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ABSTRACT 

Employee performance in public universities generally, has been an issue of concern to the government as well as other 

educational stakeholders, including the general public. Universities in Kenya face a number of issues, including unmotivated 

employees, low employee morale, decreased production, and significant staff turnover. Employee underpayment, as seen by 

continual industrial disturbance, including strikes, has prompted concerns about employee performance at public universities. 

The purpose of this study was to investigate the effect of vicarious experience on employee performance in selected public 

universities in Kenya. The study was anchored upon social cognitive theory, path goal theory and goal setting theory. 

Explanatory research design was adopted and the target population was 1064 non-teaching staffs in Masinde Muliro 

University of Science & Technology and Kibabii University. The sample size was 291 non-teaching staffs who were selected 

using both stratified and simple random sampling technique. The instrument was validated and piloted in Moi University for 

reliability. Data was collected using questionnaires. Reliability was tested using Cronbach Alpha coefficient which 

recommends a coefficient of 0.7 and above. The study adopted face validity to assess the validity of the research instrument. 

Data was analyzed using descriptive and inferential statistics.  The result revealed that vicarious experience has a positive and 

significant effect on employee performance among non-teaching staff in selected public universities in Kenya with (β=0.775, 

p=0.000).  The study concluded that vicarious experience improves employee performance of non-Teaching Staff in selected 

Public Universities in Kenya.  The study recommended that administrative staffs should continue to observe workers that do-

good work and learn from them. They should keep on reading to be more knowledgeable on the tasks they handle at their 

workplace.  
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1. INTRODUCTION 

In this modern era, organization success is associated with good employee performance (Iskamto, 2021). Employee’s 

performance is inextricably associated with organizational performance enhancement (Utin & Yosepha, 2019). Employee 

performance enhancement is a critical issue in all firms in the twenty-first century (Brhane, & Zewdie, 2018). Employees are 

valuable assets to an organisation that through their performance they can increase organizational productivity and also 

enhance an organizations’ competitive advantage (Pawirosumarto et al., 2017). Employee performance is multidimensional 

and requires for organizations to record success (Diamantidis & Chatzoglou, 2018). Employees’ performance in any 

organization setup is important because it helps an organization achieve its goals (Hee et al., 2019). Worldwide, 

organizations that record an improvement in the services offered by the employees have always performed better than their 



Vol-13, Issue-1                                                                                                     Global Journal of Advanced Research 

2 | P a g e     3 0  A u g u s t  2 0 2 6                    w w w . g j a r . o r g  

counterparts (Sinambela, & Ernawati, 2021). Employee performance enhances organizational performance comparison 

(Zacharias et al., 2021). 

In Pakistan, Malik et al. (2021) higher organizational performance is attributed to improved performance the workforce.  In 

India, good employee performance is attributed to clearly shared goals with employees, creation of a sense of involvement in 

the organizations and making employee expectations clear (Pattnaik & Pattnaik, 2021). In Nigeria, employee performance is 

enhanced when the subordinates are given an opportunity to ask questions, a conducive work environment is provided and 

when remuneration package is good among others (Igbokwe-Ibeto, & Egbon, 2022). In most organizations in Tanzania, 

organizational effectiveness is partly attributed to how individual employees within the organizations perform (Mwita & 

Andrea, 2019). As much as it is known in most Kenyan firms, business success depends on staff performance (Onyango & 

Wanyoike, 2020). There have been numerous complaints, charges, and proven incidents of Kenyan public personnel 

exhibiting poor performance defined by corruption, poor service quality, and delays in planned output deliverables, among 

other things (Twalib & Kariuki, 2020). Work environment, knowledge, abilities, training skills, experience, self-efficacy, 

available technology or equipment, and readiness to learn on the job are all aspects that might influence employee 

performance (Obuobisa-Darko, 2020). The focus of this study was on vicarious experience and employee performance 

among non-teaching staff in selected public Universities in Kenya. 

 

Employees that provide excellent services can improve the organization's overall performance. However, employee 

performance is not always perfect in firms around the world. Sometimes employees are rendered redundant due to the 

inability to deliver as per expectations. Failure to deliver in the assignment is attributed to internal factors or external factors 

that act as an impediment against their ability to offer good quality services. Public Universities in Kenya, have been 

characterized with labor crises where industrial actions have been rampant in the last one decade (Khayati et al., 2019). The 

performance of public universities has deteriorated attributing to a lot of absenteeism and little trustworthiness among others 

which have contributed to reduction in performance (Ogunode & Musa, 2020). This has resulted in poor service delivery, 

unsatisfied customers as well as ultimately poor productivity among non-teaching staff. Such kinds of events have reduced 

the competitiveness of public universities in the global arena. In ability to deliver among employees is a problem that should 

be addressed if most public universities in Kenya are to enhance service delivery and record growth. In Kenya, almost all 

public Universities have had a number of go-slows and/or strikes where employees have kept on complaining about delayed 

salaries among others which all contributes to their inability to execute duties as anticipated (Odero & Makori, 2018). 

According to Mukhebi et al. (2019), inadequate fulfillment of obligations has been leading to non-performance among staffs 

in tertiary institutions in Kenya. The outcome is a decrease in staff motivation, low employee morale, diminished 

productivity, and elevated staff turnover. Strikes have caused apprehension about employee productivity in public 

universities (Abura, 2018). One way that public universities can enhance employee performance is focus on employee 

vicarious experience which this study sought to determine how it influences or has influenced performance of the workforce 

in selected institutions of higher learning in Kenya. When they adopt vicarious experience and performance of the workforce 

association may change. This study investigated these characteristics and provide solutions for improving employee 

performance at Kenyan public universities. Previous empirical studies on the subject matter yielded inconclusive results. 

Abun (2021) and Hao et al. (2018) discovered a significant correlation between performance and vicarious experience. 

According to Oldham and Cummings (1996), the former has little impact on the latter. Furthermore, bulk of studies on the 

subject has not been undertaken on public university personnel, which this study wants to focus on.  Wambui (2021) 

conducted research on employee engagement and performance of non-academic workers in selected Kenyan public 

universities.  Employee involvement improves the performance of non-academic personnel at selected Kenyan public 

universities. This study adds vicarious experience. There was a contextual gap because the study was conducted at other 

universities rather than at MMUST and Kibabii University, which are the center of this study. The study offered minimal 

explanation for the research methodology used, resulting in a methodological gap which this study addressed.  

 

2. LITERATURE REVIEW 

2.1 Vicarious Experience and Employee Performance 

Zuhriyah and Juhary (2023) researched on vicarious experience and employee performance in Cooperative at Bali. 

Descriptive research design was used and targeted 4193 spreads over 9 districts and/or cities. The study sampled 54 

cooperatives from nine cities and districts selected randomly. Primary data gathered by questionnaires after analysis showed 

that vicarious experience enhanced employee performance in Cooperative at Bali. Diagnostic tests had not been provided 

which this study provided and therefore enhance existing body of knowledge on vicarious experience and employee 
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performance. Goulart et al. (2022) researched on vicarious experience and employee performance in cooperative 

organizations in Paraná State.  948 employees were targeted and sampled 318 respondents randomly. Primary data was used, 

collected by questionnaires and analyzed descriptively and inferentially. Findings revealed that vicarious experience on 

employee performance in cooperative organizations. The use of questionnaire was not justified in the study and hence a 

methodological gap exists which this study sought to address. Kustyani and Yuniarsih (2022) researched on vicarious 

experience and employees’ performance in the Post Office 40000 of Bandung City. Quantitative approach with an 

exploratory survey method was adopted. The study targeted 457 respondents but sampled 109 employees who were selected 

randomly. Primary data gathering was by questionnaires and analyzed descriptively and inferentially. Vicarious experience 

enhanced employees’ performance. Where pilot study was conducted was not provided and hence a gap existed. Literature 

Reviewed led to development of the following hypothesis statement. 

H01:  There is no significant effect of vicarious experience on employee performance of non-Teaching 

Staff in selected Public Universities in Kenya. 

 

3. RESEARCH METHODOLOGY 

The study adopted explanatory research design.  Explanatory research, according to Mishra and Alok(2022), focuses on why 

questions. The study was concerned in providing explanations to answer the 'why' questions. The explanations contend that 

variable X influences phenomenon Y. It was appropriated to enhance research hypotheses verification. The study area was on 

public universities in western Kenya because few studies existed that had been done on vicarious experience and employee 

performance among Non-Teaching Staffs in public universities in western Kenya and yet according to Butali (2023) the 

performance of non-teaching staffs in public universities in western Kenya is below average if a benchmark was done with 

other public universities around the globe. Public universities in Western Kenya and more specifically, Kibabii University 

and MMUST formed the study area because poor performance among administrative staff has been experienced in the last 

one-decade at the institutions attributed by delayed/or late salaries, and lack of staff motivation among others (Butali, 2023). 

This showed that a problem of poor employee performance had been witnessed in the institutions.  No studies had also been 

conducted on the subject matter at the two institutions and therefore the need for this study to be conducted to fill the gap. 

The target population was 1064 administrative staffs from MMUST and KIBABII. The sample size was 291 administrative 

staffs in the respective departments calculated using Yamane (1967) formula. In order to determine the sample size per group 

(department), the following formula by Yamane (1967) was used to allocate the stratum samples. The formula was as 

follows; nh =         Where; h is the stratum number, nh is the sample size in stratum h, Nh is the size of the population in 

stratum h, where h= 1-13, N is the total population and n is the total sample size. Out of the 291 administrative staffs, 186 

were drawn from MMUST while 105 from Kibabii University. The respondents were selected using both stratified and 

simple random sampling technique. Stratified random sampling was used to categorize the respondents into departments from 

which they were selected randomly. Questionnaire was used to collect primary data. A standardized questionnaire was used, 

with statements assessed on a 5-point Likert scale (1-5), of the form '1' strongly disagree and '5' strongly agree. The 

questionnaire comprised of eight (8) statements drawn from Goulart et al. (2022) where the respondents were required to rate 

their responses on a 5-point Likert scale of the form 1-5; where 1= Strongly Disagree, and 5= Strongly Agree. The derived 

effect was calculated by comparing how strongly respondents agreed or disagreed with each aspect to the overall scale level. 

An attribute is thought to measure the specific construct of the independent variable when there is a high correlation with it. 

 

Pilot test was used to test both validity and reliability. A pilot study, according to Gupta and Gupta (2022), should be 10% of 

the total sample size. It was 30 respondents, or 10% of 300, and the pilot study was held at Moi University. In this study, face 

validity was tested through an assessment of the research instrument's items by Moi University's School of Business and 

Economics supervisors and research methodology experts.  Internal consistency method, which employed Cronbach's alpha, 

was chosen because it is more reliable than the alternatives. As recommended by Hajjar (2018), an alpha value of 0.7 or 

higher served as the reliability threshold for measuring instruments. The composite reliability co-efficient was 0.73(73.0%) 

which implies that the questionnaire was reliable as the Cronbach’s reliability co-efficient of 0.73 exceeded the minimum 

required Cronbach’s alpha co-efficient of 0.7. The collected data was examined in accordance with Cronk's (2012) four 

phases. The steps are as follows: coding, cleaning, and making meaning of the data. Data was analyzed by use of descriptive 

statistics that is, frequencies, means percentages and standard deviation and inferential statistics, that is, correlation analysis 

and simple regression analysis. Simple linear Regression model was used to ascertain the extent to which predictor variable 
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influence the outcome variable and p<.05 was considered significant.  The null hypothesis was accepted or rejected based on 

the p value, that is, p>0.5, null hypothesis was rejected, and vice-versa.  

Y = β0+ β1 x1 +Ɛ 

Where; x1 = vicarious experience, β0 = constant term or intercept; β1= the coefficient of the variable in the model; ε is the 

error term in the model 

 

4. RESULTS & DISCUSSION 

4.1 Response rate 
Response rate is the number of people who participate in a survey as a proportion of the total sample size (Mishra & Alok, 

2022). As per Coleman (2022), a good response rate should be 60% and above in all academic research studies. In this study, 

a total of 291 questionnaires were issued to the respondents, out of which 251 questionnaires were returned, 30 were 

incompletely filled and the total number of questionnaires which were completely filled was 224 which amounted to a 

response rate of 89.2% as presented in Table 4.1. 

 
Table 4.1: Response rate 

 

Questionnaire issued Questionnaire 

returned 

Incomplete 

Questionnaires 

Complete 

Questionnaires 

Response rate 

291 251 30 224 89.2% 

 

The response rate was above 60% and therefore was good and further analysis could be done. 

 

4.2 Demographic information  

Demographic information of the respondents was provided to better understand the population. The demographic information 

of the respondents sought includes gender and number of years worked in the institution. The results on the distribution of 

respondents by gender was presented in figure 4.1. 

 

 
 

Figure 4.1: Distribution of respondents by gender 

 
Out of the total respondents, 53% were female while 47% were male. This implies that both genders participated in this study 

and therefore diversity of opinions was enhanced that contributed to improvement in the quality of the study. The study also 

sought to understand the distribution of the respondents on the basis of the number of years the respondents had worked in 

the institution. The results were presented in Table 4.2. 

 

105, 47% 
119, 53% Male 

Female 
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Table 4.2: Number of years worked in the institution 

 Frequency Percent 

1-6 years 74 33.0 

7-10 years 89 39.7 

Above 10 years 61 27.2 

Total 224   100.0 

 

The results revealed that out of the total respondents, 22% had worked in the respective institution for a period of between 1 

and 6 years, 39.7% between 7 and 10 years and 27.2% above 10 years. This implies that the respondents had worked in the 

respective institution long enough and were in a position to understand and be able to provide the information required on 

vicarious experience and employee performance among non-teaching staff in selected public universities in Kenya. 

4.3 Descriptive Statistics 

4.3.1 Vicarious experience and employee performance 

The study had sought to investigate the effect of vicarious experience on employee performance of non-Teaching Staff in 

selected Public Universities in Kenya.  The results were presented in Table 4.3. 

 

Table 4.3: Descriptive statistics on Vicarious Experience 

Statements  S.D D ME A S.A Mean Std. Dev 

I can observe other workers from whom I 

learn how to be a good worker. 

F 38 33 30 75 48 3.0313 1.39952 

 % 17.0 14.7 13.4 33.5 21.4   

I observe workers that do-good work and 

learn from them. 

F 25 50 19 61 69 3.4420 1.40984 

 % 11.2 22.3 8.5 27.2 30.8   

I regularly assess my work performance 

and that of my senior. 

F 57 34 19 57 57 3.1027 1.56279 

 % 25.4 15.2 8.5 25.4 25.4   

Working closely with my seniors has 

helped me to develop competence 

framework. 

F 40 26 28 99 31 3.3214 1.20324 

 % 17.9 11.6 12.5 44.2 13.8   

The success of people I share same 

qualifications enhances how I work at the 

organization. 

F 34 52 19 59 60 2.9286 1.58589 

 % 15.2 23.2 8.5 26.3 26.8   

My seniors keep on helping me to look for 

careers that meet my current academic 

qualification. 

F 27 108 21 34 34 2.7321 1.28797 

 % 12.1 48.2 9.4 15.2 15.2   

I keep on reading to be more 

knowledgeable on the tasks I handle at my 

workplace. 

F 75 60 34 21 34 2.4598 1.42312 

 % 33.5 26.8 15.2 9.4 15.2   

 

The study had sought to determine whether the respondents observe other workers from whom they learn how to be a good 

worker, 31.7% (17%+14.7%) disagreed, 54.9% (33.5%+21.4%) agreed and 13.4% moderately agreed. Majority of the 

respondents observe other workers from whom they learn how to be good workers. This was supported by a mean of 3.0313 

and a standard deviation of 1.39952.  The study agrees with that of Zuhriyah and Juhary (2023) that administrative staffs 

observe other workers from whom they learn how to be good workers. In relation to whether the respondents observe 
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workers that do-good work and learn from them, 58% agreed, 33.5% disagreed and 8.5% moderately agreed. Majority of the 

respondents observe workers that do-good work and learn from them. This was supported by a mean of 3.4420 and a standard 

deviation of 1.40984. The study by Goulart et al. (2022) also revealed that administrative staffs observe workers that do-good 

work and learn from them. 

 

In regards to whether the respondents regularly assess their work performance and that of their seniors, 40.6% disagreed, 

50.8% agreed and 8.5% moderately agreed. Majority of the respondents stated that they regularly assessed their work 

performance and that of their seniors. This was supported by a mean of 3.1027 and a variation of responses of 1.20324. The 

study by Kustyani and Yuniarsih (2022) also established that administrative staffs regularly assess their work performance 

and that of their seniors. Out of the total respondents, 58% agreed that working closely with their seniors has helped them to 

develop competence framework, 29.5% disagreed and 12.5% moderately agreed. Majority of the respondents revealed that 

working closely with their seniors has helped them to develop competence framework. This was backed with a mean of 

3.3214 and a standard deviation of 1.20324. Findings are in agreement with that of Arda and Yldz (2019) that when 

administrative staffs work closely with their seniors, it helps them develop competence framework. In regards to whether the 

success of people we share same qualifications enhances how they work at the organization, 38.4% disagreed, 53.1% agreed 

and 8.5% moderately agreed. Majority of the respondents agreed that the success of people we share same qualifications 

enhances how we work at the organization. This was evidenced by a mean of 2.9286 and a standard deviation of 1.58589. 

The study by Buil et al. (2019) also revealed that the success of the administrative staffs that they share same qualifications 

enhances how they work at the organization. 

 

On whether their seniors keep on helping them to look for careers that meet their current academic qualification, 60.3% 

disagreed, 30.4% agreed and 9.4% moderately agreed. Majority of the respondents revealed that their seniors do not keep on 

helping them to look for careers that meet their current academic qualification. This was supported by a mean of 2.7321 and a 

standard deviation of 1.58589.  The study results are in-tandem with that of Conchie (2023) that the seniors of administrative 

staffs do not keep on helping them to look for careers that meet their current academic qualification. On whether the 

respondents keep on reading to be more knowledgeable on the tasks that they handle at their workplace, 60.3% disagreed, 

24.6% agreed and 15.2% moderately agreed. Majority of the respondents revealed that they did not keep on reading to be 

more knowledgeable on the tasks that they handle at their workplace. This was supported by a mean of 2.4598 and a standard 

deviation of 1.42312. The study disagrees with that of Khattak et al. (2020) that administrative staffs keep on reading to be 

more knowledgeable on the tasks that they handle at their workplace. 

 

4.3.2 Employee performance 

The dependent variable was employee performance of non-Teaching Staff in selected Public Universities in Kenya. The 

respondent’s responses on employee performance were presented in Table 4.4. 

Table 4.4: Descriptive statistics of Employee performance 

n=224  S.D D ME A S.A Mean Std. Dev 

Most employees at the institution sometimes 

fail to go to work leaving clients unattended to. 

F 36 38 19 58 73 3.4196 1.48619 

 % 16.1 17.0 8.5 25.9 32.6   

Employee turnover rate is high in the 

Institution. 

F 84 28 46 31 35 3.4241 1.48944 

 % 37.5 12.5 20.5 13.8 15.6   

Employees live the organization due to 

unfavorable work environment. 

F 59 55 30 40 40 2.9509 1.46477 

 % 26.3 24.6 13.4 17.9 17.9   

I offer services of good quality. F 45 40 19 70 50 3.1786 1.47149 

 % 20.1 17.9 8.5 31.3 22.3   

I complete all tasks assigned within the 

expected timelines. 

F 17 19 35 98 55 3.6920 1.15550 

 % 7.6 8.5 15.6 43.8 24.6   
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The study was interesting in the determination of whether most employees at the institution sometimes fail to go to work 

leaving clients unattended to, 58.5% agreed, 33.1% disagreed and 8.5% moderately agreed. Majority of the respondents 

revealed that most employees at the institution sometimes fail to go to work leaving clients unattended to. This was supported 

by a mean of 3.4196 and a standard deviation of 1.48619.  The study by Wanjala and Kimutai (2021) also established that 

most of the employees do not fail to go to work which does not leave clients unattended to. On whether employee turnover 

rate is high in the Institution, 29.4% agreed, 50% disagreed and 20.5% moderately agreed. Majority of the respondents 

disagreed that employee turnover rate is high in the Institution. This was supported by a mean of 3.4241 and a standard 

deviation of 1.48944. The study by Shahzad et al. (2020) also established that administrative staff’s turnover rate is not high 

in Institutions. 

In relation to whether employees live the organization due to unfavorable work environment, 50.9% disagreed, 35.8% agreed 

and 13.4% moderately agreed. Majority of the respondents disagreed that employees live the organization due to unfavorable 

work environment. This was supported by a mean of 2.9509 and a standard deviation of 1.46477. The study by Awadh and 

Saad (2023) also established that administrative staffs do not live organizations due to unfavorable work environment. The 

study was also interested in determining whether the respondents offer services of good quality, 53.6% agreed, 38% 

disagreed and 8.5% moderately agreed. Majority of the respondents agreed that they offer services of good quality. This was 

supported by a mean of 3.1786 and a standard deviation of 1.47149.  The study agrees with that of Tan and Lau (2022) that 

administrative staffs offer services of good quality. On whether the respondents complete all tasks assigned within the 

expected timelines, 68.4% agreed, 16.1% disagreed and 15.6% moderately agreed. Majority of the respondents revealed that 

they completed all tasks assigned within the expected timelines. This was supported by a mean of 3.6920 and a standard 

deviation of 1.15550. Contrary results were found in the study by Tchapchet et al. (2021) that not all the administrative staffs 

complete all tasks assigned within the expected timelines. 

4.4 Inferential statistics 

4.4.1 Correlation analysis 

Correlation analysis was done to determine the nature, direction and strength of the relationship between study variables. 

Findings were presented in Table 4.5. 

 

Table 4.5: Correlation analysis 

  

 
Employee performance Vicarious experience 

Employee performance Pearson Correlation   

 Sig. (2-tailed) 1  

Vicarious experience Pearson Correlation .773
*
 1 

 Sig. (2-tailed) .000  

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

 

The correlation between vicarious experience and employee performance was found to be positive and significant, r=0.773, 

p<0.05.  The study by Zuhriyah and Ali (2023) also established that the relationship between vicarious experience and 

employee performance is positive and significant.  

4.4.2 Regression analysis  

The study sought to determine the direct effect of vicarious experience on employee performance among non-teaching staff 

in selected public universities in Kenya. Model summary, model fitness and regression co-efficient results were presented in 

Table 4.6, 4.7 and 4.8. 

Table 4.6: Model Summary 

Model R R Square Adjusted R Square Std. Error of the Estimate 

1 .710a 0.504 0.492 3.86544 
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a. Predictors: (Constant), vicarious experience 

R-square (adj) was 0.492 which implies that vicarious experience explains 49.2% change in employee performance among 

non-teaching staff in selected public universities in Kenya. Model fitness was tested using ANOVA and results were 

presented in Table 4.7. 

 
Table 4.7: ANOVA 

Model  Sum of 

Squares 

df Mean Square F Sig. 

 Regression 3305.972 1 661.194 
44.252 

.000
b
 

1 Residual 3257.273 222 14.942   

 Total 6563.246 223    

a. Dependent Variable: Employee performance 

b. Predictors: (Constant), mastery experience, vicarious experience, verbal persuasion, emotional cues, 

transformational leadership 

F test value was F (1, 222) = 44.252, p<0.05.  This implies that the model was fit for the study as the p value was less than 

0.05. Regression co-efficient results were presented in Table 4.8. 

Table 4.8: Regression co-efficient 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

t   Sig. 

β Std. Error Beta   

 (Constant) .158 2.225  .071 .944 

1 Vicarious experience .775 .096 .460 8.053 .000 

a. Dependent Variable: Employee performance 

 

The regression model was as follows; 

Y = 0.158+0.775X1 

  

Table 4.8 shows that vicarious experience has a positive and significant effect on employee performance among non-teaching 

staff in selected public universities in Kenya, (β=0.775, p=0.000).  This implies that high employee performance among non-

teaching staff in selected public universities in Kenya is recorded when vicarious experience is more.  The study by Goulart 

et al. (2022) also established that vicarious experience has a positive and significant effect on employee performance. H01 

predicted that there is no significant effect of vicarious experience on employee performance of non-Teaching Staff in 

selected Public Universities in Kenya. The p-value as shown in Table 4.8 was <0.05, which implies that the null hypotheses 

was rejected and the study concluded that there is a significant effect of vicarious experience on employee performance of 

non-Teaching Staff in selected Public Universities in Kenya. Findings are in-agreement with that of Kustyani and Yuniarsih 

(2022) that there is a significant effect of vicarious experience on employee performance. 

 

5. CONCLUSION & RECOMMENDATIONS 

The study concluded that the relationship between vicarious experience and employee performance is positive and 

significant. Vicarious experience has a positive and significant effect on employee performance among non-teaching staff in 

selected public universities in Kenya. Majority of the workers observe other workers from whom they learn how to be good 

workers. Majority of the administrative staffs’ respondents observe workers that do-good work and learn from them. They 

regularly assess their work performance and that of their seniors. They work closely with their seniors which helps them to 

develop competence framework. The success of the people they share same qualifications enhances how they work at the 

organization. Their seniors do not keep on helping them to look for careers that meet their current academic qualification and 

majority of the administrative staffs did not keep on reading to be more knowledgeable on the tasks that they handle at their 
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workplace.  The study recommended that administrative staffs should observe other workers from whom they learn how to be 

good workers. They should continue to observe workers who manage difficult situations successfully and learn from them. 

They should continue to observe workers that do-good work and learn from them. They should regularly assess their work 

performance and that of their seniors. They should work closely with their seniors to develop competence framework. They 

should keep on reading to be more knowledgeable on the tasks they handle at their workplace.  The study recommends 

further studies to be conducted on the same subject matter but should the focus should be on teaching staffs in selected Public 

Universities in Kenya. 
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