore, there exists a knowlegigeeand this is a research area that calls for
further study and research that would unearth thim melationship between employee academic

gualifications and job performance if at all thesany.

1.3 Objective of the Study
To determine the perceived relationship betweenl@yep academic qualification and employee

performance at Mukuru Slums Development ProjectSIO®), Nairobi county.

1.4 Value of the Study

The study aimed at establishing the relationshipenfployee academic qualification and
employee job performance at Mukuru Slums Developnfemjects. This will enable the

management respond to the need to look furtherfatitors that affect job performance as they
will know whether the academic qualification shoudd ranked highly before recruiting an
employee. It will be clear whether it is the besaywof predetermining employees Job
Performance. Companies will also be able to undedstthe challenges in prequalifying

employees based on professional qualification dur@cruitment and appraisal.



The management of various companies in existenkeimya will also use this information when

making decision towards improving the performanteheir companies. The human resource
department may use the study findings to understhedrelationship between professional
gualification and job performance.

The study will help create interest for further lexption. It will create a basis for further stuslie
by providing a base for collecting more informatid&cademicians and students wishing to carry
further research in this area may review the liteeastudy and establish and gaps which may
provoke further studies.



CHAPTER TWO: LITERATURE REVIEW

2.1 Introduction
This chapter covers theoretical foundation of thugly and review of relevant literature. It also
looks at Employee academic qualification, job perfance and also examines the relationship

between the two variables.

2.2 Theoretical foundation of the Study

An understanding of the nature of academic qualifoms, how they are likely to influence job
performance and how their influence differs acaogdio professions can be best understood
with a good theoretical framework. The theory ofiabexchange, Blau (1964) and Expectancy
Theory will be used to lay the foundation to thesearch.

2.2.1 Social Exchange Theory

The social exchange theory came into existencedndtter twentieth century. This was from the
work of various sociologists (Blau, 1964); (Homab861); (Thibaut Kelley, 1959) who focused
on a human assessment of self interest in humaal getationships. This theory looks at the
effect of social behavior on rewards and punishm@&shavior that is rewarded will be
replicated. There are three propositions to the®iir. The first proposition is that behavior that
generated positive consequences is likely to beatepl. The second proposition is that behavior
rewarded on in the past will be replicated while third proposition specifies that the more
valuable the result of the action is to the actioe, more likely that action is performed (Cook
1992).

The main principle is that human in institutiondlwnaximize in engaging in behaviors that will

attract returns. Human beings therefore place s@dfrinterest above everything when engaging
in any activity. This follows that the more academualifications are seen and proved to be a
good indicator of job performance, the more empdsywill seek to advance their academic
gualifications. The theory proposes that sociakriest is the result of an exchange process

(Turner 2001).
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2.2.2 Expectancy Theory of Motivation

Vroom (1964) developed the theory from his studytlee motivation behind decision-making.
The main premises of the expectaticgoryare that a person will decide to act in a cenveary
because they are motivated to selelcelaviorover other behaviors due to what they expect the
result to be. A person makes choices based on astnof how well the expected results of a
given behavior are going to match up with or evaliyuead to the desired results. The theory
explains the behavioral process of why individuate motivated to choose one behavioral
option over another. It also explains how they mdé&eisions to achieve the outcome that they

perceive as most valuable.

"Expectancy theory proposes that work motivatiodependent upon the perceived association
between performance and outcomes and individualdifyndheir behavior based on their
calculation of anticipated outcomes”. This has actical and positive benefit of improving
performance because it can, and has, helped leanleade motivational programs in the
workplace (Van, Okechuku, Heeler, 1991). "This tiyeis built upon the idea that motivation
comes from a person believing they will get whagyttwant in the form of performance or
rewards.” Expectancy theory is classified as a gssctheory of motivation because it
emphasizes individual perceptions of the envirortmamd subsequent interactions arising

because of personal expectations.

The theory states that individuals have differestis 0f goals and can be motivated if they
believe that there is a positive correlation betwesfforts and performance. Favorable
performance will result in a desirable reward, #melreward will satisfy an important need. The

desire to satisfy the need is strong enough to rttekeffort worthwhile.

11



2.3 Employee Academic Qualification

Employee academic qualification refers to a basi@ll of expertise required of a person in a
certain job specialization, (Goad 2002). Academi@lification requires a combination of
original academic preparation augmented by subsegagtivities that maintain or establish
preparation for current job or professional resgaliges. During recruitment, it is highly

debated which factor is more valuable for emplogegademic qualifications, or other soft skills.

Undoubtedly, academic qualification is very ess#rfor employment. The specific academic
qualification is usually initially listed on thehacriteria for most job advertisements. Employers
predetermine employees future Job Performance lmas#teir Academic Qualification based on
the assumption that an employee with a certainl le’@cademic qualification will perform
better to a certain level. Moreover, the academaascript reflects the candidates' studying
attitude and the willingness of learning. Employe@th outstanding academic achievements
tend to perform at the workplace as great as theéynduniversity. Professional jobs should also
look at academic background and achievements ax@ssary condition (Gordon and Miller,
2012).

At the workplace, however, there are much moreofado evaluate a qualified employee such as
networking and communication skills, personalityl grersonal experience. All these skills and
features can only be examined effectively in a f&etace occasion, (National Bureau of
Economic Research, 1987). After browsing the resudha mainly focused on candidates'
technical and academic skills, the employer willit@ them into interview that will examine
candidates' soft skills and personalities. Afteis thhase, the successful candidates will be

determined who must have positive attitude, suitapérsonality and relevant experience.

Most basic positions, which closely relate to ddiflg do not necessary, require high academic
qualifications. A cashier in a supermarket, wouldtjneed a thoughtful and patient heart and a
nice smile, (Heeler, 2000). When applying for aijppas of salesperson in a fashion store, the

sense of fashion and communication ability shoutd Highlighted rather than a marketing

12



degree. An applicant might have outstanding acaddrackground, but this alone is far away

from a successful applicant without relevant exgreze and positive personality.

2.4 Job Performance

According to Murphy (1989), job performance candadined as “the set of behaviors that are
relevant to the goals of the organization or thgaaizational unit in which a person works”.
Therefore, the job performance of an individualypla vital role in an organization’s growth.
This is because it highly influences the overaflamizational performance and functions as the
key variable in work and organizational psychologgwever, individual job performance is not
stable and can fluctuate over time. Studies hawsvshthat the performance of an individual
changes by changing the time spent on a specliicAbthe same time, individual performance
changes because of learning and “high performanabmays the result of greater understanding
towards the specific job instead of greater efftwrtthe job.” Fluctuating individual job
performance can be caused by the patterns of “immé&/idual change” or changes in an
individual's “psycho-physiological state.” On théher hand, job performance is considered one
of the most important constructs in human resostadies, (Green, 1992).

The behavior and conduct of an employee can badigtom his or her job performance over
time in the workplace. This is because behaviavhat people do while job performance is the
predictable and anticipated organizational valuavbft people will do, (Robbins and Judge
2009). It is worth noting that not all actions aadegorized as performance and not all actions
are able to solve organizational problems. Onljoast which are relevant and can be scaled and
measured for organizational value, goals, and siscaee considered as performance. Due to the
importance of construct in human resource stugldsperformance can be the key indicator of
the effectiveness of the human resource managemsygsiem of an organization. When
individuals are well trained and equipped, the igbiko compete nationally and even
internationally enhances the performance of theleyeps. This helps to accomplish economic
success and boost the reputation for the orgaaizati

13



2.5 Relationship between Employee Academic Qualifications and Job Performance

Employee job performance refers to behaviors tratre@evant to organizational goals and that
are under the control of individual employees. Eogpe job performance is the set of behaviors
that are relevant to the goals of the organizatiothe organizational unit in which a person
works. The job performance of an individual playgital role in an organization’s growth as it
highly influences the overall organizational pemi@nce and functions as the key variable in

work and organizational psychology.

Academic qualifications increasingly determine pesformance in that it ensures that the person
has the basics in learning. Better job performansdeighly possible when a person has strong
basic grounding in the task given (Earle 2009).sEhkasics allow a person to work, innovate
and communicate effectively in workplace. Academialifications provide and all round
experiences of life along with an opportunity toendifferent employment and job performance
expectations. Academic qualifications provide thidllss employees need to make the
organizational work better. Academically qualifiechployees can help to achieve high quality
products and services in a shorter time period.hKigkilled workers can provide better

customer service experiences and engage more cerstéon longer periods.

Spady (1987) maintains thawtith academically qualified employees, job perfarmce is

improved as employees feel worthy and more secumpleting the tasks assigned. With a
higher sense of worth, employees often feel moyal lto the organization. When employees feel
greater loyalty, they are more willing to work hardand longer in order to make the
organization a success and improve job performafcademic qualifications and trainings can
also provide employees with a feeling of empowermehich creates the willingness to do
whatever they have to do to get the job done. Ediemployees tend to benefit both their own

careers and contribute greatly to the company’sadiveerformance and productivity.

Undoubtedly, academic qualification is very ess#rfior employment and performance. The
specific education qualification is usually initiallisted on the job criteria of most of the

recruitment advertisements as this factor provesthployee's basic qualification and education
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background. Moreover, the academic transcript cefléhe candidates' studying attitude and the
willingness of learning. From an employer's persipec the employee with outstanding
academic achievement tends to perform at the wackphs great as in university, (Green, 2012).

Employers link academic qualification with betteb jperformance in terms of improved quality;
improved productivity and competitiveness; multilgkg of employees to cover knowledge and
skill gaps; compliance with government and othgutatory requirements in an organization and
workplace change. Academic qualifications affeafqgrenance, as the knowledge an employee
gains while learning, and due to the official lalbldmonstrating their ability to succeed in

workplace, (Weiss, Klein, Spady, 1987).
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CHAPTER THREE: RESEARCH METHODOLOGY

3.1 Introduction
This chapter presents the methodology of the stag it comprises of research design,

population, data collection and data analysis.

3.2 Resear ch Design
The study adopted a descriptive design. The cemstisod was chosen as the population sample

was small making it possible to collect data frdma whole population.

3.3 Target Population

The target population consisted employees of Muk8tums Development Projects. The
organisation has 48 employees (MSDP booklet, Auy@@i4) who formed the population of the
study.

3.4 Data Collection

Primary data was collected using semi structureestijpnnaires. The questionnaire had two
sections. Section one focused on demographic irgbom while section two focused on the
perceived relationship between academic qualiboatiand performance. The questionnaire was
administered through drop and pick method.

3.5 Data Analysis
The data collected was examined and checked forpledemess and comprehensibility.
Descriptive statistics such as frequencies, meadsparcentages were used to analyse the data

and the results were presented in the form of sadhel discussions
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CHAPTER FOUR: DATA ANALYSIS, PRESENTATION AND INTERPRETATION

4.1 Introduction
This chapter outlines the response rate, demogragtaracteristics of the respondents and the

relationship between academic qualifications angleyee performance.

4.2 Response Rate

The study targeted to sample 48 respondents 46fol8 respondents filled in and returned the
guestionnaire contributing to 83% response ratés ¢brroborates Bailey (2000) assertion that a
response rate of 50% is adequate, while a resp@tsegreater than 70% is very good. This
implies that based on this assertion, the respoatgein this case of 83% was adequate to
generate representative results from the populatictudy.

4.3 Demographic Char acteristics of the Respondents
This included the following, gender, age of thepmexlent, and level of education and years of
experience.

4.3.1 Gender of the Respondents

From the table 4.1, majority of the respondents feasales (60%), 24 whereas 40%, 24 of the
respondents were males. This implies that both ggsnaere equitably engaged in this study and
thus the findings of the study did not suffer frgender bias.

Table4.1 Gender of the Respondents

Gender of respondents Frequency
Male 16
Female 24
TOTAL 40

17



4.3.2 Age of Respondents

Table 4.2 shows the age bracket of the respontlesfiiows that 37.5% who are the majority are
in the age bracket of (40-49) years, 25% are inatlpe brackets of (20-29) and (30-39) each,
whereas the minority falls under the age bracketalmve 50 years) at12.5% . The study shows

age parity was observed.

Table 4.2 Age of the Respondents

Age of respondents Frequency
20-29 years 10
30-39 years 10
40-49 years 15
Above 50 years 5
Total 40

4.3.3 Highest level of Academic Qualification of the Respondents

Table 4.3 shows that the majority of the resporglemére at bachelor’'s level of academic
gualification at 55% , 20% were at Master’s lev€]% were respondent had acquired a diploma,
8% were respondents at certificate level of acadeguialification, 5% were those who held

accounting professional qualifications, whereadehst at 3% was the PhD holder.
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Table 4.3 Highest Level of Education Qualification of the Respondents

Educational Qualification Frequency
Certificate 3
Diploma 4
Bachelor’s degree 22
Master’s degree 8
P.hd 1
Professional Qualifications 2
Total 40

4.3.4 Designation of the Respondents

Table 4.4 shows that the majority of the resporslerdre at middle level of their designation at

73%, 15% were support staffs, 8% were the depatahéeads, whereas the least at 5% were

managers of the organization.

Table 4.4 Designation of the Respondents

Designation Frequency
Program Managers 2
Departmental head 3
Middle level 29
Support staff 6
Total 40
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4.3.5 Length of Servicein Department

Table 4.5 shows that the majority of the respotsléad worked between (1-5) years at 40 %,
30%, had worked between (6-10) years, 23% had wlof&e less than 1 year, whereas the
minority at 8% had worked for over 11 years.

Table 4.5 Length of Servicein Department

Length of service Frequency
Below 1 year 9
1-5 years 16
6-10 years 12
above 11 years 3
Total 40

4.3.6 Last Performance Appraisal Ratings
Table 4.6 shows that the majority of the met eigt@ans according to the last performance
appraisals 53 %, 20%, had their rating as exceedeéctations,15% had a rating on needs

improvement, whereas the minority at 13% were bedgpectations.

Table 4.6 Last Performance Appraisal Ratings

Ratings Frequency
Needs improvement 6
Below expectations 5
Meets expectations 21
Exceeds expectations 8
Total 40
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4.3.7 Relationship between Academic Qualifications and Employee Performance

Academic qualifications have a strong relationshijh employee performance at work as shown
in table 4.7 below. The respondents positively @& academic qualifications as having a
contribution to the timeliness with which work isree as represented by a mean of 3.98, there
was also less variation on the opinion of the radpeats as represented by a standard deviation
of 0.6597 which is less than 1. Hunter & Huntef)(Q(2) stated that education promotes core task
performance by providing individuals with more deeltive and procedural knowledge and
skills with which they can complete their tasks cassfully with less time. Schmidt & Hunter
(2008) found that academic qualification was sthprrglated to task completion and was an
important contributor to completion of every job the right time. Further, Hunter (2008)
suggests that academic qualification facilitates tearning of job-relevant knowledge and
thereby indirectly promotes stronger job perforneas well with ease.

The respondents had a positive perception thateacadqualifications have strongly contributed
to the quality of work output as represented byeamof 3.95. There was less variation on the
opinion of the respondents as shown by the standiarition of 0.6775 which was less than 1.
Benson, Finegold, & Mohrman, (2004) stated thatesimost organizations use education as an
indicator of a person’s skill levels or productyithey frequently employ it as a prerequisite in
hiring decisions hence the employees hired wouldrdmute to the performance of organisation
greatly.

On the relationship between academic qualificationswork performance, the respondents
positively perceive academic qualifications to sgly influence work performance as shown by
a mean of 3.93; however there was great variationtr@ opinion of the respondents as
represented by a mean of 1.2276 which was grelader 1. Earle (2009) stated that academic
gualifications increasingly determine job perforro@ann that it ensures that the person has the
basics in learning. Better job performance is highbssible when a person has strong basic
grounding in the task given. These basics allowersgn to work, innovate and communicate
effectively in workplace. Academic qualificationsopide and all round experiences of life along

with an opportunity to meet different employmentl gob performance expectations.
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On the relationship between academic qualificateod skills and expertise of work and
assignments, the study found a positive perceporong the respondents that academic
gualifications have positively contributed to impeonent of skills and expertise of work
assignments as represented by a mean of 3.68. Wasrbowever great variation on the opinion
of the respondents as shown by the standard daviati 1.2066. Earle (2009) stated that
academic qualifications increasingly determine pelformance in that it ensures that the person
has the basics in learning hence improving thellssiBetter job performance is highly possible
when a person has strong basic grounding, expentideskills in the task given.

The respondents had a positive perception thateaaadqualifications contribute to proactive
nature in work related assignments. This was repted by a mean of 3.55; there was less
variation on the opinion of the respondents as shbwthe standard deviation of 0.7828 which
was less than 1. Spady (1987) maintains that withdamically qualified employees, job
performance is improved in that employees feel iyoetnd more secure in completing the tasks
assigned. With a higher sense of worth, employé&esn deel more loyal to the organization.
When employees feel greater loyalty, they are nalteng to work harder and longer in order to
make the organization a success and improve jdborpssince. Academic qualifications can also
provide employees with a feeling of empowermenthVdmpowerment comes the willingness to

do whatever they have to do to get the job done.

The respondents had a positive perception of acadgualification to strongly contribute to a
general satisfaction from the supervisors withrthedrk output, as represented by a mean of
3.5250, there was also less variation on the opinfathe respondents as shown by the standard
deviation of 0.8317 which was less than 1. Weiss ldlein (2007) stated that employers are
satisfied with the work given to employees as thggch academic qualification with better job
performance in terms of improved quality; improvyawductivity and competitiveness; multi-
skilling of employees to cover knowledge and shéps; compliance with government and other

regulatory requirements in an organization and wiade change.

The respondents’ perception of academic qualificetias having contributed to the speed and

accuracy with which work is done was positive aswamh by a mean of 3.5. There was less
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variation on the opinion of the respondents as shioywthe mean of 0.9323 which was less than
1. Weiss and Klein (2007) stated that academic ifiggtlon brings with it better job
performance in terms of improved quality, speedprowed productivity and competitiveness
and multi-skilling of employees.

The respondents had a positive perception of academmlification as a contributing to

employee appraisal ratings as represented by a wiedr89. There was less variation in the
opinion of the respondents as shown by the standiarihtion of 0.8619 which was less than 1.
Kane (2006) stated that academic qualificationsemsingly improve job performance in that it
ensures that the person has the basics in leah@inge improving their skills. He stated better
job performance is highly possible when a persos $teong basic grounding, expertise and

skills in the task given and this highly impactstbair appraisal ratings.

The respondents’ perception of academic qualificeticontributing to the promotion at the work
based on performance was positive as shown by a ofea39. There was less variation in the
opinion of the respondents as shown by the standlarition of 0.8619 which was less than 1.
Baddar (2006) conferred with this as he stated #dthicated employees tend to be more
productive, do their tasks with less ease and guadity output hence increase their chances of

promotion.

The respondents had a positive perception of acadgualification contribution to efficiency

and effectiveness of performance as shown by a me&®R20.There was less variation in the
opinion of the respondents as shown by the standeviation of 0.9195. Hunter & Hunter,

(2007) stated that education promotes core tadbrpeance by providing individuals with more
declarative and procedural knowledge and skillshwithich they can complete their tasks
successfully with less time. Schmidt & Hunter (2P@8und that academic qualification was
strongly related to task completion and was an mamb contributor to completion of every job
at the right time.

Academic qualification was recognized as havingriouted to the successful handling of tasks

and challenges at work as shown by a man of 3.19.ifhindicative of a positive perception
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among majority of the respondents. There was howmage variation in the opinion of the
respondents as shown by the standard deviatiom0@64, which was greater than 1. Hunter &
Hunter, (2007) stated that education promotes task performance by providing individuals
with more declarative and procedural knowledge skitls with which they can complete their
tasks successfully with less time. The employeesalso equipped with the right skills to handle

tasks and challenges at work.

The majority of the respondents positively percdivacademic qualification as having
contributed to the performance standards as shgvanrbean of 3.10, there was less variation in
the opinion of the respondents as shown by thaelatdrdeviation of 0.8756 which was less than
1. Benson (2004) stated that educated employees qgiality output of the work and hence
improve the performance of the organisations, theality output of due care and skills
concerning some professional like doctors and ademts improve the performance standards

of these organisations.
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Table 4.7 Relationship between Academic Qualifications and Employee Perfor mance

N | Mean Std.
Deviation

VAVZ?I((jemlc gualifications have strongly contributedmy performance ¢ 20 3.93 1.2276
Aca_demlc qualifications have contributed to myIskiid expertise on wo 20l 368 12066
assignments
Academic qualifications have contributed to sucltésBandling of the 20l 310 10753
tasks and challenges at work
Academic qualifications have contributed to efficig and effectiveness 20l 320 9195
my performance
Academic qualifications have contributed to theliqpaf my work output | 40| 3.95 6775
Academlc qualifications have contributed to thediimess with which wor 20 3.98 6597
is done
Academic qualifications have contributed to theliqgaf my work output | 40| 3.10 8712
Academic qualifications have greatly contributed oy performanc 20 3.10 8756
standards
Achemlc q_uallflcatlons have contributed to theesband accuracy wit 20l 350 9323
which work is done
Academic quallflcatlons have contributed to my gtoee nature in wor 20| 355 2828
related assignments
Academic qualifications have greatly contributedat@eneral satisfactig

: . 40 3.53 .8317
from my superiors with my work output
Acade_mlc q.uallflcatlons have greatly contributed oy performanc 20l 349 8002
appraisal ratings
The level of academic qualifications has contridute my promotion 3 20 339 8619
work based on performance.
M ean 13| 3.5415
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CHAPTER FIVE: SUMMARY, CONCLUSION AND RECOMMENDATIONS

5.1 Introduction
This chapter contains summary of the findings, tsions, recommendations and suggestions

for further research.

5.2 Summary of the Findings

From the study, academic qualification was perakitee have a positive relationship with job
performance as shown by an average mean of 3.844&s evident that academic qualifications
contribute to the timeliness with which work is dorMost respondents perceived academic
qualifications as contributing to the following;qgaictive nature in work related assignments, a
general satisfaction from supervisors with worle speed and accuracy with which work is done
,good appraisal ratings, promotion at work basedperformance and the efficiency and

effectiveness of performance.

The researcher therefore established that acadeuadifications is key in determining
employee performance as the various elements osegasure performance were as a result of
employees having a certain level of education §joation which contributed significantly to the

respondents meeting the performance standards.

5.3 Conclusions

From the study it can be concluded that academadifogpation has a positive relationship with
employee performance at Mukuru Slums DevelopmenjeBts organization.The higher the
level of academic qualification, the higher thedarativity at work.

Academic qualifications played a key role in predetining performance as tasks were assigned
based on Academic Qualifications. Employees metditleserables as expected based on the

level of academic qualifications.
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5.4 Recommendations

The study recommends that academic qualificatiavulshbe the key determinant of the job
designation, responsibilities and tasks given sifgemore one is academically qualified, the
more responsibilities and complex the tasks asdigriadividuals with less academic

gualifications ought to be motivated to furtheritfeglucation for them to be promoted to higher
positions. This is to ensure that the employees Waee better academic qualifications are

promoted hence motivated to give better results.
The organization should encourage and support &taftirsue higher academic qualification so

as to strengthen the organizations capacity toongperformance.

5.5 Suggestionsfor Further Research
Studies need to be conducted to investigate irtierabetween other variables and employees
performance. Such include the work environment,agament style and personality.

The same study should be carried out using a lsa@yaple in other organizations.
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APPENDICES

APPENDIX |: QUESTIONNAIRE

Section A. Demographic Data
(Please tick withy{] where applicable)

1. Gender:
Male [ Female[_]
2. Age [years]:
20-29 [] 30-3¢__]
40-49 [ > 50|
3. Highest level academic qualification:
Certificate [ ]
Diploma L]

Bachelor's Degree ]
Master’'s Degree ]
PhD L]
Professional Qualification, please specify

4. Designation in your organization

Manager ]
Departmental Head ]
Middle level L]
Support staff [

5. Length of service in your present department:
Below 1 year [ ] 1-5 ryeD
6-10 years [ ] >thy [

6. Last performance appraisal ratings
1. Needs improvement[ ]
2. Below expectations [ |
3. Meets expectations [ |

4. Exceeds expectation ]
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Section B: Percelved Relationship between Academic Qualifications and Employee

Performance

Please indicate the extent to which you agree eaith of the following statements by putting a

tick (V) in the appropriate space.

(Definition of scale)

1= strongly disagree
2= Disagree

3= Neutral

4= Agree

5= strongly agree

1. | |Academic qualifications have contributed to peyformance at work.

2. | Academic qualifications have contributed to nkill and expertise on

work assignments

—

3. | Academic qualifications have contributed to suecessful handling @

the tasks and challenges at work

4. | Academic qualifications have contributed tocéincy and effectiveness

in my performance

5. | Academic qualifications have strongly contriltlte the quality of my

work output

—

6. | Academic qualifications have greatly contrilolite the timeliness witl

which work is done

7. | Academic qualifications have contributed to tpeality of my work

output

8. | Academic qualifications have contributed to neyfprmance standards
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9. | Academic qualifications have contributed to $peed and accuracy with
which work is done

10. | Academic qualifications have contributed to my ptoee nature in work
related assignments

11.| Academic qualifications have strongly contributed & genera
satisfaction from my superiors with my work output

12.| Academic qualifications have contributed to my perfance appraisal
ratings

13.| The level of academic qualifications has contridute my promotion at

work based on performance.

THANK YOU
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