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1. Introduction 

 

Job specification is one of the most significant human resource activities. It provides the recruiting team with the specific 

abilities, capabilities and personal traits that would enable an employee perform a given job specification. According to 

Friedlander (2011) job specification deals with personal aspects of the job, education, skills, knowledge and ability, further job 

specification ensures that employees have knowledge which is directly involved in the job performance. Capacity to execute tasks 

requiring apply of tools, machinery and equipment is known as skill, the competence to take out mental and physical acts 

obligatory by a task where the involvement of tools, machinery and equipment is not an overriding factor (Oluwafemi, 2010). 

 

Whittington and Evans (2011) indicates that performance is how well a man finishes a task and furthermore the demeanor with 

which they do their assignments. Work performance is as far as quantifiable results of work practices, for example, measure of 

offers, numbers sold and furthermore regarding behavioral measurements which may incorporate business related correspondence, 

basic leadership, critical thinking among different aptitudes (Hersen, 2004). As indicated by Baldwin (2008) job performance is 

doing activities proficiently and adequately to meet work targets. Employee performance is utilizing their aptitudes, capacity, 

experience et cetera, to play out the allocated assignment required by their subordinate with viability and effectiveness 

(Oluwafemi, 2010). 

 

One of the HR issues standing up to China is the enormous size of preparing expected to guarantee that the business and trade 

keep on developing. The state has reacted by empowering the advancement of a foundation for administration improvement and 

INTERNATIONAL JOURNALS OF ACADEMICS & RESEARCH 
(IJARKE Business & Management Journal) 

Abstract 

Job specification requirement is one of the most significant human resource activities. It provides the recruiting team with the 

specific abilities, capabilities and personal traits that would enable an employee perform a given job. Hospitals need to 

comprehend and implement strategies that will improve the performance of employees in order to achieve the required 

outcomes from them. Inadequate attention on job specification at work has retarded the zeal to maximize worker performance. 

Work performance has been found to be very low to workers who their job specification has not been taken keenly. The main 

objective of the study was to establish the influence of academic qualification on employee’s performance of sub county 

hospitals in Kericho County, The study adopted Human Capital Theory. The study also adopted descriptive cross sectional 

survey design based on a sample drawn from across the south rift region. The population of interest in the study consisted of 

the employees at sub county hospitals in Kericho County. The study focused on hospital managers, Clinical Officers, nurses 

and other hospital staff. The study therefore targeted a total of 211 employees using census inquiry. Data was collected using 

questionnaire, the Cronbach’s alpha coefficient was applied on the pilot results obtained to determine how items correlate 

among themselves in the same instrument. Tables were used to represent results. Descriptive statistics, frequencies, 

percentages, mean and standard and inferential statistics, multiple regression was used to analyze data. The study findings 

indicated that academic qualification (β1 = 0. 200, P < 0.05), was statistically significant in explaining employee performance 

in sub county hospitals in Kericho County, Therefore it is recommended that Sub county hospitals should recruit competent 

human resources specialists and job analysts and job descriptions and given chance new employees to practice their skills and 

knowledge, develop and implement strategies that support change in culture Government through the ministry of health 

should establish employment policy related to the job experience on employee’s performance and employees should be given 

job feedback of standard of performance related to job descriptions at a measurable time, Lastly, the county government as 

well as other organizations should base the evaluation of their employees ‘performance on their achievements and identify the 

gaps and the reasons affecting the performance 

. 

Key words: Job Specification Requirement, Academic Qualification and Employees Performance 



INTERNATIONAL JOURNALS OF ACADEMICS & RESEARCH                                                                 ISSN: 2617-4138              
IJARKE Business & Management Journal                                                               DOI: 10.32898/ibmj.01/1.2article12                                                                 

www.ijarke.com          

 

137 IJARKE PEER REVIEWED JOURNAL                           Vol. 1, Issue 2                                                             Nov. ’18 – Jan. 2019 

 
 

preparing (Child, 1994). With the enormous development of the Chinese business and trade, preparing and advancement are 

probably going to stay as proceeding with worries for what's to come. As indicated by Muhammad et al., (2011), organization 

gave preparing gives laborers limit aptitudes identified with their specific employment than wide word related abilities.  

Provincially, Organization for Economic Cooperation and Development expressed that the deficiency of aptitudes has been 

distinguished as a noteworthy obstruction to worker's execution and making occupations as a way to allot the neediness in South 

Africa (Kock & Ruwayne, 2014).  

 

Ogbulafor (2011) recommended that the weakening level of employee performance in Nigerian tertiary establishments is 

quickly turning into a genuine risk to survival of the colleges in Nigeria which should be tended to direly. It is in this way trusted 

representative execution is instrumental to authoritative development and gainfulness. The employees are viewed as the real 

business assets that encourage the day by day exercises and activities of an organization (Mudah, Rafiki & Harahap, 2014).  

Authoritative adequacy and proficiency relies upon how viable and proficient the workers in the association are (Oluwafemi, 

2010). Boss' capacity to grasp worker's fulfillment as it identifies with calendars and day by day obligations will affect 

enormously on representative profitability and execution. Howard (2009) see work fulfillment as a mix of amiable and unlikable 

states of mind or conduct of an individual laborer on their work routine, suggesting that when an individual is utilized they will 

express their grievances, needs and expectations which characterize their significance for being there. Fulfillment on work 

symbolizes the tremendousness to which positive thinking are line up with genuine rewards and advantages. Most representatives 

of today have a high level of occupational disappointment which make mentalities that are unwanted at work and thus decline 

their execution capacity and that their working spot also (Mowday, Porter & Steers, 2013).  

 

In Kenya, the vast majority of the monetary organizations contract employees from any field of specialization to work in the 

management of the bank or Micro Finance industry. To such, little work is covered (Kanungo, 2013). Additionally a large portion 

of the workers enlisted by Micro Finances are new graduates who have spent significant time in either Education or different 

fields that are not really related to business. Preparing is likewise much required in MFIs in light of the fact that countless staff 

requires distinctive aptitudes which must be created rapidly to meet the requests and such can't be gained through involvement. 

For instance, in default administration; successful staff is obliged to be well educated and skilled. They need basic abilities and 

learning in specific areas of finances and management (Mowday, Porter & Steers, 2013). 

 

2. Research Problem  

 

The health system in Kenya currently lacks enough human capital. Inadequate attention on job specification has led to retarded 

zeal to maximize worker performance (Cherogon, 2017). Work performance has been found to be very low to workers who their 

job specification has not been taken keenly (Landry & Vandenberghe, 2012). The rise of qualified staff moving overseas has 

worsened an already dire situation. Further, the remaining personnel are inequitably distributed between urban and rural areas 

(Kanungo, 2013). People who lack adequate job experience, skills responsibilities and qualifications is great hindrance to an 

employee performance to vital work goals tend to be easily distractible by tasks that they think are more important but which do 

not support business goals (Mayo, 2011). Employees whose job specification was not done perfectly, convince themselves that 

they do not have the time or resources to complete a key task hence this has a great effect on employee performance. 

Limited studies have concentrated on effects of job specification requirements on employee’s performance for example Wafula 

(2014) did a study on the impact of job specification on employee performance a case study of Nairobi city county. Taufik (2014) 

assessed the impact of job description on employee’s performance: a case study of Zanzibar electricity corporation.. Most of these 

studies were done in other sectors other than the health sector; also none has been done specifically on the effects of job 

specification requirements on employee’s performance in hospitals. It is thus through this gap that the study sought to find to 

determine the effect of job specification on employee performance among sub county hospitals in Kericho county. 

 

3. Objective of the Study  

 

To determine the effects of academic qualification on employee performance of sub-county hospitals in Kericho County. 

 

4. Review of Literature 

 

4.1 Theoretical Framework 

 

4.1.1 Human Capital Theory 

 

Human capital theory was proposed by Schutz in 1961 and developed extensively by Becker (1964). The theory suggests that 

the information and employee abilities generate a precise stock of productive capital. This approach additionally sees individuals 

not as an expense item on their financial gain statements, rather as a plus capable of not solely adding price to their organizations 

and in some cases guaranteeing it’s terribly needed survival within the current competitive atmosphere (Sutherland, 2014). In the 

study by Kanungo, (2013), human capital theory is a theory relevant to a workers performance. This theory states that people 
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accumulate human capital by investment, time and cash (including postponed earnings), in education, training, expertise and 

alternative qualities, so as to extend their productive capability and so pricing a leader whereas all the staff brings some ability and 

skill to the performance of their tasks, accumulated academic achievements and skill produce to differentiation within the level of 

reward required to draw in and retain quality individuals. 

 

Whittington and Evans (2011) defines human capital as the mutual intelligence, abilities and experience that offers the 

institution its unique personality. The human components of the institutions are those who are able to learn, change, innovate and 

provide the artistic push that if appropriately impelled will make sure there is the long-run survival of the organization. Human 

capital includes intellectual capital (which are the distinctive data and skills that individuals possess), social capital (which is 

versatile networks among those that enable the organizations to link, imbed and leverage its numerous data) and also the 

organization capital (which is that the institutionalized knowledge possessed by a company that's held on in their databases and 

manuals). Sutherland (2014) additionally adds emotional capital that is that the ability to convert the potential in intellectual 

capital into committed complete action.  

 

According to Stewart (1998) in Sutherland (2014), the staffs possess a big quantity of an organizations price and once the key 

staffs leave corporations, they take this price with them. It’s so to the data and skills of people that make the price that is why the 

main target has got to do with that of attracting, retaining, developing and maintaining the human capital they represent. Human 

capital theory will be relevant to the study because it lays on the presumption that job specifications including academic 

qualification, job skill, training and job experience is exceedingly instrumental and important to enhance employee productivity. 

So, human capital scholars contend that informed employees are beneficial to the organization. The preparation of formal training 

is viewed as an interest in human capital, which defenders of the hypothesis have considered as similarly or significantly more 

beneficial than that of physical capital (Woodhall, 1997). 

 

4.2 Discussion of Variables 

 

4.2.1 Academic Qualification and Employee Performance 
 

There are numerous reasons why society may create more training than the activity showcase requires. Individual interest for 

societal position or endeavors at social conclusion may abrogate discerning computation of the estimation of instruction. In 

connection to this there may be a computation any larger amount of training helps work risks regardless of whether there are 

unavoidable losses. The state may expand contribution to training for social equity far beyond any assumed effect on the 

economy, and this may be supplemented by personal stakes in institutional arrangement. Various reporters have along these lines 

contended for a social propensity to create excessively instruction, regardless of whether as far as weights on state financing or of 

the prerequisites of the work showcase (Kanungo, 2013).  

 

A developing writing particularly contends that a relationship of the vast extent of workers is overqualified for the 

employments they do. There is constantly liable to be at any rate peripheral capability in light of the fact that a specific extent of 

individuals pick not to utilize the full degree of their capabilities. Ladies who make vocation penances for family reasons are 

probably going to con-tribute to this type of capability. However, the proof proposes that capability is both far reaching and 

constant, which recommends a type of auxiliary causation. Diener (2011) demonstrate that the two nations tend to encounter some 

capability; however bungles are less normal in Germany. Two perspectives of American information uncover a level pattern in 

capability amid the period 1976, however with much vacillation around this pattern. There was an unmistakable increment in 

capability in Portugal from 1985 to 1992, and comparably in the Netherlands from 1960 to 1995. In Finland there seems to have 

been a decrease in capability between 1975 and 1995 because of subsidence, however it stays in any case. It gives figures for 

Britain which propose an ascent in capability from around 29 percent in 1986 to more than 40 percent in the mid 1990s. 

 

Whittington and Evans (2011) locate a noteworthy level of capability among British graduates. They demonstrate that 36 

percent of men and 41 percent of ladies are overqualified in their first occupations. In general, it seems far-fetched that capability 

has diminished substantially finished the most recent couple of decades. It has either vacillated or somewhat expanded. 

Confirmation exists for the perseverance of capability, yet does this imply it is a basic piece of the cutting edge mechanical 

economy? Explanations behind a basic premise to the marvel may incorporate the social, supply-side variables practiced above, 

while on the request side it may be that capability ascends out of market wasteful aspects, for example, poor market 

straightforwardness. On the other hand, in this connection a component of capability may upgrade effectiveness and adaptability 

through lessening frictional expenses (for example, in either hunt or screening forms). In any case, clarifications that don't depend 

on a type of basic causation would decrease the criticalness of the wonder. There are two principle options. In the first place, it is 

conceivable that capability is tireless however irregular, for example finished the business cycle. Second, regardless of whether 

not discontinuous thusly, it is conceivable that capability isn't a lasting pattern. This ought to surely be the situation if the proof for 

a general redesign work and of work aptitudes coming about because of quick innovative and monetary improvement is right 

(Mayo, 2011).  
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The requirement for enhanced and extended instructive yields this infers should imply that capability is, at most, of 

constrained outcome. Much a similar contention gets from the post-mechanical perspective of the economy. This is identified with 

updating but on the other hand is related with another adaptability in working examples, with the finish of 'employments forever, 

and therefore, from the individual point of view, with more noteworthy vulnerability. It is conceivable; along these lines, that 

capability essentially comes about because of new types of individual vocation administration. Individuals begin their vocation at 

a point let down the stepping stool than their capabilities may beforehand have qualified them for, however they compensate for it 

a short time later. For this situation, capability again has restricted fundamental significance. The exchange beneath produces 

contentions against the updating and employment adaptability speculations as counter authentic to the importance of capability, 

and recommends that capability may without a doubt mirror a type of auxiliary causation. In spite of the fact that this is up 'til now 

hard to distinguish, the dialog looks to propose a conceivable clarification for the marvel identifying with over the top 

convergence of abilities in specific divisions of the economy. The consequent investigation, utilizing British information, does not 

give confirm either to work overhauling or for expanding work adaptability. Neither one of the factors debilitates the case for 

belligerence that capability is a noteworthy marvel in Britain and that, associatively; rewards for instruction are declining 

(Herberg et al., 2009).  

 

Nelson (2014) addresses the weaknesses of sets of expectations utilized as a part of training. It is along these lines expressed 

that numerous sets of responsibilities being utilized as a part of HR don't give enough detail to permit great HR administration 

choices to be made. In particular, sets of responsibilities are excessively oversimplified, implying that supervisors settle on 

choices on abroad photo of the activity instead of on the whole point by point photo of the activity. While work investigations and 

employment assessments are what ought to drive administration choices, sets of expectations are time and again utilized. He states 

that while the majority of the components customarily found part of an expected set of responsibilities are critical, these 

components regularly don't go sufficiently far. He recommends that the set of working responsibilities ought to not just 

incorporate a rundown of undertakings that are performed, yet the level of time spent on each assignment and additionally how the 

recurrence of these errands may vary between days of the week or seasons. Rather than just giving data on who somebody in the 

activity reports to and who they administer, he trusts the expected set of responsibilities ought to incorporate data about how the 

activity fits into the association overall and what different connections exist between the activity and different employments in the 

organization. In Nelson's contention, if more points of interest were given, HR experts would have the capacity to all the more 

effortlessly perform assignments like execution examination and staffing choices. A vital point that he makes is that sets of 

expectations are regularly obsolete. They have a tendency to be composed and left, rather than being refreshed as the activity 

changes. 

 

5. Research Methodology 

 

5.1 Target Population 

 

According to Oppenheim (2003), a population refers to the larger population to which the researcher would like to generalize 

the results of the study. A population is a well-defined or set of people, services, elements, actions, set of things or households that 

are being investigated (Kothari, 2009). Study population is a study of a group of individuals taken from the general population 

who share a common characteristic, such as age, and gender. The population that is actually surveyed is the study population 

(Mugenda & Mugenda, 2009). The population of interest in the study consisted of the employees of sub county hospitals in 

Kericho County. The study focused on Clinical Officers, nurses and other hospital staffs. The study therefore targeted a total of 

211 employees as shown on table 1. 

Table 3.1 Target Population 

Hospital Hospital 

Managers 

Clinical 

Officers 

Nurses Other hospital 

staff  

Total  

Kapkatet Sub county Hospital 1 7 23 12 43 

Kipkelion Sub county Hospital 1 8 17 13 39 

Sikowet Sub county Hospital 1 5 23 12 41 

Londiani Sub county Hospital 1 7 33 16 57 

Roret Sub county Hospital 1 5 16 9 31 

Total  5 32 112 62 211 

Sources: Ministry of Health Kericho County (2017) 

 

 

5.2 Census Inquiry 
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The study used census inquiry since the population under study is small. All the 211 employees were included in the study. 

According to Oso and Onen, (2012) census inquiry is a study of every unit, everyone or everything, in a population. It provides a 

true measure of the population, benchmark. 

 

6.  Discussion of Key Findings 

 

6.1 Academic Qualification 

  

The study sought to find out the effect of academic qualification on employee performance of sub county hospitals in Kericho 

County. This is shown in Table 2 below  

Table 2 Descriptive results of Academic Qualification  

Academic Qualification  M SD 

My education level has earned me ability to perform 

all duties effectively and comfortably 

F 3.86 1.237 

% 

My academic qualification is fitting the job 

requirements and therefore I perform duties well 

F 3.95 1.076 

% 

Various jobs have a direct impact on achieving the 

organizational objectives by having various academic 

qualification 

F 

4.15 1.001 % 

My work assessment report is fit  according to job 

descriptions on the goals of the organization 

F 

4.16 1.094 

 

 

Table 2 shows the effect of academic qualification on employee performance of sub county hospitals in Kericho County whose 

responses were analyzed through mean and standard deviation. The respondents agreed that their education level has earned them 

the ability to perform all duties effectively and comfortably with a mean of 3.86 and a standard deviation of 1.237, it was also 

agreed that academic qualification is fitting the job requirements and therefore employees perform duties well, this had a mean of 

3.95 and a standard deviation of 1.076, the response on Various jobs have a direct impact on achieving the organizational 

objectives by having various academic qualification was supported by a mean of 4.15 and a standard deviation of 1.001, lastly the 

respondents agreed that their work assessment report is fit  according to job descriptions on the goals of the organization with a 

mean of 4.16 and standard deviation of 1.94. This implied that majority of the respondents agreed on effect of academic 

qualification on employee performance with an average mean of 4.03 indicating that that academic qualification enhance 

employee performance.  

 

These findings concur with a study by Nelson (2014) who addresses the weaknesses of sets of expectations utilized as a part of 

training. It is along these lines expressed that numerous sets of responsibilities being utilized as a part of HR don't give enough 

detail to permit great HR administration choices to be made. In particular, sets of responsibilities are excessively oversimplified, 

implying that supervisors settle on choices on abroad photo of the activity instead of on the whole point by point photo of the 

activity. While work investigations and employment assessments are what ought to drive administration choices, sets of 

expectations are time and again utilized. He states that while the majority of the components customarily found part of an 

expected set of responsibilities are critical, these components regularly don't go sufficiently far. 

 

6.2 Hypotheses Testing 
 

To test the study hypothesis, the researcher used moderated multiple regression analysis to estimate the interaction effect and 

test the moderating effect of performance management practices on the effect of academic in employees of sub county hospitals in 

Kericho County. In order to test whether performance management practices moderated academic qualification, on employee 

performance of sub county hospitals in Kericho County their interactions were tested. Hypothesis testing was done with a 

significance level of 0.05, such that when the significance value is less than the 0.05 the null hypothesis is rejected and when it is 

above 0.05 it is accepted. This is indicated in table 3 below: 
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Table 3 Stepwise regression model  

Model Unstandardized 

Coefficients 

Standardize

d Coefficients 

t Sig. 

B Std. 

Error 

Beta 

1 
(Constant) .441 .031  -.046 .963 

Zscore(Academic qualification) .200 .056 .200 3.557 .000 

2 

(Constant) -.001 .031  -.047 .963 

Zscore(Academic qualification) .175 .055 .175 3.182 .002 

Zscore(Performance measurement 

practices) 

.118 .034 .118 3.458 .001 

3 

(Constant) -.001 .031  -.047 .963 

Zscore(Academic qualification) .173 .158 .173 1.098 .274 

Zscore(Performance measurement 

practices) 

.115 .151 .115 .766 .444 

Zscore(int1) .004 .245 .004 .015 .988 

a. Dependent Variable: Zscore(Employee performance) 

The findings shows that the regression coefficients of the independent variables (academic qualification). Thus the regression 

equation becomes;  

Y= 0.441+ 0.200X1  

 

In Table 3, the coefficients refer to the slope of the regression line and amount of variance each predictor contributes to the 

general regression equation. Therefore adjusting academic qualification by 1 unit would lead to a 0.20 units change in employee 

performance. Hence academic qualification is statistically significant predictors of the dependent variable. This is supported by 

Human capital theory was proposed by Schutz (1961) this theory state that people accumulate human capital by investment, time 

and cash (including postponed earnings), in education, training, expertise and alternative qualities, so as to extend their productive 

capability and so pricing a leader whereas all the staff brings some ability and skill to the performance of their tasks, accumulated 

academic achievements and skill produce to differentiation within the level of reward required to draw in and retain quality 

individuals. 

 

From the study, Hypothesis one stated that; 

 

H01:  There is no statistically significant effect of academic qualification on employee performance of sub county 

hospitals in Kericho County. 

 

The regression coefficients indicated that, there is a statistically significant effect of academic qualification on employee 

performance of sub county hospitals in Kericho County (β1 = 0. 200, P < 0.05). The null hypothesis was therefore rejected at 5% 

level of significance. The study hence concluded that academic qualification had a significant effect of academic qualification on 

employee performance of sub county hospitals in Kericho County. This study concurs with the study by Nelson (2014) who 

addresses the weaknesses of sets of expectations utilized as a part of training. It is along these lines expressed that numerous sets 

of responsibilities being utilized as a part of HR don't give enough detail to permit great HR administration choices to be made. In 

particular, sets of responsibilities are excessively oversimplified, implying that supervisors settle on choices on abroad photo of 

the activity instead of on the whole point by point photo of the activity. While work investigations and employment assessments 

are what ought to drive administration choices, sets of expectations are time and again utilized. He states that while the majority of 

the components customarily found part of an expected set of responsibilities are critical, these components regularly don't go 

sufficiently far. 

 

7. Conclusion and Recommendations 

 

7.1 Conclusion 

 

From the findings, the study concludes that, there is a significant effect of academic qualification on employee performance of 

sub county hospitals in Kericho County employee’s education earns an ability to perform all duties effectively and comfortably, 

also various jobs have a direct impact on achieving the organizational objectives by having various academic qualifications and 

employees work assessment report is fit according to job descriptions on the goals of the organization. This study will be guided 

by Human capital theory was proposed by Schutz (1961) this theory state that people accumulate human capital by investment, 

time and cash (including postponed earnings), in education, training, expertise and alternative qualities, so as to extend their 

productive capability and so pricing a leader whereas all the staff brings some ability and skill to the performance of their tasks, 
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accumulated academic achievements and skill produce to differentiation within the level of reward required to draw in and retain 

quality individuals. 

 

Lastly on the moderating effect of performance on the effect of academic qualification in employees of sub county hospitals in 

Kericho County, the study indicated that indicated that performance management practice did not moderate the relationship 

between academic qualification and employees performance of sub county hospitals in Kericho County. This concurs with 

Drewitt (2013) who stated that the performance management system may contain all of these components, but it is the overall 

system that matters, not the individual components. Many organizations have been able to develop effective performance 

management systems without all of the following practices. A performance management system includes the following actions. 

 

7.2 Recommendations 

 

Sub-county hospitals should recruit competent human resources specialists and job analysts and job descriptions and given 

chance new employees to practice their skills and knowledge; and facilitate career planning and career development and 

encourage succession planning to retain talented and qualified workers. Government through the ministry of health should 

establish employment policy related to the job experience on employee’s performance and employees should be given job 

feedback of standard of performance related to job descriptions at a measurable time. 

 

Based on Human capital theory, people accumulate human capital by investment, time and cash (including postponed 

earnings), in education, training, expertise and alternative qualities, so as to extend their productive capability and so pricing a 

leader whereas all the staff brings some ability and skill to the performance of their tasks, accumulated academic achievements 

and skill produce to differentiation within the level of reward required to draw in and retain quality individuals. 
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