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ABSTRACT

In today's competitive environment, it is necess#rgt all organizations create a work
environment which will enhance growth and developmk has become evident that in order to
foster the necessary growth and development of @yepk all organization should develop a
career development program in the workplace. Amwoizations employee is taken as core assets
due to their input toward the existence, growth aelelopment of an organization. In
recognition of the pace of changes in the busia@sseconomic environment that is presently
witnessed, managers and scholars have had to adapsources of competitive advantage and
profitability. Career development is not about tgeg ahead’, but rather about getting to be the
best an individual can be and finding a place inaaganization where they can express
excellence and contribute to the goals of the argdion. The objective of the study was to
establish the effect of career development on eyeglaretention at the Kenya Post Office
Savings Bank (POST BANK). The study used crosda®atdescriptive design. The population
of the study comprised of all the employees of Pargt head office. The study used stratified
sampling because of ease of classifying the popul@tto strata’s. The study used primary data
that was collected through self-administered qoestires. The data was analyzed using the
Statistical Package for Social Sciences (SPSSyvaodtand presented using tables and figures.
The study found out that there are different cadeselopment practices that are being practiced
in POST BANK. These practices include career plagnhguidance and counselling, coaching
and mentoring and training. These are geared t@mat@ntion of employees in the bank. The
practices have resulted in development of staffdture positions, career planning being part of
staff training content, formal sessions for disaugscareer development of each staff and
discussion by both parties, helping the bank tovkitize positions in which they need to fill in
order to achieve its objectives, helps in promotiegision-making, providing guidance to staff
on career related rights and obligation, develognoém healthy self-concept among individual
employees, improve relationship and teamwork betvataff at different levels, align employee
performance with team and organizational objectiveehance communication between
managers and teams and that it help staff to a@eptadapt to changes in a manner consistent
with their personal values.
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CHAPTER ONE: INTRODUCTION

1.1 Background of the Study

In today's competitive environment, it is necess#rgt all organizations create a work
environment which will enhance growth and developmk has become evident that in order to
foster the necessary growth and development of @mepbk all organization should develop a
career development program in the workplace. WeghBavis (2002) point that such a move s
will enhance organizational loyalty among employeesult in higher levels of job satisfaction,
lower employee turnover, and fewer employee comidaiCareer development and staff
motivation are key strategic considerations fooadjanizations regardless of size, sector, market
or profile. Indeed as Mwenebirinda (2008) righigfudbserves, the development of the capacity
and capability of the organization’s managers hadurmdamental impact on efficiency,
effectiveness, morale and profitability of an ongation. High performing organizations
increasingly pay close attention to the validitytlbéir recruitment practices and are becoming
equally vigilant about developing their employeasorder to ensure they achieve optimum
performance both in the present and the future @vi&yAllen, 2001).

An organizations employee is taken as core assetsodtheir input toward the existence, growth
and development of an organization. In recognitbrthe pace of changes in the business and
economic environment that is presently witnessezhagers and scholars have had to adopt new
sources of competitive advantage and profitabillige resource-based view theory regards the
firm as a cognitive system, which is characterizgd idiosyncratic and context-dependent
competences that are core to strategic purposeseTlae conditioned by hierarchical
capabilities, or sets of routines, involved in thanagement of the firm's core business processes
that help to create value. Competences typicallglire the development of specialist expertise,
and firms may become locked into a trajectory thatifficult to change effectively in the short
to medium-term (Tushman & Anderson, 2006). Emplsye@ve come in to fill this need through
being trained and their level of development bemghanced continuously. In addition,

organisations need to strive in acquiring humarntabghat is a unique resource, both difficult to
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replicate and substitute for. For organizationadquire a high rate of employee retention, then
they should understand, encourage and enable ln@an capital with personal growth to

ensure they acquire self actualization (Ontari®3)0

The banking industry in Kenya has in the recent pamessed drastic changes. The changes are
complex and banks have found it difficult to copghwncreasingly competition by relying on
the current practices alone. Kenya Post Office i@@s/Bank do not have an option but to adopt
practices that will ensure that the bank is abledmpete with other banks as customers now
have choice, and they expect products to be cuztmhid their unique needs. Competition is no
longer decided by best price alone, but rathes idiiven by other factors such as quality,
selection, service, and responsiveness. The baskabapted the paperless technology and
partnered with other organizations in order to bengetitive. This however cannot succeed
alone and this has resulted in the bank ensuriagith employees who are the most important
resource are well managed in order to attract atalir competent employees. The employees
however are still demanding more non financial mrelsdrom the bank in order to be committed
to the bank and one of the rewards which the basknot incorporated fully in its rewards is the
career development practices. The adoption of thetipes will ensure that the bank becomes
competitive in both financial and non financial erds thus attracting and retaining its

employees.

1.1.1 Career Development Practices

According to Armstrong (2001) career developmerdfigreat importance to both the individual

employee and the organization. This is so becdwe tis interaction between the organization
for which he/she works and the development of tigamization through the employees’ career.
He further notes that an employee develops higthezer through a continuous acquisition of
managerial or professional skills and experiencelvimay bring about rewards and promotion.
Graham and Bennett (2005) agree with this posifaod contend that career development
involves higher status and responsibilities whiah take place in one organization or through
movement between organizations or a combinatiobotti. Employees could move from one

institution to another not necessarily in the saareer, but probably from one field to another or

from one level to another.



Successful businesses regardless of size need yaplaho have the necessary knowledge and
skills to make an effective contribution as driveswards achieving a competitive edge (Prince,
2005). Therefore, vision of a competent, confidém¢al and valued workforce delivering high
quality, person-centered services is rightly amhbgi Armstrong (2001) agrees and points out,
that today’s dynamic environment requires contirsuprofessional and managerial development
and consequently, stakeholders should put in pacange of structures and processes to support
the development of the workforce we need now amdHe future. It starts with, for example
staff orientation, on-job training, experience, shapurses, professional courses, post graduate

degrees or diplomas (Pareek & Rao, 2002).

1.1.2 Career Development Practices

Career development is a system which is organifthalized and it's a planned effort of
achieving a balance between the individual caremds and the organization’s workforce
requirements (Leiboiwitz et al., 2006). The rapidiowing awareness makes it obvious that
people can give the firm its leading edge in thekaiaplace. Career development practices are
core function of human resource management whigkldps the short and long term capacity
of employees. Career development practices arestkategic considerations for all organizations
regardless of market or profile. The developmenttlod capacity and capability of the
organization managers has a fundamental impact ficieacy, effectiveness, morale and
profitability of an organization (Armstrong, 2001). helps companies attract and retain high

performing employees

Price (2007) indicates career development practees important in ensuring continuous
updating and upgrading of employees knowledge/sslalttitudes and competence. It ensures
that employees are well developed before they nupvehe next higher ladder in the hierarchy.
Investing in the development of the careers of eyg®s is central in the maintenance and
development of skills, knowledge and abilities oftbindividual employees and the organization
as a whole. Career development practices are kategic considerations for all organizations
regardless of market or profile. The developmenttlod capacity and capability of the
organization managers has a fundamental impact fcieacy, effectiveness, morale and

profitability of an organization. According to Gomet al, (2005), training provides specialized
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technique and skills to employee and also helpsdbfy deficiencies in employee performance,
while development provide the skills and abilittesesmployee which will need the organization
in future. Development of skill consists of improgi interpersonal communication,

technological knowledge, problem solving and bakieracy. Feedback is essential for
organizations to give and receive from employeasthe more knowledge the employee learn

the more he or she will perform and meet the gloehallenges of the market place.

1.1.3 Employee Retention

Employee retention refers to policies and practemapanies use to prevent valuable employees
from leaving their jobs (Glen, 2006). How to retaialuable employees is one of the biggest
problems that plague companies in the competitiagkaetplace. Not too long ago, companies
accepted the “revolving door policy” as part of rpi Nowadays, businesses often find that they
spend considerable time, effort and money to @aiemployee only to have them develop into a
valuable commodity and leave the company for gnepastures. In order to create a successful
company, employers should consider as many optgnpossible when it comes to retaining
employees, while at the same time securing thest tind loyalty so they have less of a desire to
leave in the future (Derag al., 2009).

Retention of employees is critical to preservingiskof such employees. By so doing, a business
can avoid losing customers so that they maintagh lgjuality products that are marked by high
sales. Employees who work together for a long tmilkeenjoy a healthy working atmosphere,
good relations with managers, effective successanning and deeply embedded
organizational knowledge and learning. Failing t®tamn key employee’s especially new
graduates is costly for any business. Mendez aaddst (2011) further emphasizes that a
company needs to invest in employee retention deroto be successful. Competition and the
lack of availability of highly talented skilled emgyees make finding and retaining talented
employees a major priority for organizations. Fésg(2006) posit that in cultivating a high-
performance workforce, both assessment of employeessure the best match to the job and
the company and assimilating them to ensure suttessegration into the workplace, the

culture of the organization and specific roles esgponsibilities are equally important.



Retention of key employees is important in thdbdters customer satisfaction, increases sales,
promotes working relationships, improves employesager relationships and enables valuable
succession planning. In such a system, organizdtiomowledge and learning is successfully
preserved and advanced. Failing to retain key eyeels especially new graduates is costly for
any business. Gordon and Meredith (2001) furthephersizes that a company needs to invest in
employee retention in order to be successful. titeh, creation and preservation of knowledge
has become a key tool in accelerating competitise@d enhancing organizational capabilities
to respond to market changes. Retaining these tsxgi®ould be marked by motivating them, and
allowing them to apply their knowledge. Utilizingeim has become critical for firms as they

seek to adapt to the volatile commercial atmosp(Mtgsuddi and Mutsuddi, 2007).

1.1.4 Kenya Post Office Savings Bank

The Kenya Post Office Savings Bank (Postbank) wstabéished in 1910 to offer savings
services across the East Africa region. However difte breakup of the East Africa Community
in 1977 the Kenya Post Office Saving bank was éstedd on January 1st, 1978 through Cap
493B, laws of Kenya. The mandate was mobilizatibeavings for national development (Post
Bank Annual Report, 2010). Since 1910, the prodange has been diversified from the one
product through the passbook to an array of savprgslucts and remittance and payment
services. The branch network has equally expangedtane to over 1,000 touch points using
ATMs and Point of sale (POS) terminals, own brasclled agent locations. In 2008 the bank
introduced a New Business Model using ATMs, PoihSale terminals and debit cards and
mobile phones banking through services like PaghCaver the years Postbank has entered into
strategic alliances and business partnerships Jattal and international enterprises in
remittances and payment systems leveraging on mé&-spread footprints and automation. One
of these partnerships is with the World Savings Barstitute and Bill and Melinda Gates
Foundation to expand access to financial servicasilgnin the rural areas through agents.
Through this project, Postbank will contribute tedahe realization of Vision 2030 by
providing access to financial services. Postbark dao been appointed to provide technical
assistance to another savings bank in Africa uadgnant from the WSBI and Bill and Melinda

Gates Foundation.



The banking industry in Kenya environment is chiazed by increased competition, new
technologies that make existing products obsotdtanging customer needs and shorter product
life cycles, higher development costs, and increéased for involvement of customers, vendors,
and strategic partners in the development prodsssnomic Survey, 2009). With this high level
of changes in the banking sector, the need foriirin this turbulent environment becomes of
essence. However, it will be expensive for a fimnrécruit and develop an employee who
afterwards is unable to use the skill gained inhierance of the organizations objectives. There
is need therefore to establish a relationship betwemployee development and retention of

employees at Postbank.

1.2 Research Problem

Many organizations are faced with the problem dkireng employees and according to
Amstrong (2001), it is expensive to replace empsywho leave for greener pastures or are
lured away by other organizations. With the exitaof employee, new employees have to be
recruited, selected, oriented and trained. In facts estimated that it costs an organization
approximately 1 times the salary of the vacategitiom to replace an employee (Lips-Wiersma
& Hall 2007). Employee turnover can have a dempiradj effect on an organization, and it may
also severely impact the overall efficiency of tirganization. This becomes even more critical
in organizations which are service-oriented, foaraple law enforcement and firefighters, and
require highly developed skills and competencigadilionally, it has been assumed that every
employee wants, or should want, the same thing icar@er, usually a direct path up the
organizational ladder (Fink, 2002). However, car@evelopment is not about ‘getting ahead’,
but rather about getting to be the best an indalidan be and finding a place in an organization

where they can express excellence and contributestgoals of the organization.

The Kenyan banking industry is highly competitivgth banks not only competing among each
other; but also with non-banks and other finaniriastitutions. Most bank product developments
are easy to duplicate and when banks provide nedehtical services, they can only distinguish
themselves on the basis of price and quality. Thiexe this differentiating strategy,

organizations’ employees will be an important seust the realization of the same competitive

advantage. Therefore, the development and manageohethe employees is potentially an
6



effective tool that banks including PostBank cae tsgain a strategic advantage and survive in
today's ever-increasing banking competitive enuinent. PostBank has in the recent past
witnessed turnover of employees especially in kepadtments of finance, information
technology and auditing despite the financial relsabeing almost similar with other
commercial banks. The difference however, is onribe-financial rewards which the bank is

way behind the other banks on what they offermgpleyees in order to retain them.

A number of studies have been undertaken localty iaternational of employee development
and retention. Kelley (2012) undertook a study areer development practices among
Commercial Banks in Kenya and established thaethes several career development practices
that are evident among commercial banks in Kenpasé& practices include: Existence of career
growth information for employees, treating careevelopment as a core HR function, practicing
career counseling, incorporating career growth ith@ appraisal process, encouraging
employees to pursue higher education as a way Ofting skills, training program and
undertaking of professional programs by employ@esadsist them achieve career objectives.
Thiriku (2013) researched on the perceived factdfscting employee retention in Safaricom
Limited and found out that performance managemesttiges were not transparent and unfair
hence low retention and performance managementiggacare by objective, attainable and
realistic, systematic, participative and regulaaréer growth practices within Safaricom Limited
leads to lower rate of employee retention. Workitgnditions, compensation assisted in
employee retention. Ondimu (2013) undertook a stadythe managers’ perception of the
influence of employee career development programsmployee commitment at OXFAM
international and found out that Oxfam Internatioma Kenya does have and actually
implements career development initiatives aimetualding the careers of its employees and
that employees are committed to Oxfam and arengilio work and stay with Oxfam as an
employer. Bawazir (2013) undertook a study on teecgived effect of retention strategies on
employees’ performance at Imperial Bank Limitedni& The findings of the study were that
retention strategies had a positive relationshiph vémployee performance. Training and
development, communication, compensation, good wmgrkenvironment and career
advancements strategies were rated were the sasf@grsued by the bank in order to influence

the performance of employees. The researcher igwate of a local study that has related the
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effect of organizational career development prastion employee retention, more so in the
financial sector. It is on the basis of this gaatithe present study was to fill this existing gap
and the following question arises; what was thegeed effect of career development practices

on employee retention at the Kenya Post officergg/bank?

1.3 Research Objectives

To establish the perceived effect of career devetay practices on employee retention at the
Kenya Post Office Savings Bank (POST BANK)

1.4 Value of the Study

The findings of the study will be of value to thea@s it will enable the study to conceptualize
and empirically operationalized employee developnasmd its effect on retention as a multi-
dimensional construct. Particular attention is paicémployee development practices and their
influence on the performance of the company. Tlearch will provide an insight into the
effectiveness of employee retention through devakaqt strategies. The findings will bring forth
knowledge on which development strategies aresugtdd and whether retaining employees has

any impact on organizational performance.

This research will be beneficial to managers ay twél be able to perceive what career
development practices they can adopt in retaintaff and will best suit their organizations. In
addition, it enables organizations to know whicteméon strategies will motivate employees to
remain with the organization and improve perfornganthe study will add value to policy
makers especially the human resource managers whavant to come up with retention
strategies in their corporate policies and adoptiegn in the organization in order to retain staff
and reduce labour turnover. These policies willbbmarganizations to retain the best employees
who have excellent skills, high talent and havewiedge of the company. For academicians,
this study will form the foundation upon which othrelated and replicated studies can be based
on. Scholars will find it important as the studylwicrease the body of knowledge in this area.



CHAPTER TWO: LITERATURE REVIEW

2.1 Introduction

This chapter covers literature review conductedh®y researcher. It includes a review of the
various studies conducted by researchers on thearé&iundation, career development practices

and career development practices and retention.

2.2 Theoretical Review

The study is anchored on the theories of motivatioorder to strengthen the research study.
These theories are the motivation-hygiene theod/tae Maslow’s hierarchy of human needs

theory.

2.2.1 Motivation- hygiene theory

Hertzberg (1968) believes that every worker has $ets of needs (motivational and hygiene
needs). He contends that employees in this respeyiloyees will stay in their work place so

long as their needs are satisfied and they arevatetl. Failure to meet their needs would
automatically call for departure hence employeaduer. People are satisfied at their work by
factors related to content of that work. Thosedestre called intrinsic motivators and contain
achievement, recognition, interesting work, resgulity, advancement and growth. Factors that
make people unhappy with their work are calledatises or hygiene factors. Herzberg found
the following dissatisfies: company policy, supsiwn, working conditions, interpersonal

relationships, salary, status, security. What makem different from motivators is the fact that

they are not related to the content of the worktbuhe context of the job (Armstrong, 2007).

Mitchell et al., (2001) noted that job embeddedness theorizesetimpioyees remain in the

organization as long as the inducements to sta thmatch or exceed their expectations. Job
embeddedness influences employee’s decision tohehetmain in the company or leave. By
being embedded in a job, the individual will beslékely to leave the organization thus having a
positive impact on their performance. Organizatisheuld ensure that their employees are job

embedded as this will keep the individual from legwhe company hence resulting to employee



retention. Human resource practitioners shouldatrg ensure that employees are embedded to

their jobs through the three dimensions of job etdleeness; links, fit and sacrifice.

2.2.2 Social Exchange Theory

Curry (2006) postulates that the concept employeantitment is best defined through the
deployment of the social exchange theory. The taexghange theory is grounded in an
economic model of human behaviour whereby intevaeli processes between individuals are
persuaded by a desire to increase rewards andadeciesses (Curry, 2006). The social
exchange theory’s point of departure is that tHetimnships that provide more rewards and
diminish costs earn enduring reciprocal trust ameetion. For instance, if employees are more
efficient and effective in executing assigned dutieey cut costs of not being productive and
employers that are generous in rewarding and stipgotheir employees eliminate poor
performance as a result of dissatisfaction of egg#s. Thus, the social exchange process entails

both material benefits and psychological beneffigd include status, loyalty and approval.

From the perspective of the employee-employer icglahip, social exchange theory suggests
that employees respond to perceived favourable imgr&onditions by behaving in ways that
benefit the organization and/or other employeesually, employees retaliate against
dissatisfying conditions by engaging in negativerkvattitudes, such as absenteeism, lateness,
tardiness or preparing to quit the organizatiore(feet al., 2007). It is therefore, expected that
employees who perceive their working conditions b® negative and distressing, would
reciprocate with negative work attitudes such jabsatisfaction, low morale and reduced
organizational commitment, while those who percéhe workplace conditions as positive and
challenging would reciprocate with positive worktitatles, such as high commitment, job
satisfaction and low turnover (Credeal., 2007). For organizations to be effective theyetwl

on the employees productivity which is a variable that is also atfed by the willingness and

degree of engagement in the task assigned to thdrbeyond the required role.

2.3 Career Development Practices

Career development practices are function of hureanurce management that develop the work
life and identify competencies required by indihatlstaff to manage their career objective
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which should be in line with organization objectiviehey include career planning, employee

guiding and counseling, coaching and mentoringteaiding (Price, 2007).

2.3.1 Career Planning

Career planning is a career development practigehwhvolves continuous process of discovery
in which an individual develops his own occupatioo@ncept as a result of skills or abilities,
needs, motivations and aspirations of his own vaysgem (Cole, 2010). Swanepoel et al.,
(2007) suggest that while the employee is primarigponsible for career planning, the
organization’s management can do a great dealgpsstiemployees in managing their careers
and in making more realistic career decisions. €apdanning practice is seen as a very
systematic and comprehensive process of targetiageec development practice and
implementation of strategies, self assessment amati/sis of opportunities and evaluates the
results. The career planning practice process wegoboth the organization and the individual
responsibility. Thus, the individuals must identifyeir aspirations and abilities, and through
assessment and counseling to understand their né&dsning and development; in terms of the

technical skills and education advancement needed.

To be viable, on short-term, or to maintain contpati advantage, in the long term,

organizations must match employees with appropskiiés in the right positions. The type and

skills of the employees are different, dependingtio&@ scope of the firm, economic sector,
specific technology, consumer characteristics, Baculiarities of organization affect the jobs
structure, the types of recruited employees fohgab and the development ways on the job.
Many employers offer numerous promotion opportesito certain types of positions (especially
those involving unique skills to give value to tbheganization) and limited opportunities for

others (Manolescu, 2003).

2.3.2 Employee Guiding and Counseling

Fuster (2002) points out the goals of counselingaaditating behaviour change, enhancing
coping skills, promoting decision-making, improvinglationships and facilitating the client’s
potential. It is a personalized and individualizgdcess for helping the individual to learn and
acquire habits, skills, attitudes and interests civhmake him a normally adjusted being.
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Therefore, it is evident that the process and goiadgiidance and counseling is to help the client
move towards a greater level of self understanding self — acceptance. The process of
professional counseling involves a counselor helpthe client to develop an effective

relationship that enables the client to work thitodgficulties. In most cases, the client’s lack of
clear- cut understanding of the nature of coungelgha wide-spread source of inadequate

readiness to attack the problem.

According to Biswalo (1996), counseling helps ie tthevelopment of a healthy self-concept
among individual employees. This self-concept pawey for tolerance and understanding
among individuals and relentless self-enhancemgrégnbployees. As for the senior managers,
this self —concept enables them to select the ¢idneh opportunities, which would most
appropriately meet their specialized needs andeaste. In addition, these services help students
to make suitable educational and vocational plaas preparing them to realize their capabilities

and interests.

Career counseling is also a career developmentiggan which career education awareness is
delivered in educational institutions workplacegd &aometimes in community by organizations
career counselors. This career development prabgte employees understand their motives,
their values and how they might contribute to tlgaaization overall strategy objective. It
provides them with knowledge of the labour marlkills to make education training, life and
work choices; opportunities to experience commusevice and work life; and the tools to plan
a career; career counseling practice helps emmpdoyarify their aims and aspirations,
understand their own identity, make informed decisj commit to action, and manage career
transitions, both planned and unplanned in linehwitstitutional objective (Morgan, 2008).
Employment counseling practice helps employee fglgheir immediate employment goals,
understand and access job and skill-training oppdrées, and learn the skills needed to look for
and maintain employment and Job placement whiddes arranging for or referring people to
job vacancies. This is often both a government argtivate marketplace activity; moreover
career development practice is done by human resoaranagement career counselor at
colleges’ workplace, and universities for job plaest services for current and future employees
(Arulmani and Arulmani, 2004).
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2.3.3 Coaching and Mentoring

Coaching and mentoring are two personal developmethods that nurture a person’s own
abilities in order to improve behaviour and perfamoe. The processes of coaching and
mentoring are similar insofar as they are both @eseof conversations (spoken or written)
between two individuals. Additionally Phillip (20p8ontention that such coaching would add
value to the organization by helping its employgesw and develop and thereby enhance
overall production and profitability was also emgizad. This is because these are core areas of
concern to an organization and if they can be wawém a deployment strategy they can only
serve to ease the tensions concerning the effecbottom line profit. Coaching and mentoring
are also closely linked with organizational changgatives in order to help staff to accept and
adapt to changes in a manner consistent with thaisonal values and goals. Coaching and
mentoring both of which focus on the individual,nce@nhance morale, motivation and
productivity and reduce staff turnover as individuiel valued and connected with both small
and large organizational changes.

Coaching and mentoring is neither cheap nor a sutestfor other forms of learning and
professional development. Coaching and mentoringabsut encouraging and promoting
professional development based on existing capacind the potential for improvement (Shin,
2011). Organizations will only be able to progrésgelation to their existing capacities for
collegiality and leadership, and their ability tousce and prioritize the necessary investment in
terms of time and money. It is important to guagaiast over-ambition and over-zealousness
where the lack of necessary resources can oftah tegoor implementation. Coaching and
mentoring has become an important aspect of devmgla@mployees’ attitudes and behavior for
organization effectiveness. Coaching and mentocary help to support these individuals, as it
has the adaptability and flexibility to supportaamge of individuals with different learning styles.
The development needs of individuals are diversd Hre ‘one size fits all’ model of
development is often inappropriate. Thus, coachimgy mentoring has the potential to provide a
flexible responsive development approach that ce@ t@ support an increasing number of
individuals within the organization than traditidf@ms of training (Morgan, 2008).
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Effective coaching can have a positive impact onogganization. It can produce improved
relationships and teamwork between staff at diffedevels. Employees have increased job
satisfaction, which improves productivity and qtyaliand there is an overall improved use of
people, skills and resources, as well as greatexibility and adaptability to change.
Organizational coaching and mentoring can helpligmandividual performance with team and
organizational objectives, maximize strengths, anhacommunication between managers and
teams, help individuals take ownership and respditgifor their behaviours and actions, and
encourage individuals to stretch beyond their agsboonstraints (Kinlaw, 2010).

2.3.4 Training

Investing in training programmes can impact on a@ygé’s feeling of self-worth within the
organization. Employees are more likely to remairan organization which they feel has an
interest in them and their developing career (Yoamgl Cates, 2005). Investment in, and
modernization of, learning and development metlavdsessential to ensure that care is provided
by competent, supported and skilled professionalgproving staff morale and ensuring good
human resource management are also key objectivashieving this goal. The plan calls for
more flexible and innovative methods of providirmguining and development, which suits the
needs of staff. To do this it will be necessarylésign more accessible methods of learning to

support patient focused care and service change.

Investment on employee training and career devebmpnis considered important factor in
employee retention. Organization has the inceniivenake investment in form of training &
development only on those workers, from whom orgaton expect to return and give output on
its investment. According to Shin (2011) organiaas are intensification development for
talented employees, through proficiency analysisyi on employee interests, need development
and multisource appraisal of capabilities and fdateuplans for action. Training enhances the
skills of employees. When employees are hired teapece the skill, organization needs to start
training program. Chiang et al. (2005) believe tihat important factors regarding the employee
retention are broad professional development amd athievement of self-realization. Self-
promotion is an important indicator of employeeeegirdevelopment as it means the employee’s

value has been recognized. Training can enhancéogegs’ skills and also lay the foundation
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for employees’ future promotion. Both of these ham@source management methods are often
used when the organizations to do the career dewvelot and personnel management, also these

are effective tools for retaining employees.

Gomezet al., (2005) posits that training provides specializechhique and skills to employee
and also helps to rectify deficiencies in emplopeegformance, while development provide the
skills and abilities to employee which will neeck tbrganization in future. Development of skKill
consists of improving interpersonal communicatitathnological knowledge, problem solving
and basic literacy. Philips and Edwards (2008), larpd that in today’s competitive
environment feedback is essential for organizatfoos employees and the more knowledge the
employee learn, the more he or she will perform amset the global challenges of the market
place. The availability for all employees havingess to training and development programs is
critical in facilitating organizational growth, pgeularly with performance and technological

improvements.
2.4Career Development Practices and Employees Retentio

Employee retention is vital in all organizationgiaherefore having in place employee retention
strategies increases the chances of long term gegdoBy having development practices put in
place will enhance the company’s profitability & tproductivity level will increase due to
having satisfied employees who are happy to workuoh an organization. An increment in
employee retention bring about a reduction in nétrent thus saving the organization time and
costs in recruitment and training. Company investwave a high regard for human capital and
therefore organizations should ensure that thigintad people are retained in the organization as
they are a competitive advantage to the compet{findips and Edwards, 2008). According to
Galbreath (2010), the ability of a firm to be abderetain their employees is a signal of success
and shows that the organization is not only a \hlplace of work but also that there is positive

consequences for the firm’s performance and prodtyct

O’Donnell (2007) posits that career developmentiiras in commercial banks such as training,
career planning, and succession plan have the fmdtém improve and sustain organizational

performance. These practices include emphasis gulogae career planning based on fit with
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the company'’s culture, emphasis on behavior, d#itand necessary technical skills required by
the job, compensation contingent on performancd, eaployee empowerment to foster team
work, among others. Philips and Edwards (2008) siated that banks have career development
practices such as career planning which is theviddal growth alongside the organizational
growth, upholding and educating leadership, engucioss-functional participation, providing
learning and growth opportunities, leaving space Vfertical growth, career mapping and
succession planning will result in a world clasgkuang environment that motivates and propels

people to work better and stay in the organization.

As career development is at one’s control and mesipdity, one should make choices, adapt to
circumstances (such as organizational change)y Eagrow, and control one’s own destiny
(Chhabra, 2010). The decision for employees to gtdgave might depend on whether the work
is challenging, whether they gain support at wordd personal growth. This requires employers
to provide resources, tools, and the appropriateir@mment to ensure continued self-
development. The workforce will be better satisfifkdmanagement provides them with
opportunities to fulfill their physiological and yshological needs. The workers will cooperate
voluntarily with management and will contribute ithenaximum towards the goals of the
enterprise. Workers will tend to be as efficientpassible by improving upon their skills and
knowledge so that they are able to contribute éoptogress of the organization. This will also
result in increased productivity as well as the i@tlabour turn over and absenteeism among the
workforce will be reduced to the barest minimum ki@lbra, 2010). It is true to some extent that
when workers are motivated, their ability to in@egroductivity will be high. There are certain
situations some workers attitude are not reversihtt management must put pressure in order to

influence them work hard.

Growth and development are the integral part ofyewredividual's career. If employees cannot
foresee their path of career development in thairent organization, there are chances that they
will leave the organization as soon as they gebgportunity (Bratton and Gold, 2003). The
important factors in employee growth that an emgéoyooks for himself are work profile,
personal growth and dreams, and training and dpuwedot. Career development is vital for both

the employees and employers. Chhabra (2010) dtzepeople always work for a reason and
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the cause should be provided by work, organizatcaayworkers or from within. In order to

strengthen the bond with employees, organizatiostspend on the development of employees.
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CHAPTER THREE: RESEARCH METHODOLOGY

3.1 Introduction

The chapter describes the proposed research designtarget population, data collection
instruments and the techniques for data analysis.

3.2 Research Design

The research design adopted was a cross sectiesaligtive survey design. According to
Cooper and Schindler (2000), a descriptive resedesign was concerned with finding out the;
who, what, where, when and how much. Furthermoregsgarch design is structured, has
investigative questions and part of formal studidse design was appropriate because the main
interest was to explore the viable relationship describe how the factors support matters under

investigation.

Descriptive design method provided quantitativeadétom cross section of the chosen
population. This design provided further insightoinresearch problem by describing the
variables of interest. This kind of study was usedletermine the perceived effect of career

development practices and employee retention fémya Post Office Savings Bank.
3.3 Target Population

The population of study consisted of all the empks/of Postbank head office. As at July 2014,
there were 28 top level managers, 235 middle lemahagers and 420 lower level cadre

employees (Human Resource department records, 2014)
3.4 Sampling Design

The researcher used stratified sampling becauseasé of classifying the population into
strata’s. The sample comprised of 10% from eadktasof the target population. According to

(Mugenda and Mugenda, 1999) a sample of 10% wasidened representative. Respondents
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were selected randomly based on the category.apusoach was considered appropriate since it

ensured a representative sample.

Respondents were selected randomly based on theent department. This approach was
appropriate since it ensured a representative sanmplorder to find the best possible sample,
stratified sampling was the best method to us¢ @®vided reach and in-depth information. The
sample size was appropriate for the study as itiredsthat all the cadres in the bank were
represented thus reducing sampling bias and adgevhigh level of representation.

Table 3. 1: Sample size

Category Population Respondents
Top management cadre 28 3
Middle level cadre 235 24
Lower level cadre 420 42
Total 683 69

Source: (Human Resource Payroll, 2014)

3.5 Data Collection

The study used primary data that was collected utiitoself-administered questionnaires
containing both open ended and closed questiongjuéstionnaire, as the data collection
instrument of choice is, easy to formulate and aister and also provides a relatively simple
and straightforward approach to the study of atésy values, beliefs and motives (Robson,
2002).

The questionnaires were distributed through ‘dnog pick’ method and in some cases by email.
There was follow-up to ensure that questionnaireseveollected on time and assistance to the
respondents having difficulty in completing the sfinnaires was offered. The questionnaire
was made up of three sections with section A cagedemographic profile, section B career
development practices while section C covers cadeelopment practices and employee

retention.
19



3.6 Data Analysis

The data collected was analyzed using descriptatesscs tools such as the mean and standard
deviation. Once the data was collected, the quassioes were edited for accuracy, consistency
and completeness. However, before final analysis peaformed, data was cleaned to eliminate
discrepancies and thereafter, classified on thasbak similarity and then tabulated. The
responses were coded into numerical form to fatditstatistical analysis. Data was analyzed
using statistical package for social sciences basdtfie questionnaires.
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CHAPTER FOUR: DATA ANALYSIS, RESULTS AND DISCUSSION

4.1 Introduction

The research objective was to determinepdneeived effect of career development practicés an
employee retention at the Kenya Post Office SavBgsk This chapter presents the analysis,
findings and discussion. The findings were preskimeercentages and frequency distributions,

mean and standard deviations.
4.2 Response Rate

A total of 69 questionnaires were issued out ankly 66 were returned. This represented a
response rate of 81%. This response rate was amgedpradata analysis and conforms to

Mugenda and Mugenda (2003) stipulation that a nespoate of 70% and over was adequate.
4.3 Demographic Profile

The demographic information considered in the studg employee cadre, respondents’ gender,
respondents’ highest level of education, resporsiage bracket and the duration working in the
bank.

4.3.1 Respondents Cadre

The respondents were requested to indicate thérecahis was important for the study in order
to ensure that the results represent all the cadithe bank.

Table 4. 1: Respondents Cadre

Respondents Cadre Frequency Percent Cumulative pezaot
Senior Management 3 5.6 5.6

Middle level management 37 66.7 72.3
Unionisable 16 27.8 100.0

Total 56 100.0
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The results on the employees’ cadre indicate tBat% of the respondents said that they are in
the middle level management in the bank, 27.8%hefrespondents said that they are in the
unionisable category while 5.6% of the respondsaid that they are in the senior management
category. The results show that the respondentér@me the different categories and therefore

the results represent views of the different caiego

4.3.2 Respondents’ Gender
The respondents were requested to indicate theegehthe respondents in order to ensure that

the study was representative. The results are mexsén figure 4.1.

Figure 4. 1: Respondents’ Gender

m Male

45%  mFemale

The results show that 55% of the respondents weasée nwhile 45% were female. The
respondents were made up of more male than ferA#tteough the employment levels from
which participants were drawn significantly favaine male Randeree (2006), the study had

almost equal ratios of males and females, in cdaroid gender bias.

4.3.3 Respondents’ level of education

The respondents were requested to indicate thesidével of education. The level of education
was important in order to show the effect of camrelopment practices on employee retention.
The results are presented in table 4.2.
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Table 4. 2: Respondents’ level of education

Level of education Frequency Percent Cumulative peent
Certificate/diploma 14 25.8 25.8
Bachelors 28 48.4 71.0
Masters degree 14 25.8 100.0
Total 56 100.0

The results on the level of education show tha¥%B.of the respondents have attained
bachelors’ level as their highest level of eduaati®5.8% of the respondents said that masters’
degree was their highest level of education whiletlaer 25.8% of the respondents indicated that
certificate/diploma level was their highest levdl education. The results indicate that the

respondents had adequate level of education torstaael the concept in the study.

4.3.4 Respondents age bracket

The respondents were asked to indicate their agekér and the results are presented in table
4.3.

Table 4. 3: Respondents age bracket

Years Frequency Percent Cumulative Percent
Under 30 9 15.7 15.7

31-40 28 49.7 65.4

41-50 18 314 96.7

Over 50 1 3.3 100.0

Total 56 100.0

The results on the respondents age bracket indibate49.7% of the respondents age bracket
was between 31 and 40 years, 31.4% of the resptmaehcated that their age bracket was 41
to 50 years, 15.7% of the respondents said thatdbe was less than 30 years while 3.3% of the

respondents were over 50 years. The results irdtbat majority of the respondents were over
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30 years and therefore they still have many yearsetirement thus they need to work in
institutions that would ensure that their interiesiaken care off. All ranges were represented in

the study.
4.3.5 Length of service with the bank

The respondents were requested to indicate théherfigervice with the bank. Length of service
with the bank was important in order to determine tespondents’ level of understanding of

internal information pertinent to the bank. Theutesare presented in table 4.4.

Table 4. 4: Length of service with the bank

Years Frequency Percent Cumulative percent
Less than 5 6 11.1 11.1
5-10 9 16.7 27.8

Over 10 40 72.2 100.0

Total 56 100.0

The results show that 72.2% of the respondents Wwavked in the bank for a period of over 10
years, 16.7% of the respondents indicated thatllagg worked in the bank for a period of 5 to
10 years while 11.1% of the respondents said ttegt have worked in the bank for a period of
less than 5 years. The results indicate that mgjofithe respondents have worked in the bank
for a long time and therefore they understandiifilaence of career development practices and

what needs to be done in order to get it right.

4.4 Career Development Practices

Career development is of great importance to bdathndividual employee and the organization.
This is so because there is interaction betweemrd@nization for which he/she works and the
development of the organization through the empmeyeareer. The respondents were requested
to indicate the career development practices that tbeen undertaken in Kenya Post Office
Savings Bank (POSTBANK) in a five point Likert seallhe range was ‘very low extent (1)’ to
‘very great extent’ (5). The scores of very loweat have been taken to represent a variable
which had mean score of 0 to 2.5 on the continudkesrt scale; (& S.E <2.4). The scores of

‘moderate’ have been taken to represent a varialtle a mean score of 2.5 to 3.4 on the
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continuous Likert scale: (XB1.E. <3.4) and the score of both great extent aergl great extent
have been taken to represent a variable which haean score of 3.5 to 5.0 on a continuous
Likert scale; (3.5 L.E. <5.0). A standard deviation of >0.9 impliesignificant difference on
the impact of the variable among respondents.

4.4.1 Career Planning Practice
Career planning by the employee with the assistahtlee bank helps the employee to achieve

the intended objectives. It is as a result of thse the respondents were requested to indicate

the extent to which the bank undertakes careenpigrfor its employees.

Table 4. 5: Career Planning Practice

Career Planning Practice Mean Std. Deviation

The bank discusses career plans with staff befecesidns 3.5167 .9333(
are taken on what is appropriate for both parties

Developing staff for future positions in an orgatian is g 3.8943 1.23969
human resource policy

The bank has a dedicated officer responsible fogera 3.5271 96655

planning for staff

The bank dedicates formal sessions for discussingec 3.6183 .87509
development of each staff

Career planning is part of the staff training comte 3.7325 1.21828

The results on the extent to which career planmiag being undertaken in the POSTBANK, the
respondents agreed to a great extent that devetdpofestaff for future positions in an
organization was a human resource policy (mean43)89he respondents further agreed to a
great extent that career planning was part of staffiing content and that the bank dedicates
formal sessions for discussing career developmieaach staff with a mean score of 3.7325 and
3.6183 respectively. The respondents agreed ta gréent that the bank has a dedicated officer
responsible for career planning for staff with aamacore of 3.5271 and that the bank discusses
career plans with staff before decisions are takemnvhat is appropriate for both parties with a
mean score of 3.5167. The analysis above indiddtais POST BANK has career planning

practice and that the bank has policy in place&seer development and other career planning in
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place. The analysis also indicates that the bark demlicated formal sessions and that staff

discus career planning with each staff.

4.4.2 Employee Guidance and Counselling

The respondents were requested to indicate thatextevhich the bank undertakes guidance and
counselling practice on its employees. This wasoirtgmt for the study as it helps employees to

work through difficulties.

Table 4. 6: Employee Guidance and Counselling

Employee Guidance and Counselling Mean Std. Deviation
Career counseling is a fundamental human resouaeyy 3.9127% 1.209¢
in the bank

The bank provides guidance to staff on careeraélat 3.7514 .8507
rights and obligation in the staff hand book

In the bank employee guiding and counseling helgke 3.524¢ 1.239¢
development of a healthy self-concept among indiaid

employees

The bank undertakes guidance and counselling ierdod 3.8506 .9880

promoting decision-making

Guidance and counselling help employees in the bank 3.535§ 9318
understand their motives, their values and how thight
contribute to the organization overall strategyechye

In the bank, guidance and counselling employeéfglar 3.5064 1.1821
their immediate employment goals, understand andsax
job and skill-training opportunities

From the findings, the respondents were in agreenman career counseling is a fundamental
human resource policy in the bank with a mean sobB29127. They were further in agreement
that bank undertakes guidance and counselling deroto promoting decision-making with a
mean score of 3.8506, the bank provides guidans&tbon career related rights and obligation
in the staff hand book with a mean score of 3.791% respondents noted that guidance and
counselling help employees in the bank understaed tnotives, their values and how they

might contribute to the organization overall stggt@bjective (mean 3.5358). The respondents
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further noted that guiding and counseling helpshie development of a healthy self-concept
among individual employees and that employee glattieir immediate employment goals,

understand and access job and skill-training oppdres with a mean score of 3.5249 and
3.5064 respectively. The analysis implies that@SHF BANK career development practices was
achieved through guidance and counselling pracgehe staff was guided on career related
rights which helps employees in development of althg self-concept. Guidance and

counselling in the bank promoted decision makingstielping employees understand their

motives and overall bank objective.

4.4.3 Coaching and Mentoring Practice

Coaching and mentoring are personal developmerttadstthat nurture a person’s own abilities
in order to improve behaviour and performance dnd twas the reason behind the need to
establish the extent to which the bank implememéspractice. The results are presented in table
4.7.

Table 4. 7: Coaching and Mentoring Practice

Coaching and Mentoring Practice Mean Std. Deviation
The bank facilitates career talk for each staff 3.852¢ .9055
Coaching and mentoring is undertaken in the ban@rder tc 3.527¢ .8395

help its employees grow and develop

Coaching andmentoring helps employees during cha 3.6593 .8582
management in order to help staff to accept angtadachange
in a manner consistent with their personal valuesgoals

Coaching and mentoring in the bank enhances m 3.9025 7637
motivation and productity and reduce staff turnover
individuals feel valued and connected with both Itierad large
organizational changes

Effective coaching and mentoring helps to produogrovec 3.8164 .6074
relationships and teamwork between staff at diffelevels
In the bank, coaching and mentoring helps to aégmployes 3.7395 9110

performance with team and organizational objectivesximize
strengths, and enhance communication between manage
teams
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Coaching and mentoring in the bank helps leyges tak 3.7608 .8508
ownership and responsibility for their behaviours

The results indicate that the respondents wergieemnent that coaching and mentoring in the
bank enhances morale, motivation and productivity @educe staff turnover as individuals feel
valued and connected with both small and large rezgéional changes with a mean score of
3.9025. The respondents further noted that the leciktates career talk for each staff (mean
3.8529), helps to produce improved relationships taamwork between staff at different levels
(mean 3.8164), helps employees take ownership esgbnsibility for their behaviours (mean

3.7608).

The study further established that coaching andtoneig helps to align employee performance
with team and organizational objectives, maximizeergyths, and enhance communication
between managers and teams (mean 3.7395), helpsye®p during change management in
order to help staff to accept and adapt to chamges manner consistent with their personal
values and goals (mean 3.6593) and that it is takkm in the bank in order to help its
employees grow and develop with a mean of 3.527@nRhe analysis the study found that
coaching and mentoring was being undertaken ifbémk and it has enhanced employee morale
motivation, productivity, reduce staff turnover,grove relationship and teamwork between staff
at different levels, align employee performancéwtgiam and organizational objectives, enhance
communication between managers and teams and thepistaff to accept and adapt to changes

in a manner consistent with their personal values.

4.4.4 Training Practice

Training of employees enhances their skills and petence and this improves their overall
performance. It is as a result of these that tepaedents were requested to indicate the extent to

which training practice was being undertaken bytthek.
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Table 4. 8: Training Practice

Training Practice Mean | Std. Deviation
Training programs are defined for staff career tgwaent 3.5513 .9904
Upgrading the skills of employees through higharcadion is a 3.5197 9787
valuable human resource policy

The bank requires staff to undertake professioaaébpment 4.1835 .5631
programs to improve their capacity

There is a well-organized training program in thalb 3.917¢ 7115
This bank provides employees with job specificriirag) 3.735§ .8942
Sufficient money is allocated for product and solutraining 3.516¢ 9441
The organization releases employees from regulak woattend 3.6501 .8438

training and even sponsor them where possible

The findings presented in Table 4.8 indicate thstridution of responses on the level of
agreement with the influence of training on emptyetention at POSTBANK. The findings
indicate that the respondents agreed that the begkires staff to undertake professional
development programs to improve their capacity wittmean score of 4.1835. The respondents
further agreed that there is a well-organized ingirprogram in the bank and that the bank
provides employees with job specific training wigh mean score of 3.9176 and 3.7358
respectively. The study further established thatlthnk releases employees from regular work to
attend training and even sponsor them where pes¢ibean 3.6501), training programs are
defined for staff career development (mean 3.5548¢rading the skills of employees through
higher education is a valuable human resource yp@tieean 3.5197) and that the bank allocate
sufficient money for product and solution trainifmgean 3.5169). From the results, it can be
concluded that training practice was being implet@@ioy the bank and it resulted in employees
improving their capacity, provides employees with gpecific training and upgrading the skills

of employees through higher education is a valuabtean resource policy.

4.5 Employee Retention
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Employee retention is vital in all organizationglaherefore having in place employee retention
strategies increases the chances of long term gegdo As career development is at one’s
control and responsibility, one should make chqgicadapt to circumstances (such as

organizational change), learn to grow, and cordna@’s own destiny.

4.5.1 Career Development Practice and Employee Ret&on
The respondents were requested to indicate thetextevhich career development practices in

the bank influenced employee retention. The resuipresented in table 4.9.

Table 4. 9: Career Development Practice and EmplogeRetention

Career Development Practice and Employee Retention Mean | Std. Deviation
Employees are happy to work in the bank 4.0543 .9988
It creates a world class working environment thativates an 3.534¢€ .8237
propels people to work better and stay in the bank

The employees will cooperate voluntarily with magagnt an 3.583] 7115
will contribute their maximum towards the goals die

enterprise

Employees will be as efficient as possible by inworg upor 3.9157 .8942

their skills and knowledge so that they areeatol contribute {
the progress of the bank

Employees will enjoy a healthy working atmosphegeod 3.8516 .8750
relations with managers, effective succession pienn

It results in successful preservation of organaret! knowledg 3.6857 377
and learning

The respondents were in agreement that employeeshappy to work in the bank with a mean
score of 4.0543. They further noted that employes® efficient as possible by improving upon
their skills and knowledge so that they are abledwtribute to the progress of the bank (mean
3.9157), enjoy a healthy working atmosphere, getations with managers, effective succession
planning (mean 3.8516), results in successful pvatien of organizational knowledge and
learning (mean 3.6852). The respondents also &aidemployees cooperate voluntarily with
management and contribute their maximum towardggteds of the enterprise (mean 3.5831)

and that it creates a world class working enviromintieat motivates and propels people to work
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better and stay in the bank with a mean score B84%. From the findings, the adoption of
career development practices by the bank has eglsithappy employees; improve their skills
and knowledge, successful preservation of orgaoizalt knowledge and learning, contribute
their maximum towards the goals of the bank, arat th creates a world class working

environment that motivates and propels people tkWwetter and stay in the bank.

4.6 Discussion

Career development is important for both the omgtion and individual. It's a mutual benefit
process because career development provides thertamp outcomes for both parties.
Organizations need talented employees for maimgitine sustainable competitive advantage
and individuals require career opportunities toedey and grow their competencies. The study
found out that employee career planning was beindedaken in the bank and through
development of staff for future positions, care&nping being part of staff training content,
formal sessions for discussing career developmerach staff and discussion by both parties.
The results are consistent with Swanepoel et 2007) findings that while the employee is
primarily responsible for career planning, the migation’s management can do a great deal to

support employees in managing their careers anthking more realistic career decisions.

Career counseling has evolved because many organzanow realize that most employees
cannot begin to manage their own growth and dewedo without first having information on
how their own needs match those of the organizafidre study found out that the bank
undertakes guidance and counselling in order tonptimg decision-making, provides guidance
to staff on career related rights and obligaticglpfemployees understand their motives, values
and contribution to overall strategy objective ahd development of a healthy self-concept
among individual employees. Morgan (2008) findingere that guidance and counselling
provides employees with knowledge of the labourketarskills to make education training, life
and work choices; opportunities to experience comtyservice and work life; and the tools to
plan a career; career counseling practice helpsloyegs clarify their aims and aspirations,
understand their own identity, make informed detisj commit to action, and manage career

transitions, both planned and unplanned in lindrwastitutional objective. According to Myers
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(1985), employees who derive satisfaction from kimgwthat expectations can be met inside the

organization will most likely become a highly prative employee.

Coaching and mentoring has become an importanteepdeveloping employees’ attitudes and
behavior for organization effectiveness and theeefo order to improve its performance the
bank undertakes coaching and mentoring which hasreed employee morale motivation,
productivity, reduce staff turnover, improve redauship and teamwork between staff at different
levels, align employee performance with team angdawoizational objectives, enhance
communication between managers and teams and d¢lmastaff to accept and adapt to changes
in a manner consistent with their personal valié® results are consistent with Kinlaw (2010)
findings that coaching and mentoring can help tgnaindividual performance with team and
organizational objectives, maximize strengths, anhacommunication between managers and
teams, help individuals take ownership and respditgifor their behaviours and actions, and

encourage individuals to stretch beyond their agsboonstraints.

Investment on employee Training and career devedmpns considered important factor in
employee retention. The study found out that thekbaains its employees in order to equip
them with the necessary skills which will enable #mployees achieves the bank objectives.
The study established that training practice wasdienplemented by the bank and it resulted in
employees improving their capacity, provides emeésy with job specific training and
upgrading the skills of employees through higharcation is a valuable human resource policy.
This results are consistent with Gomez et al, (20@&lings that training provides specialized
technique and skills to employee and also helpsdbfy deficiencies in employee performance,
while development provide the skills and abilitesemployee which will need the organization
in future. The study findings are in tandem witk firevious studies that established relationship
training and development significantly influence @ayee retention. For instance, Mondy and
Noe (2005) argue that training and developmenthes formal activities designed by an
organization to help its employees acquire the ssany skills and knowledge to perform current
or future jobs. Training and development activitidge job training, coaching, mentoring and
counselling are important activities for employéeget valuable support, knowledge, skills and

abilities (Maths & Jackson, 2004). Therefore, tiggnand development plays an important factor
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in career satisfaction of an employee in their ealiwes. Moreover training provides employees
with specific skills or helps to correct deficieesiin their performances thus enhancing their

retention.

Employee retention is vital in all organizationgiaherefore having in place employee retention
strategies increases the chances of long term gegdo The bank was found to be using career
development practices in order to retain its emgdsyand it has resulted in happy employees;
improved skills and knowledge, successful presamabf organizational knowledge and

learning, contribute their maximum towards the gaafl the bank, and that it creates a world
class working environment that motivates and pi®pebple to work better and stay in the bank.
This is consistent with O’'Donnell (2007) findingdat career development practices in

commercial banks such as training, career planrangd, succession plan have the potential to
improve and sustain organizational performancesé&hactices include emphasis on employee
career planning based on fit with the company’sucal emphasis on behavior, attitude, and
necessary technical skills required by the job, mpensation contingent on performance, and

employee empowerment to foster team work, amongrsth
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CHAPTER FIVE: SUMMARY, CONCLUSION AND
RECOMMENDATIONS

5.1 Introduction

This chapter gives the summary, conclusion andnmeeendations of the study. The suggestion

for further research was also highlighted.

5.2 Summary of Findings

The study found out that in order to be viable, short-term, or to maintain competitive

advantage, in the long term, organizations mustimatnployees with appropriate skills in the
right positions and this was achieved through capé&ning. Career planning at POSTBANK
enabled the bank to develop staff for future posgj career planning being part of staff training
content, formal sessions for discussing careerldpueent of each staff and discussion by both
parties and this will help the bank to know theiposs in which they need to fill in order to

achieve its objectives. The study establishedtttebank have as part of their policy developing
of employees to fill future positions that may arihis was a clear indication that they took

career development with a lot of seriousness.

The human resource policy for POSTBANK was foundhéwe as part of its content issues to
deal with career counseling. Employees are guidedhow to make credible decisions
concerning their career paths and this helps erep®wunderstand their motives, values and how
they might contribute to the organization overa&degy objective. The study further found out
that the provision of guidance and counsellinghmy bank helps in promoting decision-making,
providing guidance to staff on career related sganhd obligation and the development of a

healthy self-concept among individual employees.
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Coaching and mentoring has become an importanteaepdeveloping employees’ attitudes and
behavior for organization effectiveness and thekldaas also undertaken steps to ensure that its
employees understands their careers by having ahtmwp and mentor employee and also
inviting others from outside the bank and this lshanced employee morale motivation,
productivity, reduce staff turnover, improve redaiship and teamwork between staff at different
levels, align employee performance with team andawizational objectives, enhance
communication between managers and teams and thepistaff to accept and adapt to changes

in a manner consistent with their personal values.

Investment on employee training and career devedopris an important factor in employee
retention and it has resulted in employees impig¥ireir capacity, providing employees with
job specific training and upgrading the skills ofifgoyees through higher education which is a
valuable human resource policy. The study fountl ¢theeer development practices have a great
impact on retention of employees in POSTBANK aséh®loyees were happy to work in the
bank, efficient as possible by improving upon thekills and knowledge, enjoy a healthy
working atmosphere, good relations with managerscessful preservation of organizational
knowledge and learning, creation of a world classkimg environment that motivates and
propels people to work better and stay in the bank.

5.3 Conclusion

Today it has become crucial to have a committeghlland retained work force, as it is the one
whose loyalty can actually pay off in the long riangain a competitive edge in the business.
Career development programs enhance employee penfice and have a positive impact on an
organization's overall effectiveness. Retentioncficas are complex and are not easy to
implement. In order for retention practices to Heative, the employees, and their managers or
supervisors need to be actively involved in thealigyment and implementation of the practices.
Managers need to have a clear understanding afdéds, abilities, goals and preferences of the

workforce.

Career development practices have a great effe¢che@roverall performance of the bank and

therefore the pursuit of career planning, guidaaee counselling, coaching and mentoring and
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training by the bank will equip employees with tieressary skills to undertake their duties thus
improving the overall performance of the bank agtgmtion of employees. The cost of replacing
employees is high and therefore the pursuits oftmes by the bank will enable employees
understand their career path and plan for the éutogether and this will result in building of a

bond that will result in retention of the employees

5.4 Limitation of the Study

The researcher used questionnaires with closeddequiestions to collect data. These types of
guestions have the disadvantage of limiting theaeses whereby the respondent is compelled
to answer questions according to the researchbmte. There are many other factors which
may affect the level of employee retention but tuéime constraint others were not taken for
research. The study is exclusive of any intervemingnoderating variables. The response from
participants may be lower than expected, which nragrfere with their willingness to

participate.

The vast nature of POSTBANK operations with st&itisned in all the major towns across the
country could not allow the researcher to reachofilthem due to time, finances and related
resources constraints. Another possible limitatsotinat the research was only carried out in one
organization. By conducting a larger study thatorporates a few more organizations, the
researcher could avoid this limitation and assistmiaking the results more generalizable. In
addition, employee retention is a very complex epacince definitions cannot be defined to
certain variables affecting the employee retenlisted by the researcher. Any attempt to define
these variables would not be easy as each indivithgatheir own perception of what employee
retention means to them. Therefore, determining twdraactly retains employees can be

considered to be somewhat subjective.
5.5 Recommendation for Policy and Practice

This research provides a considerable contributonhuman resource policy makers by
understanding the importance of organizational stpfo the retention of a competent work
force. Interpersonal relationships with supervisare especially crucial in recognizing the
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personification of an organization, further indurimrganizational support as a favorable
inclination to employees. For dynamic knowledge keos, the incorporation of career-related
advancement could enhance the obligation of empmy® choose to remain with the

organization.

The findings of the study will support motivatiorsaid hygiene needs theory as it highlights that
employees will stay in their work place as longtlasir needs are satisfied and motivated and
therefore the adoption of career development mestby the bank will motivate the employees
for they view the bank as caring for their needaployees are satisfied at their work by factors
related to content of that worlithout having adequate human resource, the orgaoizwill be
unable to achieve established goals; hence managimgn resource is the key role of success of an
organization. Currently, most organizations haeated their people as the most important resource
of an organization. Organizations have become awhiguman resources than earlier due to the

accelerating trends of globalization.

The study established that career developmentipeadn the bank have been undertaken in the
bank in order to achieve their objectives. it isoramended that the bank should identify those
benefits which have more influence on employeent&r. Furthermore, the bank needs to
revisit their present benefits package to ideritifgse benefits which are not useful in order to
replace them. A training program may be establisagda regular practice for provision of
training and retraining (refreshment courses) opypaties for their employees. This would not
only satisfy employees growth need but also enhance employee retentioe.bank employees
have primary responsibility for managing their easg however the bank must support career
development efforts and managers must facilitadé,control, the process. It is imperative that
managers be held accountable for the developmerpfoyees.

5.6 Suggestions for Further Research

The study was undertaken at the Kenya Post Saiagk alone and it is recommended that the
similar study be undertaken in other commerciakkan order to shed more light on the extent

to which career development practices influenceantmn of employees for every organization
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has its uniqueness on culture, staff, structuregueces and the environment it operates in is

different from others.

Another study should be undertaken into what eng#eybelieve are the organizational factors
impacting on employee retention. This investigatiatl provide management with a basis for

developing ideal retention strategies. There is alsed to study human resource development
practices in banking industry and also in orgamirest such as the hotel industry, government

ministries, parastatals and non-governmental orgaions.
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APPENDIX I: QUESTIONNAIRE

Please give answers in the spaces provided an@vtick the box that matches your response to

the questions where applicable.
Section A: Demographic Profile

1) Name of the respondent (Optional): .........oooiiii i e e e e
2. What cadre of staff do you fall under?

a) Senior Management ()
b) Middle level Management ()
¢) Unionisable ()
3. Gender: Male () Female ( )

4. Highest level of Education attained?

a) Primary () b) Secondary ()
c) Certificate/Diploma () d) Bachelors Degree ()
d) Masters Degree () e) Others ()

5. What is your age bracket? (Tick as applicable)
a) Under 30 years () b) 31-40years ( )
c) 41 -50 years () d) Over 50rgea ()

6. Length of continuous service with the bank?

a) Less than five years ()
b) 5-10 years ()
c) Over 10 years ()
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Section B: Career Development Practices

7. To what extent does the bank undertakes thewolg career development practices? Use 1-

Very low extent, 2-Low extent, 3-Moderate extent(#eat extent, 5- Very great extent

Career Planning 112|345

The bank discusses career plans with staff befecgsibns are taken gn
what is appropriate for both parties

Developing staff for future positions in an orgatian is a human
resource policy
The bank has a dedicated officer responsible fizargplanning for staff

The bank dedicates formal sessions for discussangec development of
each staff
Career planning is part of the staff training comnte

Employee Guiding and Counseling

Career counseling is a fundamental human resowiggypn the bank

The bank provides guidance to staff on careereélaghts and obligatio
in the staff hand book

-

—n

In the bank employee guiding and counseling heigheé development g
a healthy self-concept among individual employees

The bank undertakes guidance and counselling irota promoting
decision-making

Guidance and counselling help employees in the harderstand thei
motives, their values and how they might contribictehe organization
overall strategy objective

=

In the bank, guidance and counselling employeafgldreir immediate
employment goals, understand and access job ant-trakiing
opportunities

Coaching and Mentoring

The bank facilitates career talk for each staff

Coaching and mentoring is undertaken in the bankrder to help its
employees grow and develop
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Coaching and mentoring helps employees during chamgnagement i
order to help staff to accept and adapt to chang@smanner consiste
with their personal values and goals

-

Coaching and mentoring in the bank enhances monadgivation and
productivity and reduce staff turnover as individuéeel valued ang
connected with both small and large organizatichahges

)

Effective coaching and mentoring helps to produaaproved
relationships and teamwork between staff at diffelevels

In the bank, coaching and mentoring helps to atigiployee performanc

with team and organizational objectives, maximizergyths, and enhanc

communication between managers and teams

Coaching and mentoring in the bank helps emplotaes ownership an
responsibility for their behaviours

|8

Training

Training programs are defined for staff career tguaent

Upgrading the skills of employees through highewoadion is a valuabl
human resource policy

D

The bank requires staff to undertake professioeakkbpment program
to improve their capacity

There is a well-organized training program in tlaalo

This bank provides employees with job specificrtirag)

Sufficient money is allocated for product and solutraining

The organization releases employees from regulak veoattend training
and even sponsor them where possible
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Section C: Employee Retention

9. To what extent have career development pradtictee bank influenced employee retention?
Use 1- Very low extent, 2-Low extent, 3-Moderatéeex, 4- Great extent, 5- Very great
extent

Employee retention 112|345

Employees are happy to work in the bank

It creates a world class working environment thativates and propel
people to work better and stay in the bank

[72)

The employees will cooperate voluntarily with masagnt and will
contribute their maximum towards the goals of thiegprise

Employees are efficient as possible by improvingrugheir skills and
knowledge so that they are able to contribute égpttogress of the bank

Employees enjoy a healthy working atmosphere, gabdtions with
managers, effective succession planning

It results in successful preservation of organaal knowledge and
learning

THANK YOU FOR YOUR TIME
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