



REWARD PRACTICES AND ACADEMIC STAFF PERFORMANCE IN PRIVATE UNIVERSITIES IN NAIROBI CITY COUNTY, KENYA

Abstract
The study explored the nexus between reward practices systems and Kenya’s County City of Nairobi’s academic staff performance of private universities. Specifically, investigation explored how staff promotion, job recognition, career development and remuneration relate to employee performance specifically investigated in this study. The human capital, Maslow’s needs hierarchy, Herzberg’s Two Factor, expectancy, and Equity theory were reviewed. The investigation utilized a descriptive research design. The 11 private universities in Nairobi, Kenya's County City that are currently in operation was the study's target demographic. While 132 interviewees were selected using a random stratified sampling method as the size of the sample. A pilot study test such as reliability and validity test was conducted on questionnaire and the ethical standards of the school were duly followed. Findings demonstrated that staff promotion significantly affect staff performance positively; job recognition is said to have an inverse and insignificant effect on the staff performance; career development noted a significant and positive effect on staff performance as remuneration displayed positive and significant effect on the Kenya’s County City of Nairobi’s academic staff performance of private universities. The management of these institutions should establish transparent and merit-based promotion systems. This can be done by clearly defining promotion criteria that align with academic contributions, such as teaching effectiveness and research output, universities can motivate faculty to excel in their roles. 
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1.1 Background of the Study
Staff performance is a crucial aspect of any university as it can affect the quality of education and research globally. Eliyana, Ajija, Sridadi, Setyawati and Emur (2020) observed that enhancing the performance of staff is crucial for the success of a company, particularly in higher education. A university's total efficacy, production, and originality are directly impacted by the competency and commitment of its staff, which can be attained by providing a quick platform for communication among employees. In developed economies, specifically American universities have a reputation for their high standards of academic excellence and research productivity. These universities are typically well-funded and offer various support systems to their staff, such as access to professional development opportunities, equipment, and facilities (Park & Kim, 2017). The culture of American universities often prioritizes collaboration, diversity, and inclusion, leading to motivated and engaged employees (Gao, Greenberg & Wong-On-Wing, 2015). From 2016 to 2018, more than 80% of employees at Mercu Buana University performed well or very well in areas including work discipline, teamwork, development, remuneration career advancement, and improved capabilities to enable individuals to be competitive in meeting industry and societal demands in a global marketplace (Rinny, Purba & Handiman, 2020). Staff at Abu Dhabi University have performed well because of possibilities for personal growth, a sense of fulfillment at work, and a harmony between corporate and individual values (Mousa, 2020).

In developing economies, Nigerian universities face several challenges that can affect staff performance. One of the most significant challenges is limited funding, which can lead to a lack of resources and equipment that staff need to do their jobs effectively (Adeniji, Olujobi & Awe, 2020). Shiferaw (2022) reported that even though management practices like performance reviews, staff involvement, training and capacity building, and promotions have been implemented at Bule Horal University, it appears ineffective and inefficient because little changes in employee behavior, particularly in the academic staff, have been noticed. Firmly maintaining employee engagement and job satisfaction is a difficulty faced by employers, particularly the University of Africa and Market Square (Sapele & Idoniboye-Obu, 2019). Rwothumio, Mbirithi and Itolondo (2020) revealed that the success of academic personnel has suffered as a result of universities' unwillingness to guarantee fair compensation. There are persistent reports of subpar teaching in Ugandan colleges.

Academic staff performance is essential to the success of universities in Kenya. The country has made significant progress in expanding its higher education system, but there are still challenges that can affect staff performance. One of the key challenges is limited funding, which can limit access to professional development opportunities and resources (Owino, 2019). Additionally, there are limited opportunities for collaboration and communication, which negatively affect employee engagement (Korir & Sang, 2019). Kenyan logistics firms operating in Nairobi County are performing poorly as seen by fluctuating growth rates overtime. The logistics sector, which generates 10% of the nation's GDP and formal employment, constitutes one of the most important sectors in Kenya (Mutua, 2021).

The concept of staff performance is the degree to which productivity, efficiency, and effectiveness of employees in performing their tasks and achieving their goals. Staff performance is a decisive component of every organization's success, as it directly impacts its bottom line (Tuffaha, 2020). Employee performance is a multifaceted and crucial phenomenon defined by the extent to which system use improves the quality of work by aiding quick task completion, eliminating errors, and increasing on-the-job efficiency (Moughal, Nordin, Salleh, & Abbasi, 2023). High-performing personnel drive institutional expansion, while poor performance leads to inefficiency and financial loss. Staff effectiveness is influenced by numerous factors, including job satisfaction, motivation, leadership, organizational culture, and professional development opportunities (Forson, Ofuso-Dwamena, & Opoku, 2021). Furthermore, performance is significantly impacted by effective procedures, clear guidelines, knowledge management, and staff involvement. While performance appraisals often quantify success using standard organizational goals, in non-profit institutions like universities, common metrics for academic staff include teaching effectiveness, research and innovation output, administrative duties, and community service (Odengo, 2023). Other factors, such as adequate compensation, manageable workloads, and supportive work environments, are also critical determinants of staff output (Alfagira, 2019). This study measured academic staff performance in terms of research and innovation, knowledge delivery, and community service.

Reward practices according to Martin and Uribe (2021) is an endeavor to cultivate an atmosphere of acceptance within the workplace, encompassing factors of remuneration as well as components of the relationships between coworkers. Rewards are strategies and attributes that organizations use to inspire and motivate their workforce to put in more interest and effort in order to fulfill their goals and ensure the success and well-being of the company (Adeuya, Egbuta & Akpa, 2020). According to Mahmood, Abdul Hamid and Badlishah (2021), reward practices pertain to the various types of internal or external system of benefits that a company offers in exchange for workers' time, talents, and efforts in meeting job criteria and accomplishing company goals.

Staff promotion is a process of advancement within an organization that acknowledges and recognizes staff for their performance and contributions. Promotions within the staff may occur for a variety of reasons, including potential, abilities, experience, and job performance (Modu & Mina, 2022). Effective staff promotion strategies are essential for fostering affective staff loyalty and improving overall outcome (Saud, Tulus, Asri, Riani, Sri & Mugi, 2017). Job recognition refers to the acknowledgment and appreciation of an employee's work, contributions, and achievements within an organization. It is an essential component of engaging staff and can positively affect employee motivation, job satisfaction, and retention (Sitati, Were, Waititu & Miringu, 2019). Career development pertains to the method of overseeing a person's professional development inside a company. Effective career development policies and programs can increase employee engagement, job satisfaction, and retention, as well as encourage a tradition of constant education and development (Al-sharafi, Hassan & Alam, 2018). Salary, also known as remuneration or compensation, refers to the monetary payment and benefits that a worker is given in return for their work within an organization. It is an essential part of employee motivation, job satisfaction, and retention (Mburu, 2019).

1.2 Statement of the Problem
It is anticipated that universities support the advancement of the country by providing top-notch experts in a range of disciplines. The accomplishment of these institutions' primary mandates depends heavily on the academic staff at universities (Ibor, 2021). Nonetheless, there are certain issues that Kenyan universities must deal with in order to achieve these objectives. The shortcomings of Kenyan private universities, including excessive workloads and lecturer-to-student ratios, are said to cause occupational stress, which has affected the ability of the lecturers to administer knowledge effectively (Ayiro, Muriithi & Munyao, 2023). The ratio of professors (153) to all students enrolled (96,460) is 1 to 630, which is significantly higher than the 1 to 30 UNESCO-recognized standard (Statista, 2024). Some obstacles faced by some private universities in Kenya as a result of inadequate staff incentive include employment turnover, negative feedback and challenges to discipline and proficiency issues (Mwova & Langat, 2021). Due to difficult working conditions, frequent labor-management conflicts, inadequacy of development of staff, low motivation and morale among employees, disregard for university employment laws and labor laws and edicts, and numerous industrial strikes performance of private universities have suffered overtime (Duru, Eze, Yusuf, Udo & Saleh, 2023).

This underwhelming performance was attributed to management's failure to give enough thought to the requirements of the workforce. According to report by Avedi and Anyieni (2023) private universities face enormous difficulties that have hampered their performance in a number of areas. These include over reliance on visiting and part-time lecturers, inadequate funding for research projects, employers' unfavorable perceptions of graduates from private universities as evidence of subpar knowledge delivery, a lack of innovation to keep up with the growing competition, nepotism, regulatory bodies, high operating costs, declining enrolment, and rising dropout rates (Musa, Gregory & Abdullahi, 2022). According to a World Bank (2020) assessment, financing constraints are making it difficult for private institutions to accommodate expanding student populations and uphold high academic standards. Because of this, academic fraud is becoming more common, there are insufficient resources for teaching and learning, and most universities are performing worse than they used to (Avedi & Anyieni, 2023).

Numerous studies have examined the nexus between reward management system and employee performance. Despite these studies, only few have been conducted in the context of private universities in Kenya. For instance, Ligare, Wanyama and Aliata (2020) investigated the link between job promotion and employee performance among administration police in Bungoma County, Kenya, which varies contextually from this research. Kathina and Bula (2021) investigated how Kenyan commercial banks employee performance depends on recognition, which focused on money deposit banks rather than private universities. Rani (2018) scrutinized employee's performance of Indian call centers specifically Airtel and Aircel in J & K, which is limited to call centers. Alwaki (2018) examined remuneration and its influence on performance using Amman Stock Exchange listed companies, which differs from private universities. Emuron (2020) studied how Reward Management System affects Academic Staff Performance in selected private universities in Uganda, offering gaps which need to be covered in Kenya. This investigation examined reward management effect on academic staff performance in private universities in Nairobi City County, Kenya. 

1.3 Objectives of the Study

1.3.1 General Objective

The objective was to assess the influence of reward practices on academic staff performance in private universities in Nairobi City County, Kenya.
1.3.2 Specific Objectives

The study’s particular goals include to:

i. Evaluate the effect of staff promotion on academic staff performance of private universities in Nairobi City County, Kenya.

ii. Determine the effect of job recognition on academic staff performance of private universities in Nairobi City County, Kenya.

iii. Investigate the effect of career development on academic staff performance of private universities in Nairobi City County, Kenya.

iv. Appraise the effect of remuneration on academic staff performance of private universities in Nairobi City County, Kenya.

1.4 Research Questions

The inquiries that follow were addressed by the research:

i. How does staff promotion affect academic staff performance of private universities in Nairobi City County, Kenya?

ii. What is the influence of job recognition on academic staff performance of private universities in Nairobi City County, Kenya?

iii. To what extent does career development affect academic staff performance of private universities in Nairobi City County, Kenya?

iv. How does remuneration affect academic staff performance of private universities in Nairobi City County, Kenya??

2. LITERATURE REVIEW

2.1 Theoretical Review

The Human Capital Theory, introduced by Becker (1964), acknowledges that investment in employees creates an avenue for increased quality which is beneficial for firms as well as employees through skills, experience and education. Obiero (2012) observed that there exists labor inequality that investment in employees can increase labor quality which is of great benefit to firms and the economy at large. Human capital of a firm ensured the long standing of the firm if properly motivated due to its capability of adapting, innovation and learning as well as supplying the creative drive (Aluku, 2012). Career development is supported by the human capital hypothesis due to its critical role in the development of employee's pathway since doing so would encourage them to stick with the organizational long enough to attain their individual ambitions.

Maslow (1943) first proposed the Maslow's Needs Hierarchy Theory. The hypothesis is premised on the fact that, the satisfaction of the six stages needs which includes safety, shelter, love, self-actualization, self-transcendence and physiological needs are the driving factors for employees' motivation. Therefore, meeting these needs inspires employees to perform any tasks assigned to them optimally. Workers who do not have their lower-level requirements met cannot be inspired by higher-level demands such as increased compensation (Ngure & Waiganjo, 2017). Employees promotion is supported by this hypothesis as workers in an organization always yearn for promotion thus, increasing their responsibilities.

Adams (1953) introduced the equity theory. The theory posited that the driven principles of motivation must entail justice and equity above all other qualities. The premise upon which this hypothesis is established connotes that individuals have a fairness-motivated behavior, and where variation exists as perceived by the employees in the efforts employed in the production process compared to others, such employees would attempt to adjust their efforts to attain their perceived equity (Kinyili, 2015). Given that this theory is useful in exploring how employees are remunerated as a justification for staying and being satisfied or leaves the organization, the theory is relevant to the ongoing investigation.

Vroom (1964) advanced the expectancy theory. The theory states that when deciding which activity to pursue, people take into account the valence, instrumentality, and expectancy of each one. It is anticipated that the overall motivation for a goal would come from the sum of these three evaluations. Expectation theory asserts that people are more inclined to achieve more when they accept as true their extra effort was valued and satisfied (Vroom, 1964). Performance-based reward allows rewards to be tied to the number of commodities that employees produce. This could lead to an improvement in morale, production, quality, participation, attraction, and retention (Daouk-Öyry, 2023).

The Two Factor Theory developed by Herzberg (1964) was used in this investigation. The two-factor theory states that while unhappiness is produced by a different set of factors, job satisfaction is caused by specific qualities of the workplace. Herzberg (1964) noted that people are not pleased when they get their lower-order wants met at work, such as those related to a minimal wage or secure and comfortable working conditions. Instead, people seek to have deeper psychological demands related to responsibility, growth, achievement, and the nature of the work itself satisfied. This theory is pertinent to our investigation since it identifies two elements that influence productivity at work external factors like pay and paid time off, and intrinsic factors like accomplishment and recognition combined.
2.2 Empirical Review

Odigie, Aroge and Orbunde (2019) in their research to determine the influence of recognition on performance in First Bank Plc Abuja branches. Using 20 branches the target population including 24 management cadre was 483 and a sample size of 219 was used after using Taro Yamane Formula. After using a survey method to gather data, multiple regression analysis exposed a direct influence on employee.  The context of their research cannot be applied to private universities in Kenya as it measures First bank branches in Abuja.

Ligare, Wanyama & Aliata (2020) in their inquiry attempted to explore the connection amongst job promotion and employee performance among administration Police in Bungoma County, Kenya. 1318 was the targeted population and a sample size of 384 was drawn through a stratified random sampling, simple random sampling and systemic random sampling. To collect data questionnaires were distributed and assessment was performed using a descriptive and inferential statistics which revealed staff promotion has a close and important linkage with employee performance.  This differs contextually to the aims of this study as it examines administration police while this study evaluated private universities.

In Indonesia, Wau and Purwanto (2021) explored how career growth affected workers' output. The people in the population were MNC Studios Company employees. Using a saturated sample, 265 individuals made up the sample. Measures of Sampling Adequacy (MSA), Kaiser-Msyer-Olkin measures of sampling (KMO), validity tests, and reliability tests were utilized in the data analysis process. Lisrel was used to evaluate data using the Structural Equation Model (SEM). Job satisfaction and employee performance were shown to be positively impacted by career development, as indicated by the results of assessing the differences of the coefficients in the research model. The study only focused on employee performance in Indonesia. The present investigation was based on academic staff performance in private universities in Nairobi County Nairobi, Kenya.        

Leuhery and Nahumury (2022) examined how pay affected the performance of lecturers at Ambon City's Universitas Pattimura. An explanatory technique in conjunction with a quantitative descriptive analytic approach was employed. The study's population consists of 37 lecturers who work in the management department at Universitas Pattimura, Ambon City's Faculty of Economics and Business.  The sample size consists of 33 of the 37 lecturers.  The investigation use multiple linear regression analysis for its test. The study's outcome demonstrate that compensation notably and favorably affects lecturers' output. The study concluded that lecturer effectiveness is influenced by remuneration. The study was carried out on Uganda limited organizations in 2022. This present inquiry was Nairobi County private universities, Kenya for the year 2024. Despite the two studies focusing on academic staff performance, the present investigation focused on private universities.

Musa, John and Usman (2023) explored theeffectof non-material rewards on the productivity of teaching staff at a select number Kogi State universities. The investigation employed a cross-sectional survey approach and a descriptive research approach. The approach uses quantitative data from questionnaires to assess the hypotheses and provide answers to the study questions. The study's population consists of all 1,398 academic staff members of Prince Abubaker Audu University, Ayingba, Federal University Lokoja, and Salem University Lokoja. The Taro Yamane sampling approach was employed to calculate the sample size of (311). Linear regression was employed to evaluate the data. Based on chosen universities in Kogi state, the study found that staff recognition significantly affects academic staff performance. The study however was based on realities in Kogi state Nigeria which differs from the realities in Kenya the primary focus of this study.

Idajor (2023) assessed how employee productivity was impacted by career development and progression. The investigation utilized a survey research approach to determine the population of 499 University of Cross River State employees, including both academic and non-academic staff. For the investigation, the multiple linear regression technique was employed.  Findings indicate that career development at University of Cross River State considerably and favorably boosts worker productivity. Thus, the study comes to the conclusion that career development initiatives at University of Cross River State greatly increased workers' output. The study's main focus was on employee Productivity Nigeria. Academic staff performance in private universities in Nairobi County Nairobi, Kenya was the subject of this study.

Abiri, Adedapo and Adenagbe (2024) sought to ascertain whether compensation, retirement benefits, and non-academic staff productivity in Southwest Nigerian public institutions were related. A multiple-stage method of sampling was employed in the research to pick 1200 non-academic staff members from 6 universities, which included both state and federal institutions of higher learning. The Conditions of Service Questionnaire (CSQ) and the Non-academic Staff Job Productivity Questionnaire (NSJPQ), two self-designed questionnaires, were used to gather data with an emphasis on compensation, retirement benefits, and job productivity. According to the investigation's outcome, remuneration and retirement perks have little bearing on how productive non-academic staff members are at universities. The study was however based on data from public institutions which differs from private institutions the focus of this investigation.

Adedapo, Abiri and Adedapo (2024) examined the connection between welfare programs and staff promotion, as well as how it affects efficiency of non-academic staff in Southwest Nigerian public institutions. Using a descriptive research approach, the investigation examined 1200 non-academic staff members from 6 colleges and universities through a multiple-stage selection procedure. Descriptive and inferential statistics were used to analyze the data, and Pearson Product Moment Correlation was utilized to test hypotheses. Employee advancement and non-academic staff job productivity were shown to be significantly correlated, according to the findings. The study however placed emphasis on non-academic staffs whereas the focus of this investigation is academic staffs. Also. The prior inquiry was carried out on public universities in Southwest Nigeria while the present investigation was focus on Nairobi, Kenya's private universities.

3. RESEARCH METHODOLOGY

3.1 Research Design

According to Kothari (2004), the foundation for gathering, measuring, and analyzing survey information is embedded in the investigation's design. This is an outlined strategy which the researcher follows to provide answers to the questions raised (Mugenda & Mugenda, 2013). The quantitative approach to this survey was applied in which descriptive design served as the underpinning framework to describe the features of the elements under investigation. A thorough and in-depth understanding of a phenomenon or situation can be obtained through the use of descriptive research design. Its main objective is to characterize and record the traits, actions, and qualities of a certain population or sample. Rich and extensive data may be collected thanks to the architecture, making it easier to spot trends, patterns, and connections between different factors. The design is adopted because it would enable the researcher to accurately and systematically describe the link amongst reward practices and academic staff performance using a descriptive approach.

3.2 Target Population

The population of the inquiry entails all relevant elements, people or items which the researcher considered in achieving the objective of the investigation. The target audience of this investigation comprised of 400 Professors, Senior Lecturers, researchers and Other Faculty Members from 11 operating private universities. The unit of observation and for investigation was academic staffs from the 11 running private universities in Kenya's County City of Nairobi (Ibrahim & Muli, 2023.

Table 1 Target Population
	Academic Rank
	Sampled Population
	Percentage

	Professors
	100
	25%

	Senior Lecturers
	150
	37.5%

	Researchers
	100
	25%

	Other Faculty Members
	50
	12.5%

	TOTAL
	400
	100%


Source: Data from Study Sample (2024)
3.3 Sampling Design and Procedure
Sampling is the procedure used in research to choose a portion of a population. The proposed study used a technique called stratified random sampling technique. A more realistic depiction of the diversity among academic staff members at private universities was possible with stratified random sampling. The researcher hopes to gain a more thorough picture of academic staff performance across a range of academic levels by including participants from diverse strata. Stratified random sampling technique was utilized to select 132 respondents from the target audience. Additionally, the was based on purposive sampling whereby the logical reasoning or judgement of the researcher is encouraged in determining the appropriate sample.

Table 2 Sample Size

	University
	Deans/ HODs
	Academic Staff
	Support Staff
	Sample Size

	KCA University
	4
	4
	4
	12

	United States International University-Africa
	4
	4
	4
	12

	Strathmore University
	4
	4
	4
	12

	Catholic University of Eastern Africa
	4
	4
	4
	12

	Africa Nazarene University
	4
	4
	4
	12

	Riara University
	4
	4
	4
	12

	Pan African Christian University
	4
	4
	4
	12

	Africa International University
	4
	4
	4
	12

	International Leadership University Kenya
	4
	4
	4
	12

	Management University of Africa
	4
	4
	4
	12

	Aga Khan University
	4
	4
	4
	12

	Total
	44
	44
	44
	132


3.4 Data Collection Instrument

The data collection instrument utilized on academic staff performance in these universities is a questionnaire. The questionnaire is a structured survey tool designed to gather information directly from the participants. The planned investigation depended on close-ended questionnaire as an instrument of data collection from the sampled respondents.  This is accredited to the questionnaire type that is more likely to elicit more organized answers and permit practical suggestions. Closed-ended questions are advantageous since they are quick to administer, simple to evaluate, and time-efficient (Gillham, 2007). The usage of closed-ended questions assists in minimizing the number of similar responses to acquire more diverse answers. 

3.5 Data Analysis and Presentation

The completed surveys were reviewed for accuracy and arranged by order after which they were edited to remove any responses that are unclear, illegible, inconsistent, or otherwise unclear (Robson & McCartan, 2016). Coding was more objective after editing to ensure accuracy of the investigation's report. This eradicates or reduces errors during data entry and processing. The data was assessed both descriptively and inferentially. The quantitative data was analyzed using descriptive statistics, which include frequencies, and measures of central tendency. Analysis of regression was used to ascertain the nexus involving reward practices and academic staff performance.

To examine the correlation involving the independent and dependent variables, the analytical model that follows was employed. This was expressed as:

ASP = β0 + β1SPi+β2JRi+β3CDi+β4Ri + εi 

Where:

ASP = Academic staff Performance

SP= Staff Promotion

JR= Job Recognition

CD = Career Development

R = Remuneration

β0= Constant Term

β1- β4= Beta Coefficients 

ε = Error term

i = subscript for Private Universities.
4. DATA ANALYSIS AND DISCUSSION
4.1 Reliability Test

A reliability test was conducted to assess the consistency and stability of the research instruments used in the study. This test aims to evaluate the extent to which data collection instrument produces consistent results when administered to the participants. The reliability test involved analyzing the internal consistency of the items within the research instruments using statistical techniques such as Cronbach's alpha. This measure assessed the degree to which the statements in the instrument are interrelated and quantify the same construct. A higher Cronbach's alpha value of 0.70 indicates greater reliability and internal consistency. The outcomes of the reliability test are recorded in Table 1.

Table 3.3 Reliability Test Results

	Construct
	Cronbach Alpha Value
	Comment

	Academic Staff Performance
	0.905
	Reliable

	Staff Promotion
	0.936
	Reliable

	Job Recognition
	0.888
	Reliable

	Career Development
	0.756
	Reliable

	Remuneration
	0.766
	Reliable


Source: Study Data (2025)

The results of the reliability test provided insights into the dependability and consistency of the research instruments, ensuring that they accurately measure the intended variables and produce reliable data for further analysis in the investigation. Findings from this test showed in Table 1 observed that staff promotion had a coefficient of 0.936, job recognition had a value of 0.888, career development had a value of 0.756, and remuneration had a value of 0.766, while academic staff performance had a value of 0.905 respectively. These outcomes validate the accurate measurement of the construct which the instrument was intended. 

4.2 Regression Results 
This outlines the statistical technique used to assess the link involving multiple independent variables and a single dependent variable, allowing for understanding of how various factors contribute to an outcome. This analysis involves estimating coefficients for each independent variable, which indicate their individual effect on the dependent variable while controlling for the effects of other variables in the model. The summary of the regression model is obtained in Table 2.

Table 2: Model Summary

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

	1
	.884a
	.782
	.773
	.29803


Source: Field Survey (2024)

Table 2 outcomes unveiled an R value of 0.884 which indicated a strong positive correlation between the independent variables—staff promotion, job recognition, career development, and remuneration—and academic staff performance. This high correlation suggests that these factors collectively have a significant effect on how well academic staff perform in their roles, reflecting the effectiveness of the reward practices implemented within these institutions. R Square value of 0.782 revealed that approximately 78.2% of the variance in academic staff performance can be explained by the model's independent variables. This substantial proportion indicates that the chosen factors are highly relevant and contribute meaningfully to understanding the dynamics of staff performance in private universities. The high R Square value suggests that stakeholders can rely on these variables to predict performance outcomes effectively. 

The analysis of variance findings shown in Table 3 demonstrated the statistical significance of the regression model used to explore the relationship between different reward practices and academic staff performance of these private universities, as indicated by the outcome.

Table 3 ANOVA

	Model
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	1
	Regression
	31.589
	4
	7.897
	88.913
	.000b

	
	Residual
	8.793
	99
	.089
	
	

	
	Total
	40.382
	103
	
	
	


Source: Field Survey (2024)

As provided by Table 3, regression demonstrated a significant F-value of 88.913 with a p-value of 0.000, indicating that the model is statistically significant and that the independent variables collectively have a strong effect on academic staff performance. This high F-value suggests that the variation explained by the regression model is substantial compared to the residual variation, reinforcing the idea that factors such as promotion, recognition, career development, and remuneration are critical determinants of faculty effectiveness in these institutions. After interpreting the results from the analysis of variance, the effect of each individual regression factor was evaluated based on the findings presented in Table 4.

Table 4: Regression Results

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	.184
	.305
	
	.604
	.547

	
	Staff Promotion
	.313
	.053
	.394
	5.885
	.000

	
	Job Recognition
	-.060
	.046
	-.062
	-1.289
	.200

	
	Career Development
	.387
	.081
	.329
	4.787
	.000

	
	Remuneration
	.343
	.070
	.298
	4.906
	.000


Source: Field Survey (2024)

Table 4 disclosed that staff promotion showed a positive and significant effect on academic staff performance, with a coefficient of 0.313 (p < 0.001). This indicates that for every unit increase in staff promotion, there is an associated increase in performance, suggesting that effective promotion practices are crucial for enhancing faculty motivation and productivity. Job recognition, however, presented a negative coefficient of -0.060, which is not statistically significant (p = 0.200). This result suggests that current job recognition practices may not effectively contribute to improving staff performance, indicating a potential disconnect between recognition efforts and their perceived value by academic staff. The negative effect may reflect inadequacies in how recognition is implemented or communicated within the institutions, warranting a reassessment of recognition strategies to better align them with faculty expectations and motivations.

Career development demonstrated a significant positive effect on academic staff performance, with a coefficient of 0.387 (p < 0.001). This finding underscores the critical role that career development opportunities play in enhancing faculty effectiveness, indicating that institutions that invest in professional growth initiatives are likely to see improvements in overall performance. Remuneration also showed a significant positive relationship with academic staff performance, indicated by a coefficient of 0.343 (p < 0.001). This suggests that competitive compensation packages are essential for motivating faculty members and enhancing their performance levels. 

4.3 Discussion of Findings 

The effect of staff promotion on the academic staff performance in private universities in Nairobi City County, Kenya was analyzed. The finding noted that staff promotion has a positive and significant effect on academic staff performance in these private universities, underscoring the critical role that advancement opportunities play in enhancing faculty effectiveness. This result suggests that when academic staff perceive a clear pathway for promotion, they are likely to be more motivated and engaged in their work, leading to improved performance outcomes. This outcome may stem from the recognition and validation that come with career advancement, which not only boosts morale but also encourages faculty members to invest more effort into their roles. Additionally, promotions often come with increased responsibilities and challenges, which can stimulate professional growth and development, further contributing to enhanced performance levels among academic staff. The findings are in agreement with those of Ligare, Wanyama & Aliata (2020) who uncovered that staff promotion has a close and important linkage with employee performance. Duru, Eze, Yusuf, Danjuma, and Saleh (2023) showed that you are treated fairly and equally at the institution when it comes to promotions, professional development possibilities, and promotional opportunities had a favorable effect on University of Abuja staff members' performance. Adedapo, Abiri and Adedapo (2024) disclosed that employee advancement and non-academic staff job productivity were shown to be significantly correlated, according to the findings

Concerning the effect of job recognition on the academic staff performance of private universities in Nairobi city County, Kenya, the findings disclosed an insignificant negative effect on academic staff performance of these private universities. This suggests that current recognition practices may not be effectively motivating faculty members or enhancing their performance. This result implies that the methods of acknowledgment employed by these institutions might be inadequate or poorly aligned with the expectations of academic staff, leading to a lack of perceived value in the recognition they receive. This could be due to insufficient frequency or meaningfulness of recognition initiatives, a failure to tailor recognition to individual achievements, or a general culture within the institution that does not prioritize or adequately celebrate staff contributions. Consequently, without effective recognition strategies that resonate with faculty members, the intended motivational effects may diminish, resulting in a lack of positive influence on academic performance. The outcomes are inconsistent with those from Odigie, Aroge and Orbunde (2019) who exposed a direct influence of employee recognition on employee performance. Kathina and Bula (2021) unveiled that employee recognition was concluded to positively and significantly affect employee performance in Kenya’s money deposit banks. Okon, John, and Imagha (2023) demonstrated that staff performance was notably and favorably impacted by employee well-being and recognition. Musa, John and Usman (2023) found that staff recognition significantly affects academic staff performance. The differing outcomes could be attributed to the fact that these studies were conducted in separate locations hence, revealing outcomes that are uniquely defined within such environment.

The investigation of the effect of career development on academic staff performance of private universities in Nairobi city County, Kenya was examined. Findings disclosed that career development has a significant positive effect of the academic staff performance of private universities. This result suggests that when academic staff are provided with structured career development programs such as training, mentorship, and opportunities for further education they are more likely to improve their skills and overall performance. These findings may be attributed to the motivation and engagement that arise from having clear pathways for advancement and skill enhancement, which not only fosters a sense of professional fulfillment but also aligns individual goals with institutional objectives. Furthermore, as faculty members gain new competencies and knowledge through career development initiatives, they can contribute more effectively to their institutions, ultimately leading to improved academic outcomes and a richer educational experience for students. The findings are in agreement with those of Ndiritu (2020) who unfolded that staff engagement is significantly and favorably impacted by career development. Wau and Purwanto (2021) demonstrated that job satisfaction and employee performance were shown to be positively impacted by career development. Ayodo (2022) demonstrated that career development had a credible favorable link with employee work happiness. Idajor (2023) indicated that career development at University of Cross River State considerably and favorably boosts worker productivity.

Remuneration effect was carried out on academic staff of private universities in Nairobi city County, Kenya. Outcomes discovered that remuneration significantly affect academic staff of private universities positively. This indicates that when academic staff receive adequate financial rewards, including salaries, bonuses, and other benefits, they are more likely to be motivated and engaged in their work, leading to improved performance outcomes. The outcome may be accredited to its direct influence on job satisfaction and morale; when faculty members feel valued and fairly compensated for their contributions, they are more inclined to invest effort into their teaching and research responsibilities. Additionally, competitive remuneration packages can help attract and retain high-quality academic talent, further contributing to the overall success of the institution. This finding highlights the importance of strategic compensation practices as a means of fostering a motivated and productive academic workforce in private universities. The findings are consistent with those of Leuhery and Nahumury (2022) demonstrated that compensation notably and favorably affects lecturers' output. Ibrahim and Abubakar (2023) revealed a substantial and statistically significant correlation between employee compensation and firm success. Rohida, Irawati, Abdoellah, and Candradewini (2024) demonstrated a favorable and statistically favorable association amongst employee effectiveness and compensation at the University of Padjadjaran. However, the outcomes conflicted with that of Abiri, Adedapo and Adenagbe (2024) who noted that remuneration and retirement perks have little bearing on how productive non-academic staff members are at universities.
5. CONCLUSION 

The analysis and findings of the research focused on the effect of reward practices on academic staff performance in private universities in Nairobi County, Kenya. Regarding the first objective of the investigation which sought to determine the effect of staff promotion on the academic performance of staff in these private universities, findings demonstrated a significant positive effect on the academic performance of staff in these private universities. In conclusion, the study clearly demonstrates that staff promotion significantly influences the academic performance of faculty members in private universities. 

Aligning with the objective of the study which sought to evaluate the effect of job recognition on the academic performance of staff in these private universities, the findings revealed that job recognition insignificantly affect the academic performance of staff in these private universities. Conclusively, job recognition does not play a major role in the determination of staff performance. This suggests that current recognition practices may not effectively motivate faculty or enhance their performance, indicating a potential disconnect between the recognition provided and the expectations of academic staff. 

The objective which sought to establish the effect of career development on the academic performance of staff in these private universities uncovered that career development significantly affects the academic performance of staff in these private universities. Drawing from this, the study concludes that career development has a considerable effect on the academic performance of staff in private universities. 

Concerning the effect of remuneration on the academic performance of staff in these private universities, the findings uncovered that remuneration has a significant effect on the academic performance of staff in these private universities. The findings of the study clearly indicate that remuneration plays a crucial role in influencing the academic performance of staff within private universities. This suggests that when institutions prioritize competitive and fair compensation, they not only enhance the financial well-being of their faculty but also foster an environment conducive to improved academic outcomes.
6.  Recommendations

Having concluded the study based on the findings, recommendations were put forward in view of the results found. 

The management of these institutions should establish transparent and merit-based promotion systems. This can be done by clearly defining promotion criteria that align with academic contributions, such as teaching effectiveness and research output, universities can motivate faculty to excel in their roles. Regular performance evaluations should be integrated into this process to ensure that deserving staff are recognized and rewarded, thereby fostering a culture of excellence and commitment that ultimately benefits the entire academic community. This finding highlights the importance of establishing effective promotion practices as a key strategy for enhancing faculty motivation and engagement. By providing clear pathways for advancement, institutions can not only recognize and reward the contributions of their academic staff but also foster an environment that encourages continuous improvement and excellence in teaching and research. Ultimately, prioritizing staff promotion is essential for driving higher performance levels among faculty, which can lead to improved educational outcomes for students and greater institutional success overall. 

The management of these institutions should focus on more impactful factors that directly enhance academic outcomes. Rather than solely emphasizing recognition, universities should prioritize professional development opportunities, competitive remuneration, and supportive work environments that encourage faculty engagement and collaboration. By investing in these areas, institutions can create a more conducive atmosphere for academic excellence, ultimately leading to improved performance among staff. Institutions may need to reassess their approaches to job recognition, ensuring that they are meaningful and aligned with faculty contributions. By doing so, universities can create a more supportive environment that fosters faculty engagement and improves overall academic performance, rather than relying on recognition methods that do not yield the desired positive impact. 

The management of these institutions should implement comprehensive career development programs. These programs should include mentorship opportunities, workshops, and access to further education and training that empower faculty to enhance their skills and advance their careers. By fostering an environment that prioritizes continuous professional growth, universities can not only improve the academic performance of their staff but also increase job satisfaction and retention, ultimately contributing to a more vibrant academic community. This underscores the critical importance of providing faculty with opportunities for professional growth and skill enhancement. Institutions that invest in career development initiatives not only empower their academic staff to excel in their roles but also foster a culture of continuous learning and improvement. By prioritizing career development, universities can enhance faculty effectiveness, leading to better educational outcomes for students and contributing to the overall success of the institution. This highlights the need for strategic investment in professional development programs as a means to cultivate a motivated and high-performing academic workforce.

The management of these institutions should conduct regular reviews of their compensation structures to ensure they are competitive and equitable. By offering attractive salary packages and benefits that reflect the contributions and qualifications of faculty members, universities can motivate staff to perform at their best. This strategic investment in remuneration not only enhances job satisfaction but also fosters a more committed and productive academic workforce, ultimately leading to improved educational outcomes for students. Higher remuneration is likely to motivate staff, encouraging them to engage more deeply with their teaching and research responsibilities. Consequently, private universities that recognize and act upon this correlation may not only boost the performance of their academic staff but also elevate the overall quality of education they provide. This insight underscores the importance of strategic investment in human resources as a pathway to achieving academic excellence.

7. Contribution to Knowledge & Suggestions for Future Research
This study has greatly improved the comprehension of the effect of reward practices on the academic performance of staff in private universities in Nairobi City County, Kenya. The findings demonstrated a significant and positive effect of staff promotion, career development, and remuneration on the academic performance of faculty in these institutions. Conversely, it was unexpectedly revealed that job recognition does not significantly influence the academic performance of staff. Utilizing an empirical model, the research tested and confirmed several hypotheses concerning the relationship between reward practices and academic staff performance in these private universities. 
This survey examined the effect of reward practices on the academic performance of staff in private universities located in Nairobi City County, Kenya. However, the results indicated that job recognition did not have a statistically significant effect. As a result, further research is necessary to explore the underlying reasons for this lack of significance, which could be achieved through both qualitative and quantitative methods. Since this study focused on Nairobi City County, it would also be beneficial to conduct additional research in other counties to evaluate how reward practices influence academic staff performance in private universities throughout various regions of Kenya. Other studies should utilize both interviews to unravel the causes of the insignificant and negative effect of job recognition to get more in-depth insights from the respondents.
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