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ABSTRACT

Human resource development practices are impoftarrganization success. Effective
formulation and implementation of human resourcestigpment practices are known to
enhance employment relationship where employedsvidaed by the employer and
hence willing to support organizations goal achimegats. These practices are important
in that they not only act as motivational factotg blso support in building employees
capacity by equipping them with necessary skillwdedge and competencies that are
critical for improving their performance. The extéa which an organization develops
and implement human resource development practcas greatly support the
achievement of organizational objectives, goalssion and vision. This study adopted a
descriptive research design in which the populatbstudy was drawn from Barclays
Bank of Kenya. Besides the descriptive researcigdethe study adopted a case study
design. Stratified sampling techniqgue was used it& p sample of study from the
population. Data was then collected using structgedf-administered questionnaires; the
data was then analyzed using descriptive statistich as mean, standard deviation,
frequency and percentages. The study showed th@atitpeof respondents understood
organization’s training policies, skills audit, dahility of development opportunities,
coaching & mentorship, team work, customer serveellence and policies on
community activities. The study also establishedt tBarclays bank of Kenya has
implemented a number of human resource developienther, it was concluded that
team work plays an important role in enhancing @yg® performance. The study
recommended a design and development of policidspancedures subsequent to skill
audits to ensure the policies and procedure dedignd implemented enhance employee
performance. Since the study was undertaken atl@arovhich is a multinational
company with most policies formulated at headqusréend only implemented locally,
the researcher suggested that further studies teulthdertaken to corroborate the extent
to which local companies have implemented the qunacé increasing employee’s
performance through enhancement of human resoexedapment practices.
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CHAPTER ONE: INTRODUCTION

1.1 Background of the Study

Organization success is a function of a numberrotgsses, policies, procedures and
resources usually combined together in a systenmationer to produce goods and
services of value to consumers. These resourcésdandabour, capital and land. The
resources are in themselves scarce and from thd gi@int of the relative concept of
scarcity; it becomes critical that the quality bistresources be taken into consideration
to enhance organization performance. In modernliesyness environment, quality of
capital has and is still undergoing revolution @aad be enhanced by use of sophisticated
technology and technological developments. As #se dor the above two factors of
production, quality of labour as a factor of protimec can be enhanced through a careful
selection, adoption, and use of human resourcédad@ito the organization by effective
and efficient human resource development practioesrder to enhance employee
performance. Beardwe#t al (2004) stated that, “the recognition of the impode of
human resource development (HRD) in recent yeassbkan heavily influenced by the
justification of overseas competition and the rek&asuccess of economies such as Japan,

Germany and Sweden where investment in employesjhasized”.

Irrespective of the size of the organization, humesources is probably the only resource
that must be available for the organization to fiom; the size or quality of human
resource notwithstanding. It is important that hass owners and employers realize the

pivotal role played by this resource and that sss@# their organizations rely on the



skills and abilities of their employees. It is thustified to note that human resource
practices adopted by the organization should addhesgaps that hinder human resource
development and as such directly or indirectly iotpan employee performance. As
organizations plan for their growth, it is criticilat they put into consideration how
human resources as a factor of production wouldachpn the strategy, organization
sustainability, and its going concern. All this che achieved through adoption of
effective and efficient human resource developnmattices. Hendry, (1995) outlined
the importance of strategic change and human resoutanagement practices at
Barclaycard. Equally, human resource practices ssauccession planning will enhance
employee performance and support organizationsaisiallity and going concern.
Beardwell et al (2004), observed that to be effectsuccession planning requires a long

term career plan.

1.1.1 Concept of Human Resource Development
Human resource development is an important fore¢ dinves employee performance.

Price (2007) defined human resource developmeatsisategic approach to investing in
human capital. Human resource development therefcawss its basis from all other
forms of human resource practices including regreitt, performance management,
talent management, training, feedback, coachind, Ganeer progression among others.
The fundamental principle and basis of human resodevelopment is development of
skills and human resource capabilities. It is gedosvards investment in people’s skills
to support the needs of the ever changing busier@asonment and to enable businesses
to continually provide competitive products andvgsss to meet stakeholders’ needs and

wants.



Human resource development is concerned with pmoyidearning and development
opportunities and making training interventionsarpling, conducting and evaluating
training programs among others. It is not a statient but rather an evolving and
continuous process covering the analysis of pamttsy adjusting to the current demands
of contemporary organizations with main focus oe fature. In this sense, human
resource development can be closely evaluatedniseta with the overall organization
strategy. Armstrong (1999) observed that, “the aNeaim of human resource
development is to see that organization has théitgud people it needs to attain its

goals for improved performance and growth.

Human resource development therefore is a strategicity that has far reaching impact
on organization performance. Walton, (1999) outlindhe major human resource
development roles with regards to the managemeattipes covering planning,

organizing, directing, determining and managingstdtation and advice. In this regards,
human resource development is seen as a tool theidps a foundation for planning,

how to acquire human resource, organizing themdetrarganization demands, directing
them to achieve desired goals and objectives anthgnag them to meet both short and
long term organization objectives through succesplanning, performance management

among other practices.

Morris (1978) defined development as a continumgriovement of effectiveness within
a particular system, which may be a person. WidtHic reference to human resource
development, Morris envisaged a development geiawdrds developing an individual
or a group of individuals to improve their effe@ness to handle current organization

requirements and with strategic focus to issuesing to succession planning. From the

3



foregoing, human resource development includes ibuhot limited to recruitment
practices, training, performance management, cogchimentoring, on the job

assignments, stretch assignment, secondments aggssion planning.

1.1.2 Concept of Human Resource Development Praatis
Patton and Mallow, (2002) defined human resouroceeldpment as a system or set of

distinct but interrelated activities, functions apdocesses that are directed towards
recruitment, training, development, performance agament, coaching, talent
management, motivation and maintaining human ressurSababu (2010) defined
human resource development as a continuous prétiwessggh which a newly absorbed
member is helped to acquire skills and educatiagdabilities required to perform
various present and future activities and to dgveiis general capabilities as an

individual.

Human resource development practices roots camabed from recruitment. It covers
issues to do with job creation, analysis, designd pb specification, among others.
Torrington et al (2008), observed that human resoulevelopment practices involves
designing organization structure, identificatiomcmuiting, selecting and developing
people required to fill roles, the right peopletwihe right skills to provide their services

when needed.

Pattanayak (2008) defined human resource develdpeera continuous process to
ensure the development of employee dynamism, efésetss, competencies and
motivation in a systematic and planned manner.inér observes that the instruments
of human resource development include performarieedback, career planning,

training, organizational development, honors, awaeinployee welfare, quality circles,
4



and managerial learning networks among others.i&ud career planning have traced
the philosophy of human resource development téhbe people perform better when
they feel trusted and see meaning in what theydanmeg. People therefore want to see
possibilities of their growth and career opportiesit It is the responsibility of managers
to transmit information about growth plans and stgseople to plan their careers within

the organization.

Other common human development practices includehing. According to Derek T. et
al (2008), it is the ongoing feedback during thektand is especially important as
managers guide employees through discussions anstractive feedback. Walton,
(1999) stated that, “succession planning is a @m®oehereby an organization fill
management openings with individuals identified @nebared as candidates in advance
of vacancy occurring”. In conclusion, human reseudevelopment practices are a
continuous pattern which can effectively be dirdcte an individual or group of
individuals and whose focus is to achieve orgaimpnaghort and long term objectives and

to enhance organization performance and ensuraisastlity in the long run.

Ghosh (2008) observed that human resource develdpmectices involve those
activities and processes undertaken to promot#doteal moral, psychological, cultural,
social, and economic development of individualannorganization in order to help them
achieve highest human capital potential as a resofar the community. The various
discussions on the concept of human resource dawelot practices point towards a
general consensus in the key aspects of recruit@erthe starting point of effective
resource development and human capital asset gemetd and management platform.

Other critical practices that follow include traigi talent identification, motivation,

5



coaching, feedback, performance management amdmgsotSome of the practices are

discussed below.

Once the organization has identified and attrathedcorrect employees, there comes a
need to equip these employees with the right stallenable them perform their day to
day tasks. Training hence becomes imperative. doldhDonald (1994) observed that,
“training are practices that should be applicablpdrformance in a current or anticipated
job relatively complete in its coverage of variod requirements and efficient in
cost/benefit sense”. Through performance managernigt good human resource
development practices will help the organizationidentify training needs, coaching
needs, and help identify talents for mentoring andcession planning. Luis et. Al,
(2010) defined performance management to inclutee fdentification, measurement

and management of human performance in organiZation

1.1.3 Employee Performance
Employee performance is a measure of how well apl@yee meets the objective of his

role as set normally in his or her role profile. Maatra (2010) stated that performance
management is a tool designed to establish sharddrstanding about what is to be
achieved and an approach to leading and developaople which will ensure it is

achieved. In this context, employee performancdased on understanding between

employer and employee on what should or shouldaatone.

Salemi (2009) observed that once employees have $elected, trained and placed, it
becomes essential for management to conduct pafaenappraisal to see whether the
employees are effective on their job or not. Anragal is therefore a tool used by the

organization to measure how well the employeesraocenducting their role. Besides, it
6



is an important tool for management to identify tags on the employees skills which
when addressed can help improve employee’s perfwenand in the organization to

achieve its goals. The purpose of performance &gires to help the manager observe
their subordinates more closely and be able toigeosoaching, motivate the employees,
support feedback, achieve better appraisal resdéstify developmental needs, provide
information for human resource planning, providéadtor back up in the event of

compensation discussions, reduce favoritism, asd & support succession planning
among many other important decisions which can bdarby the management. These

have a direct result when correct actions are tak@mprove employee’s performance.

Generally, employee performance stands out as eecorarea in any organization as it
directly impact organization performance. Lauri®l@) observed that organizations need
to be efficient in doing the right things in thetiopum use of resources. The rightful use
of resources can only be determined by conductinqgedormance appraisal for the
employees. Nzuve (2007) affirmed that an appraigalbe formal or informal. While the
informal approach purely depend on both supervwsdhe manager, his leadership style
or traditions, the formal appraisal is more progatand scientific in nature and
encompasses preparation of a performance planaatém for an interview session with
the employee, provision of continuous feedback, leyge involvement both at the point
of developing the plan and at the time of revieanducting an appraisal focusing on

employee development determined for future impraamnand post appraisal interviews.

Nyambegera (2005) explained that the main purpbgeidormance appraisal is to give
the employee a chance to receive feedback on jdbrpence and to get praise and

recognition for the good work done and instructi®@garding the areas that need

7



improvement. Through performance appraisal thammgtions can determine whether
the employee is achieving the required performasteedards and help in developing
measures to support the employee to grow in hieeocareer and develop him so that he

is able to improve on his or her performance.

1.1.4 Relationship between Human Resource DevelopmedPractices
and Employee Performance

Performance requires that employees be capabler&drming their tasks, have clearly
defined job roles, know what is expected of themwehtools to do the job, have the
knowledge and skills to perform, receive regulaedigack on performance and
understand and receive rewards for good performBoeeer (1986). For an employee to
perform his or her role as expected by the emp]@areemployee therefore needs to have
the right skills and know how to perform the taskse process of acquiring these skills
and know how may be obtained either through orjdbdraining or through off the job
training and development. These practices of hureanurce management provide the
basis for performance and are the elements of tefeperformance. According to
Fitzgerald et al (1989), performance measures sergice industry is unique because;
most services are intangible, services output samied production and consumption of

the services are inseparable and services arépblés

Thornhill (2007) observed that performance steramfthe effort by the organization in
linking the employee’s objectives with those of thrganization. This includes setting
clear goals, goal setting that affect performangealipecting employee’s attention and
effort increasing their determination to succeed @notivating them to develop strategies
for achievement. The strategies for goal achievésnemay in many cases include

8



ensuring that the employees have the right skilts lenowledge which can be enhanced
through human resource practices such as traimdgdavelopment. Swart et al (2005)
observed that human resource development as anipagianal activity should promote
performance; however, human resource developmemttipponers tend to focus on
performance whereas academics concentrating oaroksi the area of human resource

development are more likely to adopt a learningi$oc

1.1.5 Barclays Bank (K) Limited
Barclays Bank (K) Limited is a Multinational finaat institution incorporated in Kenya

under the Company Act with the parent company kxtan the United Kingdom. The

bank has been operating in Kenya for over 50 ydatsas a large workforce of over
2,000 employees mostly knowledge workers on permtaamployment and about the
same number on short term contract at any givea.tltrhas a wide branch network all
over the country. In the 1980s to late 1990s, #eklwas located around major towns in
Central and Nairobi Provinces. The bank enjoyedng term leadership in the financial
sector in Kenya until the late 2000s when localksssuch as Equity Bank, Co-Operative
Bank and Kenya Commercial bank emerged as new doirteghe financial industry

pushing Barclays Bank (K) to th& Bosition on the latest industry report.

1.2 Research Problem
Despite the fact that most organizations may hanaduman resources development

plans, due to the complexity of dealing with peppheplementation of some of those
good plans are never realized. Some organizatiams been subjected to loss of talent as
a result of ineffective or poor implementation afnan resource development practices

resulting from dissatisfaction. Randal et al, (1988served that the single greatest return



on investment comes from the people you hire, yestncompanies spend more time
evaluating a $ 10,000 copy machine for purchase they spend in evaluating potential
employees. Price, (2007) cited that Britain workpldaced skill crisis with more than
one of every three employers refusing to trainrthedrkers despite the government
incentives. In his conclusion, he explained thathsemployers were avoiding the

negative consequences related to human resouretogawent needs.

Barclays Bank (K) has made efforts to enhance huresource development. The bank
has in place a number of practices geared towasdsah resource development and to
monitor progress in its relationship to employe€genance. Some of the investments
include infrastructure to provide a foundation taprove employee’s skills, such as the
automation of most of its human resource practigbh include online learning and

management system, Barclays University portal foline learning, a well-developed

performance development planning and evaluatiorcga® and coaching practices.
Issues such as employee’s turnover and employesageuent are questions which raise
curiosity and provide opportunity for closer monibtg and room for further study.

Conceptually, employee performance is a functioraokell thought human resource
development plan and should work towards enhanemgloyee performance through

recruitment, training, coaching, mentoring, motisatamong other practices.

Various studies have been done in relation to huresource development, Gamage,
(2007) conducted a study in Japan’s SMEs sectdr thig aim of identifying the impact
of HRD practices on employee performance. In higlygt he concluded that HRD
practices contribute to an increase in the empl@eréormance by helping employees

develop their skills. Buniya (2008) also conductedstudy on human resource
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development practices in the Nepalese Businessnzagaons in Poklara. He stated that
some of the positive consequences included inadegs®ductivity, motivation,
performance, organization image among others. Hindu observed that some of the
negative consequences include demand for highearissl additional incentives,
promotion, and overconfidence among others. Kar{@gRi07) conducted a study on the
Relationship between human resource Managementtigasc job satisfaction,
Organizational commitment and Performance: a suofeyublic secondary Schools in
Dagoretti Division, Nairobi, the study concludeattla wide range of HRM practices can
be attributed to differing application levels oktliarious HR practices and one would
expect these to have an effect on job satisfaciwh organizational commitment. The
study has failed to establish a clear link betW€&SE performance on one hand and job
satisfaction, organizational commitment and HRM cpicas. This study sought to
determine the relationship of human resource deweémt practices and employee

performance in organizations.

1.3 Objective of the study
The objective of the study was to determine thati@hship between human resource

development practices and employee performancearatdd/s Bank (K) limited.

1.4 Value of the Study
The research project was to investigate the relsktipp between human resource

development practices and employee performance. fifftengs of this study are
important for the human resource function of thakbas they can help support human
resource development policy formulations and im@etation. It will help address

human resource development gaps and try to answeguestion why some people do

11



not meet their role expectation despite the effgrthe organization to develop its human

resource.

The study will also be of value to other organizasi who may also want to adopt the key
learning’s from its findings and implementatiorBatrclays. Other organizations will also
be able to understand their employees developmestisnand plan their resources to

handle such needs both in the current and futdes.ro

Finally the study is of great significance to se@hms| consultants and other interested
parties whose main aim may be to develop curricubonmsupport organizations in
developing their resources. Finally, it will cobnie to the body of knowledge to
scholars and professionals who constantly seelpoave and strengthen the theory and

practice of human resource development and orgamizperformance.
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CHAPTER TWO: LITREATURE REVIEW

2.1 Introduction
This chapter present a review of the literaturatesl to the purpose of the study. The

chapter covers the theoretic cal foundation of ghely, human resource development
practices, employee performance and the relatipndhétween human resource
development practices and employee performance.lilédrature review was based on
authoritative and original sources of past stugdigsh as journals, books, articles, theses

and dissertations.

2.2 Theoretical Foundation of the Study
Human resource development is hinged on a numbtreofies which try to explain the

impact of changes in human resource brought abputrdmanizations initiatives and by
the employees themselves to improve their skilld performance. Some of the theories
include the human capital theories and learningpriee. Muller — Comen (2008)
observed that the human resource function shoutl diecide whether its actions will
bring return to the organization by first evalugtithe effectiveness of any action they
undertake. He observed that instead of implemengimgactivity on human resource
development and later on trying to find out whettie@are were returns, the benefits of
any practice should be undertaken before the imgheation such as in the case of other
financial capital investments. Mayo (2001) statieat it is critical for an organization to
measure and form a pool of human capital. The dgzgéan should build its human
capital and assess the correlation of the invedtnmemuman capital with respect to
performance (productivity). Key questions in huntapital development should be what

is it about the people and about the environmegit iekes a difference to productivity.
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Sababu (2010) observed that the systems createdganization to motivate people

towards self-development should be clear to diffea¢e the desired outcomes.

Learning theories are also important in the undedihg of how an organization can
improve the performance of its employees. Grahaml €1998) observed that learning
can only be said to have occurred when a personsstdferent behavior and can prove
knowledge of new facts or do something he or she e able to do b efore. According
to Graham, learning is a factor of individuals @rigtimuli, response and reinforcements.
The need or the drive creates stimuli to undertkéing, an attachment or even

additional challenging responsibilities.

These drives should therefore be reinforced by rorgéion in the form or rewards,

recognition among others. Gosh (2000) observedi¢gaaning can only take place when
there is reasonable amount of motivation for indlinls to learn. According to Senge
(1990), learning takes place in a number of scesavhich include team learning, shared
visions where people are committed and engageolghrpersonal mastery and through
mental models that support the view of the worldlidis on why events happen and
through systematic thinking as they are part of g¢hgtem such as an organization in

which they belong.

Pilbeam et al (2010) stated that the idea of ukimgvledge to enhance the intellectual
asset of the organization forms a part of humartaamanagement and is an approach
that works on the basis of value of any organiratizat is made up of tangible and
intangible assets as brand, reputation and knowleBdbeam further observes that in

addition to encouraging investment in learning mding process, those who advocate
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human capital management must highlight the camiobh of human resource
development in fostering appropriate culture artdbg@alues that encourage conversion
process such that individually held capital assetsdeployed and shared as part of the
organizations collective intellectual capital. Erapis should therefore be put on the
measurement of return on investment in human dapgaa way of managing and

enhancing the contribution to individual and orgation performance.

2.3 Human Resource Development Practices
Patton and Mallow, (2002) defined human resouroceeldpment as a system or set of

distinct but interrelated activities, functions apdocesses that are directed towards
recruitment, training, development, performance agament, talent management,

motivation and maintaining human resources.

Sababu (2010) defined human resource developmeat @stinuous process through
which a newly absorbed member in an organizatiomeakped to acquire skills and
educational capabilities required to perform vasiguesent and future activities and to
develop his/her general capabilities as an indaiduBroadly, human resource
development practices in organizations takes pt#tber on-the-job or-off-the job. While

on-the-job is purely internal, off- the-job mayheit internal or external.

2.3.1 Training
Sababu (2010) defined training as the process detkrto improve the mental and

physical performance, skills for a given task, daty job. Trainings are normally
undertaken by the organization for their employeéth the main aim or with the
objective of improvement of employees’ behavioorder that they become more useful

in the organization. Bach (2006) observes that eygpltraining can be broken into three

15



main types: training to meet skills needs generhtethe productive process, training to
meet legislative requirements and professionaleatcs regulation such as health and
safety, license to provide requirements and padten in government supported
training programs. According to Cowlin et al (19%0pggested that training is designed at
large to help the organization accomplish its dbjes. Hence, determining training

needs is a diagnostic phase of setting trainingativies.

According to Gilmore (2009), on-the-job trainingasstructural and planned training that
occurs at the trainee’s usual place of work andliras observation by the trainee while a
skilled worker is doing the job. It's also referredas learning by doing and encompasses
mentoring, job shadowing or job rotation. Gilmouethier observes that the effectiveness
of such training depends on the choice of examplad, ensuring that the trainer has the
correct attitude, skills, and knowledge needed bg tearners and is capable of
transmitting the same to learner. Nickson (2008jest that this is perhaps the most
popular training in the UK and commonly known astifsg next to Nellie” and involves
learning through watching somebody with greatereeigmce perform a task. Nickson
observes that this training is cheap and the trdias the opportunity to practices and to
get feedback immediately. This process is also lao@s it affords the integration of the

trainee into the team immediately.

Besides on-the-job training, training may also Helee job. This may be offsite such as
in the internal off-the-job or external off-the-joNickson (2009) observed that off-the-
job training normally involves the intervention rbly a specialized training department
and may be straight forward in achieving proficieme more advanced skills through

various means such as lectures. Nickson furtheergbs that off-the-job training can
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support transmission of information to a relativédyge number of trainees and the
quality of such training depends on the persorvdghg the training. They may include
trainings such as a diploma from a college or aekgourse in an external institution.
Sababu (2010) stated that the selection of the adeth training depends on whether the
learning objectives are to acquire information iimmediate or potential or to acquire
skills or to apply the knowledge. According to hiif,the objective is to acquire

information, then off the job, teacher centerechtégue would be appropriate such as

lectures, forums, symposiums, debates, field tmprag other techniques.

Coaching is also a common on the job training usecthany organizations to train their
employees. Oladunmi (1998) defined coaching in mimgdional context as those
managerial actions and behaviors specifically fou®n developing an employee so
that he or she can perform at maximum capabilitg. fhrther stresses that coaching
maximizes the contribution of both the trainer #mel trainee simultaneously and enables

the coach to concentrate on other management éunscti

2.3.2 Staff Development
Development encompasses the whole complex procgssviich employees as

individuals learn, grow, improve their abilities perform a wide range of roles within
and outside the organization and acquire sociagirdble attitudes and values Ratnam et
al (2006). Even though training and developmentehbgen used interchangeably by
different authors, more recent studies have digyircdeared the difference between the
two and whereas training is closely related to kifhirsg of staff to be able to accomplish
tasks that are related to the job, developmentés $0 be a more wholesome approach

and is normally associated with management whose v$ to enable the employees
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handle or perform professional management taskenté2009) observes that employee
development is a loose term. He further explairsd, tbven between two employees
holding similar jobs, it is difficult to say whiobf them is more developed than the other
because the extent of employee development carnqirdcisely assessed. Employee
development can be achieved through mentoring progy talent management, job
rotation, secondments, stretch assignments anckrcptanning. Mankin (2009) stated

that development is concerned with the entrenchnwntin individual’s personal

portfolio of knowledge, skills and abilities (i@mpetencies).

According to Graham (1998), mentoring is a reldyivaformal process where an older
and more experienced member of the organizationsas younger colleagues about the
way the organization works. Generally, the mentppractice is designed to open up the
employee to the ways of doing things. It thereferebles the mentor to adopt the
political, social and other cultures in the orgatian that will support him in achieving
his task and performing his role effectively. Indaing, the mentee becomes motivated
and this enhances his performance as he is ablelate and act in line with the
organizations culture and ways of doing thingsime lwith the organizations political,
and social culture. In many organizations, mentpri® undertaken as an on-the-job
training and is aimed at helping employees achibe# potential in undertaking their
tasks and duties. Prasad (2005) observed that mantis part and parcel of human
resource development and is viewed as a part dalsation of new entrants to an

organization.

Armstrong (2012) defined talent management as $leeofi an integrated set of activities

to ensure that the organization attracts, retandivates and develop the talented people
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it needs now and in future. Generally, the main afrtalent management is to secure for
the company a specific set of talent that is deeasecritical for the organization success
both in the present day and in the future. Thigl$® drawn from the understanding that
talent is one of the main corporate resources dhgdnization has and which ensures
success both in the present operations and inutheefas the organization puts in place
its strategic objectives. Talent management is diatemproving the caliber, availability

and a flexible utilization of exceptionally capalflegh potential) employees who can

have a disproportionate impact on business perfocenéSmilansky 2005).

An achievement of effective succession planningiteasoot on the kind of people an
organization focus on to take over critical roldsew they fall vacant. Pattanayak (2008)
observed that succession planning is the busirfesemtifying particular individuals as
possible succession for specific positions andabletfor particular individuals already in
the organization. Talent audits help to identifggé with potential to occupy such critical
roles. This can be achieved through performanceagement assessment as a basis of
career planning and development ensuring that tedepeople have the sequence of
experience enhanced with other practices such ashtw, mentoring, and learning
programs that together equip them for carryingraate demanding roles in the future.
Armstrong (2012) further explained that managenseictession planning is the process
of assessing, and auditing the talent in the omgdion in order to answer the
fundamental questions: such as whether there anegénpotential successors available,
whether they are good enough, and whether they theveght skills and competencies

for the future. As a result of this, successful lempentation of succession planning has a
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direct relationship to effective talent managensmd requires a great deal of discipline,

diligent process, commitments and support througtieiorganization ranks.

Studies on career development have recognizedrthertance of work experiences that
the career motivation can be influenced by expedsrgained through rotation (London
(1983). It is generally agreed that job rotatideypan important role that can be viewed
as an environmental strategy for employee’s cadeselopment. Job rotation is also
important in that it enhance the process of em@sy®iman capital accumulation which
is believed is a sum dependent on employees workxpgrience which can better be
enhanced through rotation as opposed to job sjeatiah. Ortega (2001) compared job
rotation to an assignment policy, and also shovirad job rotation would be a better
learning mechanism than specialization when thenétie prior information about the

relative profitability of different jobs/ works. Fananagers who perform a variety of
roles, rotation would be very important in the etof developing managers as
generalists who can understand and do jobs comgeenivast of issues in the concerned
fields. Studies also shows that work experiencesewelated to executives’ career
opportunities, learning, and changes in abilitegsifudes, and motivation (Guthrie and

Olian 1991).

Employee development is becoming increasingly gooitant factor for consideration in
progressive companies, Swart et al (2005) obsethatd many large companies are
encouraging their staff to take sabbaticals or sécents to different companies or
educational providers to facilitate further contos development and return to the
organization. Swart contends that such secondnudfes staff opportunity to develop

outside the organization and return with renewesiigiit and experience. Lucas (2012)
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stated that a continuous flow of secondments botloband into government department
is known to exist for example in request made thhothe freedom of information Act.
Lucas confirms that KPMG and PWC are among sontkeoajor organizations that are
involved and hence a good source to commence ods@#p the value of secondment
arrangements. Speck (1996) offered a summary ofdégyirements for successful adult
learning — do organizations organizing and impletingnsecondment take notice of the
requirements. Participation in secondment, whegdiseindividuals or secondee, home or
host anticipate that adults learning new skillsy meays of working and new perspectives
through work based activity? Cunnington et al (Q0§tated that secondees are rarely if

ever coached in professional manner or througteeifsgally designed process.

An appreciation that some jobs are more developshéiman others forms the basis why
stretch assignments are used as a platform foroy@gls developments. McCauley &
Brutus, (1998) observed that Jobs that are moreeldemental include “stretch”
assignments that put a manager in a new situatitim unfamiliar responsibilities —
especially high-responsibility and high-latitud&so A number of researches suggest that
negative experiences or hardships tend to proneatming and trigger self-reflection.
They provide individuals with the desire to getules and in the process they are
developed in their problem solving skills which Wile beneficial to them and the

organization in the long run.

2.4 Employee Performance
Employee performance is a measure of how well apl@yee meets the objective of his
role as normally set in his or her role profile. Maatra (2010) stated that performance

management is a tool designed to establish sharddrstanding about what is to be
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achieved and an approach to leading and develogpaogple which will ensure it is
achieved. In this context, employee performancebased on some understanding
between the employer and the employee on what dhoulshould not be done.
According to Salemi (2009), once employees have Ise¢ected, trained and placed, it
becomes essential for management to conduct pafaenappraisal to see whether the
employees are effective on their job or not. Anraggal is therefore a tool used by the

organization to measure how well the employeesnacenducting their role.

Generally, employee performance stands out as eecorarea in any organization as it
directly impact organization performance. Lauri®l@) observed that organizations need
to be efficient in doing the right things in thetiopum use of resources. The rightful use
of resources can only be determined by conductinqgedormance appraisal for the
employees. Nzuve (2007) affirmed that an appraisalbe formal or informal. While the
informal approach purely depend on both supernasdhe manager, his leadership style
or traditions, the formal appraisal is more progatand scientific in nature and
encompasses preparation of a performance plan,aanthterview session with the
employee, provision of continuous feedback, emmayeolvement both at the point of
developing the plan and at the time of review, cmtihg an appraisal focusing on

employee development determined for future impraaminand post appraisal interviews.

Nyambegera (2005) explained that the main purpbgedormance appraisal is to give
the employee a chance to receive feedback on jdbrpence and to get praise and
recognition for the good work done and instructimgarding the areas that need
improvement. It is only through performance apgiaibat organizations can determine

whether the employee is achieving the required operdnce standards set by the
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employer and also support the organization to puplace measures to support the
employee to grow in his or her career and developdo that he is able to improve on

his or her performance.

2.5 Human Resource Development Practices and Empley
Performance
There are number of human resource practices thdd de tested in connection with

employee performance. Teseema & Soeters (2006jedtwight HR practices and their
relationship to perceived employee performance. s&height practices include
recruitment and selection practices, placementtiges; training practices, compensation
practices, employee performance and evaluation tipes¢ promotion practices,
grievance procedure and pension or social secutligelid (1995) used eleven HRM
practices in his study; personnel selection, peréorce appraisal, incentive
compensation, job design, grievance proceduresprnrdtion sharing, attitude
assessment, labor management participation, rewntt efforts, employee training and

promotion criteria.

A number of studies indicate that employee trairiag a positive impact on employee
performance. They generally test the hypothesi§ thaimproving the competency of
employees, training also improves their produdtivitvhich is reflected in an
improvement in the firm’s performance. BetchermisitMullen and Davidman (1998)
concluded that firms that have training programel¢éel to perform better in terms of
productivity, revenues, profitability, viability dmprospects. Saks et al. (2002) also found

a positive relation between training and produttiviprofit, revenue and client
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satisfaction, a relation that is more significantten the training is accompanied by

incentives for the employees.

Streedwick (2008) concluded that organization perénce is influenced in a big way by
the quality of its labor forces at all levels ofsiness. Employees and teams which
comprises of members that are highly skilled, gdiand motivated will nearly overcome
most of the difficulties created by external foredsile poorly motivated, untrained and
unskilled labour force will nearly always fail take advantage of favorable external
opportunities and enhance their performance. Stre&dconcludes that performance
management is a total company system built intbhathan resource activities including
recruitment, training, reward, relations, amongeashand looks more into the future to
improve challenges and opportunities. In concluslarman resource development
practices should be geared towards developing gmeto to ensure performance is
maintained and enhanced in order for the orgawmizat benefit from their services and

improve in its performance.
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CHAPTER THREE: RESEARCH METHODOLOGY

3.1 Introduction
This chapter covers the methods and techniqueswbeg followed in conducting the

research study. It covers the research designpdpelation of the study, the sampling
design used in the study, data collection methedl der the study, and the analysis of

data.

3.2 Research Design
The study adopted a descriptive research desigonordmg to Cooper and Schindler

(2003), a descriptive research design is concewittdfinding out the what, where and
how of a phenomenon. This research design was edidptcause it best provides
information which would otherwise take long to eal if it collected through

observation. Further, the design was suitable decting data across many units in the

organization at one point in time.

3.3 Population of Study
This study was conducted at the Barclays Bank (Kjpited. Target population was

employees of Barclays Bank. As per the human resopay roll records there were

2,334 permanent employees in the Bank byRily 2014.

3.4 Sampling Design
A sample size of 233 employees was drawn from theulation of the study using

simple random sampling technique. The study appiestratified sampling method to

group the target population according to levelsrmaployment.

The strata for the study was drawn from senior gameent, middle level management,

line management and clerical staff whom were setktitrough the use of simple random
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sampling techniques for an all representative sasaph sample of 10% from every
stratum was to ensure that there was equal repgegsenof all elements of study in each
stratum. According to Mugenda and Mugenda (2003araple of 10% to 30% of the
total population is considered adequate if objetyiselected provided the sample size is
more than 30 elements. Table 3.1 below shows tipellaton of study and the sample
that was selected for study to enable conclusiobetadrawn from the sample with a

reasonable degree of confidence.

Table 3.1: Sampling Frame

Position Population (100%) Sample (10%)
Senior Level Management 27 7
Middle Level Management 187 67
Line Management 286 a7
Clerical Roles 1834 112
Total 2,334 233

3.5 Data Collection
This study was done by collecting primary data gsinself-administered questionnaire.

The questionnaire contained closed-ended questionsase of administration. To
enhance quality of data, a Likert 5 points type sgioeas was provided whereby
respondents were asked to indicate the extent tchwtihe statements representing
variables applied to them. The questionnaire wasimdtered in person to avoid
discussion among staff which could jeopardize thkdity of the study. In addition, the

guestionnaire consisted three parts namely Pa@ and C. Part A collected biographic
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data, part B included data on the human resourgela@ment practices while part C

collected data on employee performance.

3.6 Data Analysis

The data collected was checked for accuracy anglebemess before recording in order
to minimize errors. The data collected from thepogslent was analyzed and presented
using tables, pie charts, graphs as well as gtiaétand quantitative tabulation of data.
This was aimed at providing easy understanding iatetpretation of the data. The
researcher also used both qualitative and quawétatethods to analyze the data where

frequencies; percentages and tables were usednimatze the data collected.
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CHAPTER FOUR: DATA ANALYSIS PRESENTATION AND
INTERPRETATION

4.1 Introduction

This chapter analyses the data collected, inteypmatd presents data in line with the
objectives of the study. The data obtained is preskin tabular form, percentages and in
descriptive statistics using pie charts and bamplga The aim was to establish the
relationship between human development practices employee performance at

Barclays Bank of Kenya

4.2 Response Rate

233 questionnaires wer2le distributed and 161 resg® were received. 25
guestionnaires were rejected by the researcherntaugcompleteness and other major
errors which could alter validity and reliability the findings. The response rate is as

shown in Table 4.2 below.

Table 4.1: Response Rate

Description of respondents by Job position (Strafa Re;z:)ense
Senior Level Management 71.40%
Middle Level Management 55.22%
Line Management 78.70%
Clerical Roles 50.89%
Total 58.36%
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4.4 Characteristics of the Respondents
The demographic data sought in the study incluthedptrofile of the respondents with

regard to gender, age, level of education, lenfitbeovice at the bank, job position and

their respective department.

4.4.1 Gender of Rrespondents
From the findings, 53.7% were male respondents pdrticipated in the survey while

female respondents were 46.3% as shown in the 4ableelow.

Table 4.2: Frequency of Respondents Based on Gender

Gender Percentage
Male 53.70%
Female 46.30%
Total 100.00%

4.4.2 Distribution of Respondents by Age

Table 4.3 indicated the age of respondents. Mgjofithe respondents were in bracket of
between 31-40 years which accounted for 76.5% of tthtal respondents who
participated in the survey. 10.3% of the respondemie in the age bracket of 21-30
years while 11.8% were in the age of between 41€d#sy Only 1.5% were above 50

years of age.
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Table 4.3: Frequency of Respondents by their Age

Age of Respondents Percent
21-30 Years 10.30%
31-40 Years 76.50%
41-50 Years 11.80%
50 Years and above 1.50%

Total 100.0%

The finding shows that many employees in the omgitn are young. Young employees
are usually characterized with abundance of enanglynatural ambition to progress their
careers and knowledge. It can thus be concludedtralays Bank of Kenya has better
potential to increase its productivity through a llvegticulated human resource

development practices.

4.4.3 Distribution of Respondents by Department
Table 4.4 shows distribution of respondents basettheir respective departments

Table 4.4: Frequency of Respondents on their Departents

Department
Department Percent (%)
Operations/Retalil 67.60%
Finance 16.20%
Corporate 6.60%
Others (Specified) 9.60%
Total 100.00%

From the findings, 67.6% of the respondents weremfrthe Operations/Retail
Department, 16% were from finance department, 6v6&te the corporate department
while the rest 9.6% were from other departmentshSlepartments included; Cards, and

Customer Service.
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4.4.4 Respondents’ Job Position

Table 4.5 indicates that 41.9% of respondents ftimenstudy were from clerical roles,
27.21% were from supervisory roles, the middle llemanagement were 27.21% and

3.68% from senior level management. These deptbedistribution of employees in the

bank with the bulk in clerical and supervisory sle

Table 4.5: Distribution of Respondents by their JoPosition

Job Position Percent
Senior Management 3.68%
Middle Level Management 27.219%
Supervisor Role 27.21%
Clerical 41.91%

Total 100.00%

4.4.5 Distribution of Respondents by Education Leve

The research findings indicated that 91.2% of #spondents had attained university
level of education while 6.6% had attained collégyeel education. Only 2.2% of the

respondent had secondary level education as dliestin the Table 4.6 below.

Table 4.6: Distribution of Respondents by Level oEducation

Education Level Percent
Secondary Level 2.20%
College Level 6.60%
University Level 91.20%

Total 100.00%

These findings indicate high level of skills andpewise since majority of the

respondents had attained education above secoedacgtion.
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4.4.6 Respondents by Length of Service

Figure 4.1 below shows the research findings adat#@tes that over three quarters of the
respondents 77.9% had served in the institutionef®s than 10 years while 15.4% had
served for between 11-20 years and only 6.6% hadden the institution for over 20

years.

m Below 10 Years
m11-20Years

H Above 20 Years

Figure 4.1: Respondents Length of Service

In conclusion, it can be concluded that the orgation is made up of very young
employees and also that it is still a growing orgatmon. This may also be an indication

of high staff turn-over.

4.5. Relationship Between Human Resource Developntderactices and
Employee Performance
On the relationship between human resource devednpmractices and employee

performance, the findings were as below.

4.5.1. Employee Training, Development and Performare
Respondents were asked to indicate their agreemightavailability of training and

development opportunities. Table 4.7 shows thatoritgj of the respondents felt the
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organization had a training policy that was apfliego all employees with a mean score
of 3.96; this means that majority agreed that afplyees had equal chance of
undergoing training in BBK. Majority of the respards indicated that trainings at BBK
were designed to support achievement of organizajgals and strategy with a mean of
3.90. Also, the respondent indicated that inductipportunities on training were carried
out in BBK with a mean of 3.84. However, respondeett that there were inadequate
opportunities for both on-the-job and off-the-jabthe staff which scored average with a

mean score of 3.54 and 3.11.

Table 4.7: Employee Training and Development

Employee training and development Mean Std. Deviatio
Availabilty of Training Induction 3.8 1.101
Training Policy Applicable to All 3.96 0.992
Training Designed to achieve goals & strategiep 3.9 9989
Provision of Adequate On-the-Job 3.54 1.018
Opportunities of Off-the-Job Training 3.11 1.153

The analysis implies that BBK has a staff trainpadicy and that training is designed to
achieve organizations goals and strategies. Addilip, BBK undertakes induction
training for all staff and provides adequate on jible training. However, off the job

training is inadequate in the view of some emplgyee

4 5.2 Staff Skills Audit and Identification

The majority of the respondents indicated thatfstafially completes TNA (Training
Need Assessment) tied to development plan as showable 4.8 below with a high

mean score of 3.54. However, continuous skills taadd identification for development
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had a mean of 2.88 and 2.82 respectively. Thicaids that majority of the respondents

were neutral on the aspect of skills audit andtifieation in BBK.

Table 4.8: Staff Skills Audit and ldentification

Staff Skills Audit and Identification Mean Std. Deviation
Continuous Audit of Staff Skills 2.88 1.164
Staff complete TNA tied to development plan 3.54 2.19
Employees are identified for development 2.82 1.216

In conclusion, the above implies that employeeBBK usually complete TNA tied to
development plan but there exists a gap in auditstaff skills as well as staff

identification for development.

4.5.3. Availability of Staff Development Opportuniies

Table 4.9 below shows that majority of the respomslevere neutral on availability of
development opportunities linked to strategic dicet with a mean of 3.21. On
availability of professional learning and growthpoptunities in BBK, response showed a
mean score of 3.19. In addition, development oppdties provided on merit had a mean

score of 2.84.

Table 4.9: Availability of Staff Development Opporunities

Availability of staff development opportunities Mean Std. Deviation
Development Opportunities linked to strategic dioec 3.21 1.105
There are Professional learning & growth Opporési| 3.19 1.126
Development opportunities provided on merit 2.84 1.23

The analysis implies that staff development opputiees are not adequate at BBK. There

is some but not adequate development opportunitghndre linked to strategic direction.
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There is also inadequate professional learning. |&mps at BBK also felt that
development opportunities are not provided on meldtwever, there was no consensus
in as far as availability of staff development ogipnities as shown by standard deviation

of more than 1 (SD > 1) in all cases.

4.5.4. Staff Development by Job Rotation
As shown in Table 4.10 below, respondents weredagkedicate availability of rotation

opportunities.

Table 4.10: Staff Development by Job Rotation

Staff development through job rotation Mean Std. Deiation
Policies encourage Job Rotation 3.74 1.181
Opportunity to work in different functions in theganization 3.71 1.199

Respondents indicated that organizational policid8BK encouraged job rotation with a
mean of 3.74. This indicates that 75% of the stafBBK felt that job rotation was
encouraged. The respondents also indicated thaé tvas opportunity to work in
different functions with a mean score of 3.71. Fribm study, the findings confirm that

the respondents had positive perception on joltiootan BBK.

4.5.5. Coaching and Mentorship
Table 4.11: Coaching and Mentorship

Coaching and Mentorship Mean Std. Deviatior
| have opportunity for coaching to improve my skil 3.21 1.126
Staff have opportunity to be mentored by expergmees 3.11 1.209
| am motvated by mentorship | receive from expessl staff 2.87 1.252
Organization has talent program to develop empipyee 3.4 1.144
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As shown in Table 4.11 above, respondents weredasikeindicate availability of

coaching and mentorship. Majority of respondenticeted that they were not sure of

BBK talent management program to develop employs#gh a mean of 3.4. On

opportunity for coaching, the analysis indicatddiaapproval for coaching opportunities

to improve their skill. They also indicated neutgarception on opportunity to be

mentored by experienced and more skillful membérthe staff as well as motivation

from mentorship and coaching with a mean of 3.1d 287 respectively. These show’s

poor perception of staff development opportunigésBBK. The analysis implies that

staff opportunity for mentorship at BBK was limitefhe employees also felt that the

motivation for mentorship is fair.

4.5.6. Secondments and Succession Planning

Table 4.12 below shows responses on opportunites challenging assignments,

secondments and succession planning. The findiegs as below,

Table 4.12:secondments and Succession Planning

Challenging Tasks, Secondments and Succession Pliagn Mean Std. Deviation|
| have opportunity to undertake challening tasks 13.1 1.252
Company has opportunities for secondments 3.19 1.126
Organization has program for succession planning 134 1.146

Respondents were neutral on opportunities to uakiertore challenging roles with a

mean score of 3.11 and opportunity for secondments a mean score of 3.19.

Respondents were also not very confident on thecifieness of succession planning at

BBK with a mean score of 3.41. This implies that ksadership in BBK does not provide

adequate opportunities for staff to undertake marallenging tasks and adequately
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support staff by building their capacity througlt@edments both of which are critical in

enhancing succession planning.

4.6 Employee Performance

Performance measurements are among the many kdgripance indicators an
organization may have. Organizations can be saldetperforming well when the key
performance indicators are effectively managedp@nry implemented, monitored and

feedback provided to the individual drivers of tkey performance indicators.

4.6.1. Awareness of general principals of personadle on performance

Respondents indicated a strong agreement thatctmeistently met their set targets with
a mean of 4.16. This indicates that over 80% of rdepondents admitted that they
consistently met their set targets. Majority alsdicated that their performance was
reviewed on agreed performance plan with a meaB.&8. Besides, respondents also
indicated that they understood how their perforneanas measured with a mean of 3.52

as shown in the table 4.13 below.

Table 4.13: Employee Performance

Awareness off personal role on performance Mean Stdeviation
| understand how my performance is measured 3.52 91.12
My performance reviewed on agreed performance plan .63 3 1.047
| have consistently met my set target 4.16 0.752

Results showed strong understanding of individualfggmance as key in aligning

employees towards strategic orientation of achgViigh performance as is the case at

Barclays Bank.
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4.6.2. Team Work

Table 4.14: Team Work

Team Work Mean Std. Deviation
| understand my performance impact on my team 4.28 7760.
I understand my role in supporting organizationgjoa 4.31 0.746
I know my performance can be affected by team pedoce 4.21 0.898

As shown in Table 4.14 above, majority of the regf@nts indicated that they understood
their roles in supporting BBK goals with a meardd@1. This indicated that over 85% of
the respondents understood their role in suppor®K goals. Respondents also
indicated that they clearly understood how therfgrgenance impacted on the team with a
mean score of 4.21. Understanding of how theirgsarhnce impacted on their team
could be attributed by team work at BBK. This comB that teamwork has strong

relationship to employee performance.

4.6.3. Customer Service Excellence

Table 4.15: Customer Service Excellence

Customer Service Mean Std. Deviatiof
| undertsand organization's customer service policy 4.26 0.878
| have constantly ensured | meet customers' exjmesta 4.4 0.703
My performance can be affected by my customerceskils 4.17 0.947

As shown in Table 4.15 above, respondents indidhi@icthey understood BBK customer
service policy with a mean of 4.26.They also intkdathat they constantly met their
customer expectations with a mean of 4.40. Respusdalso indicated that they
understood that their performance could be affebtetheir customer service skills with

a mean of 4.17. Customer service skills are ctiicaunderstanding customers’ needs
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and meeting customers’ expectations prudently. ysml above implies a good

understanding of the employees on the importang®od customer service at BBK.

4.6.4. Control Framework
Table 4.16: Control Framework

Controls Mean Std. Deviation|
| understand organizations policy on controls 4.33 808.
| constantly adhere to controls in the company 4.47 .63®
My performance can be affected by my rating onrodnt 4.24 0.877

Table 4.16 above shows that respondents under&&d policy on controls with a

mean of 4.33 and that they constantly adheredritrals set in the company with a mean
score of 4.47. Respondents also knew how theiropeence can be affected by their
ratings on control with a mean score of 4.24. Timplies that all the employees had a
good understanding of the control framework in BBifid that BBK has adequately
ensured good communication and training for statffi wespect to controls and how they

affect employee and organizational performance.

4.6.5. Organization policies on community involvenrd activities

The researcher sought to investigate the relatipnisatween community involvement
activities in the organization and their performanés shown in Table 4.17 below,
respondents indicated that they usually particghbate activities in community events

with a mean of 4.42. Besides, respondents indictitat they understood policies on
community involvement with a mean of 4.28. In additrespondents indicated that they
understood that their performance could be affettgdheir community involvement

activities.
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Table 4.17: Organization policies on community invivement activities

Organization policies on community involvement advities Mean Std. Deviation
| understand policies on community involvement 4.28 750
| participate in activities on community events 4.42 0.705
My performance can be affected by my communityNeroent 3.72 1.165

The analysis implies that BBK has a positive regardhe environment in which it

operates and has ensured that all its employeesrstadd the importance of how the

environment affects the organization and that theypart of the environment in which

BBK operates.

4.7 Discussion

Human resource development practices if well imgetad in an organization can

greatly improve employee performance. Wimalasid &ouzmin (2000) observed that

employee empowerment is more relevant in todayspmiitive environment where

knowledge workers are more prevalent. This studyedi to affirm the importance of

human resource development. Among the criticalljeddindings was the education

level of the employees most of whom had univerkatyel of education. This indicated

the significance that they understood that empl@®mpowerment is a necessary tool to

increasing employee satisfaction and which candbéeged through the implementation

of the human resource development practices dieduearlier. They could also relate

well the impact of the practices on employee pentorce.

The findings from the study also indicated thatlihek appreciated and has implemented

various human resource development practices whreh critical for developing its

employees. Gamage, (2007) observed that human roesalevelopment practices
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contribute to an increase in the employee perfoomdny helping employees develop
their skills. This position was also held by Bunig2008) who conducted a study on
human resource development practices in the Nep8lesiness and concluded that some
of the positive consequences of human resourcelafmuent practices were increased
productivity, motivation, performance, organizatimmage among others. Even though
there appears to be a gap in respect to the neadsition held by some employees on
some key aspects of human resource developmenicggesca clear conclusion can be
drawn with respect to availability of infrastructufor human resource development
practices implementation in the bank. The researhobieves that the gap which presents
an opportunity for further study is with respeceftectiveness of communication of such

opportunities to employees to enable the take adgarof the facilities.

Noel et al (2004) observed that in economics ofkywarforward looking management is
one which provides opportunities for developmenthoiman capital. It is therefore
important that the organization ensure that theyide opportunities for human resource
development in order to enhance their employeafaation and be able to retain their
employee satisfaction and be able to retain thempleyee and enhance their

performance.

Sheaffer et al (2009) observes that team work esgary for accomplishment of
complex, multiple and independent tasks. They als®rve that teams can overcome and
supplement individual skills weaknesses. Besidesnt also provide the opportunity for
new members to learn on the job. This study indatdhat there is a strong organization

framework which support and provide opportunities ttamwork with a mean score of
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4.31. Besides this, the response also confirmddtteaorganization had strong emphasis

on teamwork as a way of developing staff.
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CHAPTER FIVE: SUMMARY OF FINDINGS, CONCLUSION AND
RECOMMENDATIONS

5.1. Introduction

This chapter covers the summary of findings frora #tudy. It also highlights the
conclusions that were drawn from the study and rdfmmmendations. Finally, the
chapter also indicates the limitations encountegthg the study and the suggestions by

the researcher for further research.

5.2. Summary of Findings

The findings from the study indicate that mostted Employees in the organization were
young. The studies also found that majority of #@ployees were employed in

supervisory and clerical roles which formed thekbod BBKs employees. It was also

established that most of the staff were well edectasince majority had attained

education above secondary level. The study alsoddoat the bulk of the employees had

served at BBK for an average of below ten years

The study also established that BBK had an effecstaff training policy and that
training was designed to achieve organizationssgaatl strategies. The study also found
that BBK undertook induction training for all stadihd provided adequate on the job
training. Despite these, the study established dffathe job training was inadequate in
the view of some employees. With respect to stkitfssaudit, the study found that
employees in BBK usually complete TNA tied to thé@velopment plan but there exists
a gap in audit of staff skills as well as staffntfcation for development. It was noted
that staff development opportunities were not adéegjat BBK. There were some but not

adequate development opportunity which are linkedstrategic direction. The study
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indicated that organizational policies at BBK enamed job rotation. Other findings of

the study confirmed that the respondents had pegiterception on job rotation at BBK.

On coaching and mentorship, the study indicatetchadequate satisfaction among staff
on development opportunities at BBK. The analysiplied that staff opportunity for
mentorship at BBK was limited. Though, employedstfeat motivation for mentorship
was fair. The study also noted that the leadershiBBK does not provide adequate
opportunities for staff to undertake more challeggiasks and adequately support staff
by building their capacity through secondments haftivhich are critical in enhancing
succession planning. The study showed that emptoyeederstood how their
performance was measured showed strong understpoflimdividual performance as
key in aligning employees towards strategic origotaof achieving high performance at

BBK. Team work was found to have a strong relatigm$o employee performance.

On customer service, the study established a stuodgrstanding of employees on the
need of effective customer service and that thksls are critical in understanding and
identifying customers’ needs and meeting customexrgectations prudently. All the
employees also had an understanding of the cofttnsiework in BBK, and that BBK
had adequately ensured good communication andirtgaifor staff with respect to
controls and how they affect employee and orgainizat performance. The study further
found that employees understood policies on comiypunvolvement and that they
understood that their performance could be affettgdheir community involvement

activities.
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5.3. Conclusions

From the above findings and the discussion, thiglystshowed that the training and

development practices have a great impact on eraplpgrformance. These findings also
indicated that it is important for organizationsetosure that trainings are conducted with
due diligence in accordance to the needs of thanizgtion. If the organization ensures
that right people gets the right skills then chanaesucceeding in their roles are higher.
Therefore, getting the right workforce contributesan increased output which in essence

is the employee performance.

The researcher also concluded from the findings ¢h@ployee skills development is a
critical source of knowledge and ideas for any sasive organization. This process not
only empowers them to contribute to the succegbeforganization, but also saves the
organization time and money, in increased prodigtand reduced outsourcing. Further,
staff development assists an employee to align \&itly potential future challenges

through practices such as job rotations and detegathich are in-house development
programs that ensure employees gather more skitlsuimately deliver more results in

the organization.

It can also be concluded for the findings that hamesource development practices such
as coaching and mentorship helps in enhancing em@glperformance by ensuring that
their efforts and contributions to the organizatiare recognized and acknowledged.
Further, it can be conclude from the findings ttegtmwork plays an important role in

enhancing employee development and eventually pesdioce.
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Finally, it can be concluded from the findings frdinis study which covered the various
aspect of human resource development practicethployee performance is a multi-
functional aspect which can be enhanced through effiective and efficient
implementation of a number of human resource deweént practices. It is however
critical for the organization to undertake a catiassessment of its employees to be able
to determine which of the practices will providdge tgreatest benefit when applied to
which category of the employees. This thereforésdalr the need of a rigorous skill
audit and employee assessment to ensure that iraptation of the human resource
development on every employee derives the optiraalilts in terms of performance

which eventually translates into organizationalf@enance.

5.4. Recommendations

The study established that employee performandieasbackbone of any successful
organization because it helps in improving the a@erformance of the organization.
This affirms the need for effective implementatioiha wide range of human resource

development practices with the objective of enhagpeimployee performance.

Continuous audits of staff skills to identify traig needs as well as review and TNA
should be an area of priority for the organizatiowards addressing the knowledge gaps
amongst the employees. This would guide in the tifiestion of talent, skills and
knowledge that drives desirable performance indttganization. Activities that enhance
staff training should be encouraged and reinfoiiceithe organization. This may lead to
significant and higher productivity since employease imparted with desirable
knowledge and ideas that would help in achieving bng term objective of the

organization.
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In appreciating the role played by different empley in the organization and the critical
nature of certain roles, the human resource dewsdop practices should be aimed at
identification of such critical roles and at anyné ensuring that there is possible
succession planning for the critical roles. Howeware should be taken to provide equal
opportunity for employee development and growtbrisure that the manner in which the
practices are implemented does not carry the eleaietiscrimination which may have a
negative impact of demotivation on the staff. Enyples should therefore be clear on
what they need to do in order to benefit from tippartunities which may be available
for their career enhancement. Majority of the resjamt were dissatisfied with the
provision of organization policies that encouragmual rotation and identification of staff

in the organization.

This study offer important insight into the humasaurce development practices and
their impact on employee performance. However, clieuld be taken by the human
resource managers in the identification of whiclthef practices will derive optimal value
to the organization when applied to which leveleaiployees or to specific employees
who have distinctly demonstrated which level of petence in order for the same to be a
motivation to the other employees. It is also int@ot to note that implementation of the
stated human resource development practices coseynand that each method has
different benefits and cost which should be criljcassessed before decision is made on

which method to adopt on which category of emplsyee

5.5 Limitation of the study
The study was conducted using a pre-determined tigoneaire thus hindering

respondents from expressing their views and opgifogely. Also due to the difference
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in application of different human resource develepmpractices at different levels of
employee roles, the questionnaire which was onmaadsird format could have shown
adverse result mainly due to non-application ofacfice at different levels. Besides, the
study involved collection of data from Barclays Raoranches in Nairobi only. The

result therefore does not represent the face afl8gs Bank in the whole country.

5.6 Suggestions for Further Research

This study was a case study of Barclays Bank ofydeand the study was done
specifically in Nairobi Branches and head officeeirg) a multi-national organization
with most of its policies formulated at the headtgrs and only implemented in the
subsidiaries like the Barclays Bank of Kenya, itynmat fully display the application of
human resource development practices in Kenyardbas®panies and banks which are
wholly registered, run and controlled locally. Thigovided the opportunity for further
studies to corroborate the extent to which locahganies have accepted the concept of
increasing their employee’s performance throughasnbment of human resource

development practices.

Further, effective communication was noted as aarfegtor which drives the extent to
which employees have the capacity to take initeafiivthe company which for part of
human resource development practices. This prowagiespportunity for further study
with respect to determining the extent to which ommication enhances the articulation
of human resource development practices and as boeh the same will impact
employee performance. The study concluded that huesource development practices

have a positive impact on employee performance.
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APPENDICES

APPENDIX 1: QUESTIONNAIRE

SECTION A: DEMOGRAPHIC DATA
Personal information

1) In which position are you currently serving?

Senior Management [ ]
Middle Level Management [ 1]
Supervisor Role []

Clerical [ 1]

2) In which department are you currently serving?

Human Resource [ ]
Operations / Retail [ ]
Finance [
Corporate [ ]

Other  (specify)
3) How long have you worked in this company?

Below 10 years (1
11 - 20 years [ 1]
Above 20 years (1

4) Specify Highest Level of Education

Secondary [ ]

College [ ]

University [ ]
5) Specify Gender

Male [ ] Female [ ]
6) Specify Age bracket

21 — 30 years [ ]
31 - 40 years [ ]
41 — 50 years [ ]
50 years and above [ ]
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SECTION B: PERCEPTION OF THE RELATIONSHIP BETWEEN HUMAN
RESOURCE DEVELOPMENT PRACTICES AND EMPLOYEE
PERFORMANCE

Kindly indicate your rate of agreement with theldaling statements on the relationship between

human resource development practices and empl@aréamance in Barclays Bank

Key: 1 — Strongly Disagree 2 — Disagree 3-Neithgre#& or Dis-agree 4 — Agree 5 - Strongly
Agree

(@l

Employee training and development 1 20 3 4

Induction training is carried out in the organira

The organization has a training policy applicablalt employee

Trainings are designed to support achievementgzrorational goals and stratt

| have undergone some trainingsthe-job

| have had an opportunity for an -the-job training

| have had opportunity for coaching to improve rkifis

There is a continuous audit of staff skill desigtedentify training neec

All staff complete a TNA (Training Need Assessméia)l to development pl

| understand how employees are identified for dgwmlent into critical role

Development opportunities are linked to the stiiatdgection of the compal

The company provides professional learning and tirmgportunitie

Our policies encourage job rotation as a way oktlgping staf

| have had an opportunity to work in different ftioo in the organizatic

Development opportunities ¢ provided to employees on m

I've had an opportunity to be mentored by an olted more experience st

I've been motivated by the mentoring support | reedrom experienced ste

The organization has a talent program to develaployees for future role

The organization has a program for succession jslg
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The company has opportunity for secondment of eyl

| have opportunity to undertake more challengirsdxs

Employee performanct

| undertand how my performance is measured for my

My performance review is based on my agreed pedona and development p

| have consistently met my set target in my perémoe development deliverak

| understand that my performaiimpact on the performance of my te

| understand my role in supporting achievementrgénization go:

| know that my performance can be affected by nayi® performant

| understand the organizations policy on custoragrice

| have constantly ensured that | meet customer exjex

My performance can be affected by my rating onausts servic

| understand the organizations policy on con

| have constantly ensured | adhere to controldaidn by the cmpany

My performance can be affected by my rating on s

| understand the organizations policy on commuimiplvemen

| participate in the organizations activities omeounity event

My performance can be affected by myng on community involveme
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