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ABSTRACT
Promotion decisions in an organization are not @mlyexpression of gratitude and reward for

effort, but also a chance for self-fulfilment andreer advancement, satisfying an individual's
need for achievement and succgsrns, 1992). Promotion communicates on what agkets
organization values most. It raises employee stahgs is a visible sign of esteem from the
employer. It is a form of employee recognition fachieving significant and effective work
contributions in the institution; therefore it mums available to employees who play any role in
the contribution of work and value in organizatioBsnployees who feel little opportunity for
growth and no reward for their hard work usuallyn'tiéeel motivated to continue to perform to
the best of their abilities. According to Lauri®d(®), Employers who don't recognize employee
talent and performance through promotion may rigging a hard-working employee. The
objective of the study was to identify various méved factors that influence promotion of
employees at cooperative bank of Kenya headquaifées study was carried out in one of the
Local Banks namely Cooperative Bank of Kenya, whiel a population of 92 staff at the Back
office support department at the headquarters.mpgaof 75 employees was chosen randomly
from the five job groups using stratified samplinthe study utilized both inferential and
descriptive design employing both qualitative andgitative methods of data collection. The
data was collected mainly through the use of qaestires. The research revealed that
education and experience of employees highly inftles promotion decisions in the
organization. The study recommends that the Cotiperdbank of Kenya and the banking
industry in general must review their promotionigiels to enable their employees to advance

career wise in order to retain and motivate emmeye perform better.
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CHAPTER ONE

INTRODUCTION

1.1 Background of the Study

Promotiondecisions in an organization are not amyexpression of gratitude and reward
for effort, but also a chance for self-fulfilmeand career advancement, satisfying an
individual's need for achievement and suc@sss, 1992). Promotion communicates on
what assets the organization values most. It r@sgdoyee status and is a visible sign of
esteem from the employer. It is a form of emplog@®ognition for achieving significant
and effective work contributions in the institutjotherefore it must be available to
employees who play any role in the contributionwaifrk and value in organizations.
Employees who feel little opportunity for growthdamo reward for their hard work
usually don't feel motivated to continue to perfdonthe best of their abilities. According
to Laurie (2005), Employers who don't recognize leyge talent and performance
through promotion may risk losing a hard-working pdoyee. Understanding how
employees are motivated by promotions can help nlessi owners and managers
understand their significance. Increases in payeof the most tangible and appreciated
rewards of promotions. When employees receive mption inform of a pay raise, they
feel that they are being compensated for a job delle and may feel more motivated to

continue their efforts (Degroot, 2006).

Employees who are promoted to increased respoitgimidy feel more accountable or as

though they are an important part of the biggetup& Increased responsibility helps
1



employees rise to and meet the challenges of t®w position or role within the

company. The opportunity to meet challenges ofteesghand in hand with increased
responsibility. Increased responsibility from prdions exposes employees to more
difficult or challenging situations and many emmeg are motivated simply by the
chance to conquer tougher or more complex chalker(@¢ilson, 2003). Challenges
provide opportunities for personal and professiog@wth. Employees also obtain a

sense of accomplishment and pride when the chalbag been met.

Increased autonomy is often linked with promotiecidions; as employees are promoted
to higher positions of responsibility they usualjain the chance to work more
independently, with less supervision and with matghority. Employees who value
autonomy appreciate having more input into whay th@ and having more control over
their work. Many people are motivated by the chawacassume greater responsibility in
their jobs, (Herzberg, 2003). The availability ofomotion opportunities and career
advancement for employees in the work place playsrgortant role in developing a

magnetic culture that raises employee engagemegitifethe organization.

1.1.1 Concept of Perception

Perception is the process by which people transiatsory impressions into a coherent
and unified view of the world around them. Thougltessarily based on incomplete and
unverified or unreliableinformation, perceptioneiguated with reality for most practical

purposes and guides human behavior in general(Bssidictionary).Perception can be
described as a process by which persons categarde understand their sensory

impressions in order to give meaning to their emuinent (Misuko, 2012). It starts with

2



the brain seeking information, mainly by directirg person to look, listen and
sniff.(Sumaia,2010).Different people have differgmtrceptions on different things.
Therefore, perception can cause disagreements apewnpe, because each person sees
things differently. It is not unusual for two peeplo see something and perceive it
differently. In an organization, there are manyaiions that arise that a manager must
decide between truth and perception. Basicallygragn knows the object is familiar and

whether it is desirable or dangerous (Millar, 1977)

According to Griffin (1992, the senses play a critical role in perception aelkakior.
They not only allow one to perceive his/her envinemt, they also enable one to act in
response to it. Sensation and perception psychatogge of the oldest fields of study in
social psychology. Perception leads to decisioningalnd action taking. At the most
basic level, the decision is to act or not to aud &is depends on how one develops
motivation. With every action there is always a@etlternatives from which to choose,
even though oftentimes it might seem as if theeenar alternatives. Sisson (2000) argued
that the meaning one gives to a stimulus he/sheepes fundamentally shapes the
choices and actions taken in response to it. Hoe rmakes decisions is based on the
human instinct of self-preservation. We're all, & trying to maximize our chances of
survival and preserve ourselves. This is a commotivation among all human beings.
While we all share the same motivation, that's whigre similarity ends. We differ
greatly and where we each express our individu#ityy the choices we make and the
actions we take to achieve self-preservation. How analyzes what they perceive is
greatly influenced by many factors including thgiast experiences, feelings,

3



imagination, values, memories, beliefs and thelitucal setting. Because the content and
degree of these influences is different for eveeyctme same object or event can be

perceived very differently by different people. 3is why perception is not reality.

1.1.2 Promotion Decision

A promotion decision is when the management ofrgarzation resolves to advance an
employee’s position through appointing this empéoye a position that guarantees a
higher salary range than the one this employeeraseptly assigned to (Bach,2005).
Along with higher salary, the new position also uiegs the employee to take more
responsibilities and perform other (more complaxjes. Although companies attempt to
comply with fair employment laws, many firms contén to have problems with

employees who perceive unfair treatment in pronmotitecisions. Selection systems
guiding promotion decisions may take many forms,cluding interviews,

applicationblanks, resumes, oral examinations, tewrit examinations, situational
judgment tests, assessment centers, personality esluation of prior experience and

biodata (Bach,2005).

Promotion can be used as a communication tool enntlost valuable assets in an
organization. It raises employee status and isidlei sign of esteem from the employer.
It is a form of employee recognition for achievisggnificant and effective work

contributions in the institution; therefore, it il available to employees who play any
role in the contribution of work and value in orgaations. Promotion in organizations is

a sensitive issue which must be handled carefillypmotion may either make the

4



organization achieve or fail to achieve its objeesi depending on how it is managed
(Dessler ,2003). Most promotional decisions are entmb quickly and without sound
rationale, putting some structure and objectivitipithe process was help immensely in

making the right decision.

Sumaia (2010) notes that promotion decisions ametmes based on who is well liked
in the organization. Many managers promote peaplkbe work place because they like
them. They want to reward the individual for makithgm feel good and for being a
good team player. Other employees are promotedaltieeir good performance in their
current positions (Spilerman and Petersen, 1999¢yTo not determine whether these
employees will be effective in the next level. Magmployees that are effective in their
current positions fail miserably as managers ametisisors. Managers must understand
that, it is sensible to promote an employee whewy tiave ability to manage effectively.
Personal bias about employees must be shelved ml&mng promotional decisions in
organizations. Unless an employee is excellentlyfdi the job, they should not be

considered eligible for promotion.

1.1.3 Factors Influencing Promotion Decisions

Graham (1998) notes that job performance is a lkagtof in determining which

employees are selected for promotions and whenetlpemotions occur. Besides
employee performance, demographic characteristicgloyee educational attainments
or competencies, on the job training, Time/ tenareurrent job or grade, manpower
plan, seniority and merit also affect promotionidiens in organizations. Personality of

employee, completed training and courses, Behanor self — presentation, Company
5



situation and Willingness to change jobs also eiflce promotion of employees at the
workplace. Human capital theory argues that an eyeg's education increases his or

her skills which in turn enhance future job perfarmoe (Breckler, 1984).

Individuals invest in their education with expematthat their organization was reward
their potential with a faster career path .Scregrtimeories suggest that educational
attainments influence promotions these theoriegeatlyat managers find it very costly to
obtain accurate information about an employeet®mal value to an organization in
this situation it may be economically efficient fdecision makers to assume that formal
education attainments signal future success (Resenb1984). Higher education
influence promotions because decision makers usea#idn as a screen to hire and
place better educated employees into fast trackrardheoretical arguments for race
and gender effects on promotion can also be graundehuman capital theory
(Breckler1984) Human capital theory contends thatiation in upward mobility is
largely attributed to differences in quality andaqtity of the educational opportunities

available to women and minority groups

Skills, experience, reputation, and work ethic atke factors that help to secure a
promotion.Cole and Gerald (2005) stated that tigamization has to be sure that it trains,
develops, and promotes employees that are thelikelgtto succeed in leadership roles.
Employees to be promoted should be top perforntieesnployees can’t perform well in

their current role, they likely won’t perform wedit the next level. The management

should know the attributes and characteristics toftop performers throughout the
6



organization and at every level. There are sevdiffi¢érent types of potential and
classifying employees into different levels of putal which helps determine the level of
potential the employee has — such as the abilitynave laterally, one level up, or
multiple levels up. It also helps prioritize whouwoorganization should develop, into
what roles, and the promotions for which they stodde considered (Millar
,1977).Comparison should be made on the abilihey have already demonstrated on
the job and the abilities they need to perform irditierent or higher role in the
organization. If employees have too many knowlealge ability gaps, they may not be
the right candidates for promotion unless they haremendous learning agility.
Employees’ motives and interests when selectingntfier promotion also have to be

considered (Claydon, 2004).

1.1.4 Co-operative Bank of Kenya Ltd

The Co-operative Bank of Kenya Limited is incorgechin Kenya under the Company's
Act and is also licensed to do the business of ingnknder the Banking Act. The Bank
was initially registered under the Co-operative iSes Act at the point of founding in

1965.This status was retained up to and until Zifte 2008 when the Bank's Special
General Meeting resolved to incorporate under tlmeng@anies Act with a view to

complying with the requirements for listing on tRairobi Stock Exchange . The Bank
went public and was listed on December 22 2008reShareviously held by the 3,805
co-operatives societies and unions were ring-fenoeter Coop Holdings Co-operative

Society Limited which became the strategic investdhe Bank with a 64.56% stake.



The Bank runs three subsidiary companies, nameahgdom Securities Limited, a stock
broking firm with the bank holding and controllii®% stake, Co-op Trust Investment
Services Limited a fund management subsidiary wkmlNned by the bank and Co-op
Consultancy & Insurance Agency Limited, the corper@nance, financial advisory and
capacity-building subsidiary wholly-owned by thenkaThe bank’s vision is to be the
leading and dominant Kenyan bank with a strong trywinde presence, playing a central
role in the co-operative movement and providingevaht and innovative financial
services to customers for the optimum benefit betakeholders. Its mission is to offer
value-added financial services to the chosen magients with special emphasis on
the co-operative movement through a highly effectivetwork of service points,

excellent customer service and a highly motivagzsht of qualified personnel.

The Co-operative Bank of Kenya Limited was ownedolgr 154,942 shareholders by
the year 2011. Out of this, Coop Holdings Co-opeeafociety Limited owns 64.56%,
with the rest held by other investors. The Bank &masauthorized share capital of Kes
5,000,000,000 made up of 5,000,000,000 shares ®fLk3d) each, and an Issued and fully
paid capital of Kes 3,492,370,900 made up of 332900 shares of Ksh 1.00 each. As
at the close of 2011, Co-op Bank had a staff establent of 3,193 employees (www.co-
op bank.co.ke). Co-operative Bank of Kenya Ltd regmb a Profit Before Tax of
Kshs.6.36 billion for the year ended December 3L,12which was be underpinned by
growth in the loan book to 168 billion and growthdustomer base by 44% to stand at
2.3 million account holders that grew income froomenissions tremendously. In line
with the new constitution the bank performed atsgig positioning of its outlets and
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mapped out an additional 42 branches 30% of whiehalkeady operational (www.co-

opbank.co.ke).

1.2 Research Problem

Lazear (1999) argues that promotion decisions igamezations are determined by
perceptions from different people working at diffiet levels of management. It may
result from an employee taking on responsibilityrtanage or oversee the work of other
employees. Employees’ perception of their jobsdsedda on their opportunity of being
promoted as well as career advancement (Bonnier&lyg 2005).Promotions appear to
be the most important form of pay for performantanost organizations, especially in
hierarchical, white-collar firms. They are the pairy means by which workers can
increase their long-run compensation (Cole and I@e2805), Therefore, promotions
should generate substantial motivation in manyirggst Moreover, there often does not
seem to be strong pay for performance within jafasich only increases the apparent
importance of promotions for organizational inceaes (Anderson, 1996) Promotions
serve two roles in an organization. First, theyphedsign people to the roles where they
can best contribute to the organization's perfoocearSecond, promotions serve as
incentives and rewards.Wilson (2003) stated thatmptions are used as the primary
incentive device in most organizations, includingrporations, partnerships, and
universities but promotion-based incentive scheimsge many disadvantages and few

advantages.



The promotion decisions at Cooperative Bank of Keaye governed by policies and
guided by Performance appraisal systems in thé gpafrating manual. Promotions are
awarded according to performance in the yearlyengsj on available opportunities, or to
those who have been in an acting capacity in aabta/e their grade for a period of six
months continuously, promotions are also awardégestito exceeding the set targets on
number of accounts opened, (Cooperative Bank 8taffual).Promotions are also based
on recommendations by the management. Whetherrtimgtions are awarded based on
the policies or the appraisal system or other factach astenure, likeability, personality,

gender or ethnicity is what the study aimed toldista.

Local studies done in the area of factors influeggromotion decisions include Rotich
(2011), conducteda survey of factors influencingnpotion of secretariat staff in
Teachers Service Commission and argued that toopf@motion positions, policies,
delays and unfair practices, interferences by éstexd parties and unwillingness of
Teachers Service Commission employees and managémaccommodate changes are
some of the factors that affected employees’ pranset Winda (2012) studied
employees' perception of the staff promotion precéise case of middle grade staff in
the University of Nairobi. He concluded that the shemportant criteria used for
promotion are relationship with the heads of sestidepartments/colleges and the ethnic
background. Ongamo (2012) studied perceived fadtdiigsencing employee promotion
in Mumias Sugar Company limited. The research figdi indicated significant
differences in most of the factors relating to potion. Work experience and academic
gualification, performance, length of service, mesuccess in projects and multi-

10



disciplinary professional knowledge, Luck, age, amm personal similarities between
supervisor's workers had varying degree of inflleeno promotion decisions. No known
studies have been done on the perceived factohsending promotion decisions at
Cooperative Bank of Kenya despite the company lgaleen in existence for decades.
The previous researchers adopted different obestand therefore this study seeks to fill
the gap in literature by investigating the percdiviactors influencing promotion

decisions at Cooperative Bank ofKenya; hence thestipn what are the perceived

factors influencing promotion decisions at CoopgeeaBank of Kenya?

1.3 Research Objective

The objective of the study was to establish thecgieed factors influencing staff

promotion decisions at Cooperative Bank of Kengmdyuarters.

1.4 Value of the Study

Promotion in organizations may be perceived to t@kee based on positive as well as
negative factors determined by owners and managérs.study provides an extensive
explanation of best practices that top level mamage in organizations must consider
before making promotion decisions. The manageme@oaperative Bank of Kenya is

targeted to benefit from this study. Managers abgeéoative Bank of Kenya will have a

better understanding on what basis promotion datssof employees should be made.
They will recognize that employee motivation anchamcement of work is achieved
when promotion is conducted in fairness, this stuilly also assist the management in

formulating better policies that will govern prorots
11



Managers in other banks will also use informatioovmled in this study to enhance their
promotion decision based on performance apprais@nployees. Additionally, other

managers in private and public institutions wilhbét from this study by understanding
that promotion decisions of employees should notliseriminative based on length of

service, academic qualifications, level of an emp®or marital status.

This study will also benefit future researchers wiamt to look further into the field of
perception of promotion decisions and other relébgics. They will use the information
provided in this research to expound on other rekestudies for better description on

what managers should consider when making promagarsions in organizations.
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CHAPTER TWO

LITERATURE REVIEW

2.1 Introduction

This chapter discusses a review of available lkiteeaon the study. The literature
wasbased mainly on promotion and how employeeseperor respond to promotion

opportunities at their work place.

2.2 Theories on Promotion

Several theories were used to explain promotionsaet which includes theory of
reinforcement and motivation. Reinforcement is #wt of shaping the behavior of
individuals in an organization which has a comboratof reward and punishment
(Armstrong, 2001).Positive reinforcement is, Anggdant or desirable consequence that
follows a response and increases the probabilétttie response was be repeated (Wood
and Boyd 2005).B.F. Skinner's Reinforcement Thesmgumes behavior is motivated by
past consequences. People do things that have kddrable consequences in the past,
and avoid doing things that have resulted in umdb® consequences thus employees
was be challenged to perform their best once theyaware that a good performance at
work was lead to promotion (Armstrong, 2001).Pwsitreinforcement uses the reward
system. The rewards in the workplace include, batret limited to monetary bonuses,
promotions, praise, paid holiday leave, and atentiGiving rewards may not result

in the desired effect or behavior. The reward natishulate the person to produce the

13



desired behavior (Millar, 1977). Rewarded behawasbe repeated and strengthen the

performance of an organization.

Peter and Hull (1969) came up with The Peter Rulactheory and suggested that
organizations risk filling management roles withopke who are incompetent if they
promote those who are performing well at their entrole, rather than those who have
proven abilities at the intended role. In an orgational structure, the assessment of the
potential of an employee for a promotion is ofteasdd on their performance in the
current job which results eventually in their beipgpomoted to their highest level of
competence and potentially then to a role in withgy are not competent, referred to as
their level of incompetence. They noted that theoompetence may be a result of the
skills required being different rather than mome.ah organizational structure, the Peter
Principle's practical application allows assessnuérihe potential of an employee for a
promotion based on performance in the currentJdle employee's incompetence is not
necessarily exposed as a result of the higher-ngnkosition being more difficult simply,
that job is different from the job in which the eloyee previously excelled, and thus

requires different work skills, which the employeay not possess.

Vroom (1964) Expectancy theory proposes that aiviehgal was decide to behave or act
in a certain way because they are motivated tocselespecific behavior over other
behaviors due to what they expect the result dftbkected behaviorwas be. "This theory
emphasizes the needs for organizations to relatards directly to performance and to
ensure that the rewards provided are those rewdederved and wanted by the
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recipients. Vroom asserts, “Intensity of work effdepends on the perception that an
individual's effort was result in a desired outcdn{eloldford and Lovelace-Elmore
2001). Vroom suggests that “effort, performance agard must be linked” .Three
factors direct the intensity of effort put forth an individual, according to Vroom;
expectancy, instrumentality, and preferences (Hottf and Lovelace-Elmore,
2001).Vroom's theory is based on the belief thagtlegee effort was lead to performance

and performance was lead to rewards which inclpdasotion (Vroom, 1964).

Herzberg (1959), two-factor theory is based onasgumption that employee satisfaction
and dissatisfaction come from different areas. s&attion comes from having
opportunities within a job; for instance, the enyale's belief in a chance for promotion.
He says that advancement and promotion leads tologe® satisfaction and that
promotion should be earned, however; seeing othdimnce unfairly could lead to
dissatisfaction. Opportunity for promotion helpsare employees because they feel that
their work and financial future can be improvedtigh effort. Promotion lets employees

know they are valuable and that recognition aldpshweith the retention effort.

2.2 Factors Influencing Promotion

Graham, (1998) Job performance is a key factoreterchining which employees are
selected for promotions and when those promotiogsuro Besides employee
performance, demographic characteristics, emplaes=gional attainments or
competencies, on the job training, Time/ tenureunrent job or grade, organizations

policies, manpower plan, seniority and merit aldbec promotion decisions in
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organizations. Personality of employee, completathing and courses, Behavior and
self-presentation, Company situation and willingnée change jobs also influence

promotion of employees at the workplace
2.2.1 Demographic Characteristics and Employee Proation

Spilerman and Petersen, (1999) demographic vasake used to show that age, gender,
marital status, educational qualifications andraféitive action have important effects on
career progression. Affirmative action programsehplayed a critical role in opening up
opportunities for women and minorities to beginake their rightful place in our society.
But equal opportunity for women is still a long wayf.Employers must make sure
designated groups e.g. women and people with diisadihave equal opportunities in the
workplace.Designated groups must be equally repteden all job categories and levels.
Affirmative action makes sure that qualified desitgd groups have equal opportunities
to get a job or be promoted.Employers must find esrdove things that badly affect
designated groups,support diversity through eqigality and respect to all people,make
changes to ensure designated groups have equateshansure equal representation of
designated groups in all job categories and lewetise workplace and retain and develop

designated groups.

Lawler (2003)stated that gender, ethnicity and agediination at work remains a
problem for those at both extremes of the workingupation, witholder people viewed
as being more friendly, having higher moral staddand as being more competent than
their younger counterparts. According to Denise tkega chief executive of the

Inclusion, he stated that there is a very high ams¢ of age-related unfairness,
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particularly when people are selected for a newgopromotion only if their ‘face fits',
which unfortunately means some people feel thantalkn't enough to overcome such
prejudices. While many companies have solid ditgrgolicies, this may not run
throughout the company, which is an issue that séethe addressed. It is important that
manager’s do all they can to ensure this doeseaat to discrimination or favoritism of

any kind, which could cause the exclusion of tadnhdividuals from the workplace."

Mullins (2005), Even though an employee is only gear old in the organization, but
still if he can perform better than his team leadad senior colleagues, he was get
promotion before them. There can be demoralizaticdhe team if you allow a manager
to get promoted before his or her time. Becauserlghe may not be mature enough to
deal with human issues. Experience counts sincenaployee with more experience
understands the company better than the new cdedida very well knows the present
environment and how to act in which kind of sitoatwhich a young candidate doesn't

know.

2.2.2 Employee Performance and Promotion

In an organizational structure, the assessmenh@fpbtential of an employee for a
promotion is often based on their performance endiarrent job which results eventually
in them being promoted to their highest level ompetence. In an organizational
structure, the Peter Principle's practical applicatllows assessment of the potential of
an employee for a promotion based on performandbdrcurrent job. Mitchell (1989)

one of the key factors in getting a promotion i a stellar employee who is highly
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respected at the company. Job performance andsedtdined at work is one of the key
factors that influence career advancement withiaoizations. But in company games
they are not only job performance or work resuits affect career development, equally
important and many times more important is the super’s view and evaluations of job

performance and superior’s decision about carexgrpssion of their subordinates.

Mitchell (1989) argued that employees should benated not based on contribution but
rather on potential. Excellent contribution in areat role means they are excellently
suited for that role. They may or may not be refadya promotion. Promotions should be
based on work level and problem-solving capabildyhen their mental bandwidth
matures into the next level, they should be proohdatethe next level. Unfortunately,
organizations development plans do not track thitor, and therefore, do not align
individual development planning with this. ThisJyea some employees with problem-
solving capability ahead of their knowledge, skdlsd experiences and leaves others

receiving training and developmental experiencesnaturely.

Armstrong(2001) stated that performance is an alsvitactor to see if an employee
should be eligible for a promotion or not. Aftet, @ahe organization would want to
reward performance while at the same time, stragropmance is a good indicator to
maximizechances that the employee will continuddiiver great results in the new role.
Bach(2005)for most organizations though, it mayqoée difficult to base promotion
eligibility purely on performance. Not all manageese reasonable, willing to
differentiate or able to have a conversation whkirt employees who expect a promotion
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and tell them that they’re not ready yet. The penfance based promotion serves as a
very strong incentive for the employee to work leartbr the success of the company.
However, in most cases, performance and produgtindreases along with experience.
The longer the employees have worked, the morewliépe able to work efficiently. So

it is more likely that an older employee will outfzgm a new one.

According to Luthans (2002), the management shokimdw the attributes and
characteristics of its top performers throughowt tirganization and at every level.
Understanding what defines a top performer at thaye mid, management and
leadership levels was help make selecting emploiggggomotion much easier. Keeping
in mind, however, that just because the individuoely be a top performer, doesn’t
automatically mean they have potential. The emmoyeust have demonstrated

thecapacity to take responsibility and show deeisess.

2.2.3 EmployeesPersonality and Competencies

According to Gabris, (1989)competencies are alsatyakeople need to be successful in
their jobs. Competencies include all the relateovidedge, skills, abilities, and attributes
that form a person’s job. This set of context-speajualities was correlated with

superior job performance and can be used as aasthrgainst which to measure job

performance as well as to develop, recruit, hir promote employees.

Mullins (2005) argued thatemployee's personalityl @ompetence was a necessary

prerequisite for working on certain job positionBersonality of employees and
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supervisor’'s ideas about personality profile fog fob was one of the key factors with
direct effect to career advancement.Interpersckifit @are very important — some times
more important than technical skills.In higher piosis the employee must be prepared to
over-stretch himself when situation demands it. Témaployee must have good
interpersonal skills along with specific job skillsligher responsibility by way of
promotion mostly involves managing more people unolee’s responsibility. Some
persons may be quite excellent in efficiently ciaagyout their work, but not too good in

mingling with or in handling people.

The employee should have a high sense of loyalty¢oorganization. However, if the
person demonstrates his identification with thelgaad values of the organization, if he
does not act as a parasite to stealthily enjoy preks and privileges from the
organization by some devious means, then he shmeildonsidered for promotion. A
person with long-standing experience of workingha organization sometimes has the
core values of the organization better imbibed hent than someone who joined
relatively recently (Armstrong,2001).Personnel filean come in handy when making
promotion decisions. Many managers refer to infdaioma about an employee's
performance reviews and evaluations, skills applsisdisciplinary actions, and
attendance records. An employee who rates wellllirar@as may be chosen for a

promotion over one who has repeated attendanceaptnary problems.
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2.2.4 Education and Experience of Employees

According to Lawler (2003),some promotions are Hasatirely on pre-established
criteria of what is expected of the employee. Resgnents, qualifications and experience
may be criteria used to promote a worker to a nesitijpn, for example some jobs may
require a bachelor's degree in a particular fi@ldjcense, certification training or a
specific number of years of work experience. Alaitand skills are also criteria that
create a foundation for decision-making procesbkease might include leadership skills,

management experience, marketing abilities or birtigeapabilities.

Employees’ education level, training history, exgece, and job knowledge as well as
the knowledge required for the role are factors saered in making promotion
decisions. Comparison is always made on the aslithe employees have already
demonstrated on the job and the abilities they ne@erform in a different or higher role
in the organization (Gabris and Mitchell, 1989).Ealion, skills, experience, reputation,
and work ethic are all factors that help to secar@romotion.Adequate education,
completed courses and training programs are obax€ factor with direct influence for
promotion in organizational structure. In some cames it is very difficult for an
employee without university degree to advance cawmige to major work for an
employee with a university degree has obvious atdgnwhen it comes to promotion.
Cole and Gerald (2005) stated that the organizdtamto be sure that it trains, develops,

and promotes employees that are the most likebytoeed in leadership roles.

Education or training background helps in identifyi and prioritizing who the

organization should develop, into what roles, amal gromotions for which they should
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be considered (Millar ,1977). If employees have moany knowledge and ability gaps,
they may not be the right candidates for promotinless they have tremendous learning
agility. Employees’ skills, potential and experienwhen selecting them for promotion
also have to be considered (Dessler, 2003). Theagement should consider whether the
employee has the potential, knowledge and skilisafposition besides their current role

and for what specifically.

Randell (1994)stated that it is assumed that thgdothe person has been employed in
the company, the more knowledgeable that persoridMo@ regarding the company’s
internal operations. When a company wishes to ptenan employee especially to a
managerial position, it is the experience that teunost. There are many things in a
company that can be learned and mastered only ghr@xperience, no matter how

educated, intelligent, and diligent the person is.
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CHAPTER THREE

RESEARCH METHODOLOGY

3.1 Introduction

This chapter presents a methodological orientatiothe study. It includes a systematic
description of research design, target populatsampling technique, data collection

instrument and data analysis and presentation.

3.2 Research Design

A descriptive designwas used to investigate thecgveed factors that influence
promotion decisions of permanent staff in CoopeeaBank of Kenya. Descriptive study
was chosen due to its appropriateness to enablerglaing the results to a large
population.The descriptive research approach allovanalysis and relation of
variables.Descriptive studies are usually the besthods for collecting information that

demonstrate relationships and describe the woritdeagsts (Todd, 2007)

3.3 Population

The population of study comprised of Back officgpport staff at Cooperative Bank of
Kenya who are at the head office which has a pdipulaf 92 employees as shown in

Table 3.1

23



Table 3.1: Population

Job Group Frequency
Subordinates 24
Clerks 21
Section heads 18
Supervisors 14
Management 15
Total 92

3.4 SampleDesign

A sample of 75 respondents was picked from thebbgmups (Subordinates, Clerks,
Section heads, Supervisors and Management) so gévéoequal chance to all the
employees in the different levels. Stratified sangpwas done by randomly picking the
respondents from each job groupby using their pedstile numbers. Random sampling
was ideal since studying the entire population wduhve required a lot of time and it
would have also been too costly. Slovins formula wsed to determine the sample size.
Guillford and Frucher (1973), Slovin's formula a&® a researcher to sample the
population with a desired degree of accuracy.Vegithe researcher an idea of how large

his sample size needs to be to ensure a reasamEileacy of results.
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n=N/(1+ Ne"2)

n=Number of samples
N = Total population

e = Error tolerance

74.79=92/1+92*0.052

n=75

3.5 Data Collection

In this study, the use ofquestionnaires was consitdappropriate. The questionnaires
contained both open ended and closed ended queslibe questionnairesweredivided
into twoparts; Part one was structured to captespandent’s personal information; Part
two to captureperceived factors influencing promotof staff in Cooperative Bank of
Kenya. Questionnaires were distributed by droppamgl picking them from the

respondents.

3.6 Data Analysis

Data collected wastabulated and descriptive stistised for the analysis. The

descriptive statistical tools such as frequenciesmand percentages and standard
deviation were used in describing the data. Infiméstatistics was used to generalize the
results from samples to population. The Statisiealkage for social science (SPSS) was

also used to analyze the data.
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CHAPTER FOUR

DATA ANALYSIS, PRESENTATION AND INTERPRETATION OF
FINDINGS

4 1Introduction

This chapter discusses the findings of the studglyais, presentation and interpretation
of the data collected. Data was analyzed in twdi@es, section one presented the
respondents demographic characteristics and sectiso the perceived factors
influencing promotion decisions at Cooperative BafkKenya which were Education,

personality and competence, employee performantel@mographic characteristics.

4.2Response Rate

The questionnaires were distributed to 75 respdsdeut of that 59 were returned as
shown in Table 4.2. Response (78%) and non-resp(@¥é).According to Mugenda
(2003) recommends 70% as a good response ratalagdade for data analysis.

Table 4.2 Response rate

Category Frequency Percentage
Response 59 78
Non- Response 16 22
Total 75 100

Source: Researcher (2014)
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4.3Background Information of The Respondents

This section discusses the demographic charaatsrist the respondents. This involves
the gender of respondents, age, level of educatiomber of years in employment and

their various job grades.

4.3.1 Highest Level of Education

The study sought to establish the level of edunatbthe respondents. The level of
education was important in the study because ivetdowvhether the respondents had the
adequate level of education to understand the @brened the language of study. The
findings were presented in Table 4.3

Table 4.3 Highest Level of Education

Category Frequency Percentage
High School 0 0

College Diploma 16 27
Bachelor's Degree 36 60
Master’s Degree 7 13

Others 0 0

Total 59 100

Source: Researcher (2014)

The study revealed that those who had attained B&&oonly attained a Bachelor's
degree, College diploma education were 27% oféspandents, while 13% had attained

a Master's degree. From the analysis it is evidkat respondents who had attained a
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Bachelor's degree were the majority.It is evidemattmajority of the employees at
Cooperative Bank are Bachelor Degree holders.Tvel [&f education was important in
the study because it showed whether the respontiextthe required knowledge that

would enable them to understand and respond efédgtio the questionnaires

4.3.2Current Job Group

The study sought to establish the job groups ofélspondents; this was to find out how
the respondents in the different job groups pesxzkipromotion decisions as shown in
Table 4.4

Table 4.4Current Job Group

Category Frequency Percentage
Management 10 17
Supervisors 13 22

Section Head 14 23
Clerical 7 12
Subordinate 15 25

Total 59 100

Source: Researcher (2014)

From the Table 4.4above, most of the respondents wgbordinates and this had the
greatest percentage at 25%. The respondents rafgdsby supervisors and section
heads were at 22% and 23% respectively. The clestati had the least representation of

respondents at 12%.From the above analysis ititert/that majority of the respondents
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were subordinates. It was important to know th@weadents job groups so as to have an
overall representation for all job groups of alé thtaff in Cooperative Bank so as the

results will be applicable to all the employees.

4.3.3 Years Worked With the Organization

The study sought to establish the number of ydasréspondents had been employed
inCooperative Bank of Kenya. Thiswas to determimetiver the respondents have been
there long enough to give accurate informatiornttierstudy. The findings were presented
in Table 4.5

Table 4.5 Years Analysis

Category Frequency Percentage
Less than 2 years 11 20

2 —5years 9 15

6 - 10 years 24 40

10 years and above 15 25

Total 59 100

Source: Researcher (2014)

From the Table4.5the respondents who have work#dthe organization for less than 2
years were 20%. Employees who have worked wittothanization for a period of 2 - 5
years have the lowest number at 15% theywere et Bs compared to the rest. Those
who had worked with the organization for 6 — 10rgeaere the majority at 40% .Those

who had worked with organization for 10 years ahdve were 25%.In conclusion the
29



majority of the employees at Cooperative Bank hlagen in the organization for 6-10
years this suggests that there is more recruitroémew employees which may be
occasioned by expansion programmers of openingbranches.The analysis of humber
of years served in the organization was to detezmihether the respondents have been

there long enough to give accurate informatiortlierstudy

4.3.4 Age of Respondents

The research study sought to establish the agedirat therespondents.Age was an
important aspect of the study as perceptions depemd level of maturity of the
individual. The findings were presentedin Table 4.6

Table 4.6 Age of respondents

Category Frequency Percentage
Below 20 years 0 0

21 — 25 years 4 7

26 — 30 years 18 30

31 — 35 years 24 40

36 - 40 Years 9 15

41 years and above 5 8

Total 59 100

Source: Researcher (2014)
From Table 4.6 it is evident that the respondegedabetween 31 — 35 years were the
majority in the organization with a percentage4®6 as compared to the others.

Respondents aged 26 — 30 were also many in theiagegi@n and represent a percentage
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of 30%. The age between 21 - 25 years were fewatThose aged between 36 — 40
years were at 15%. Those who were aged above 4% wese few at 8% .In conclusion
the employees aged btw31-35 years were the majtiniy/implies that the perception is
not influenced by the age bracket as all the agekiets are all represented. Age was an
important aspect of the study as perceptions depemd level of maturity of the

individual and to ensure all ages were represented.

4.3.5 Gender of the respondents

The research study sought to establish the gendgibdtion of the respondents. This
was important so as to understand the trend ang@adtierns of each gender in terms of
their perceptions of factors influencing staff patron decisions. The findings were
presented in the Table 4.7

Table 4.7 Gender of the respondents

Category Frequency Percentage
Male 40 67

Female 19 33

Total 59 100

Source:Researcher (2014)

Based on the analysis male respondents were 4@ whiel remaining 19 were female.
These constituted 67% of male respondents as ceapar33% of female respondents.
This shows that male workers were the majority ha tvork place. From the above
analysis we can conclude that the female employedise organization have not been

considered for equal employment opportunities. Tas important so as to understand
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the trend and the patterns of each gender in teyintheir perceptions of factors

influencing staff promotion decisions and to enghet all genders were represented.

4.4 Perceived Factors Influencing Promotion Decisits of Staff at

Cooperative Bank

The research study sought to establish the pewtefaetors influencing employee
promotion at Cooperative Bank of Kenya, the pemeifactors included demographic
characteristics, Employee performance and promptiemployee personality and
competencies and Education and experience of emgdoyhe respondents were asked
to rate perceived factors influencing employee pytbom decisions at Cooperative Bank
on a scale of 1-5,(5;1 strongly agree,4;| agreed#fference,2;l disagree,1;l strongly
disagree)Averages of the factors were establishedder to provide generalized feelings
of the respondents. Means less than 1.5 implietrdspondents strongly disagree that
the factor influenced employee retention. Meansentban 1.5 but less than 2.5 implied
that respondents disagree that the factor influgrereployee promotion. Means greater
than 2.5 but less than 3.5 implied that respondeadsan indifference response that the
factor influenced employee promotion. Means gretitan 3.5 but less than 4.5 implied
that respondents agree that the factor influenoapl@/ee promotion and means greater
than 4.5 implied that respondents strongly agres the factor influenced employee
promotion. The standard deviation on the other hdestribes the distribution of the
response in relation to the mean. It provides afication of how far the individual

responses to each factor vary from the mean. Adatandeviation of more than 1
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indicates that there is no consensus on the respamidained, while less than 1 indicates

that there is consensus on the response obtained.

4.4.1Demographic Characteristics

Table 4.8Demographic characteristics

Statement Average Std.
Deviation
i)Promotion is Mostly Based on The Age of The Enypl® | 1.93 1.479
i)Employees Ethnicity Influences Promotion Decrsio 4.17 2.193
ii)Employees Gender Influences Promotion Decisions | 4.19 2.217
ivV)Employees Marital Status Influences Promotjdh34 1.975
Decisions
v)Employees Religious Belief is Put into Considemat 2.31 2.314
During Promotion

Source: Researcher (2014)

From the Table 4.8 above Cooperative Bankemploggesed that employee’s ethnicity
which scored 4.17 and gender which scored 4.1@enfted the promotion decisions at
Cooperative Bank of Kenya. However they disagrdeat the employee’s age which
scored a mean 0f1.93, marital status which scone@an of 2.34 and religious belief at
2.31influenced the promotion decision in the orgation. From the above analysis it can
be concluded thatpromotion decisions at CooperatBank are not based on

employee’sage, marital status and religious bdligfrom the perception of employees
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there is a feeling thatemployee’s ethnicityand @endfluences promotion decision of

employees.

4.4.2Employee Performance

Table 4.9Employee performance

Statement Average Std.Devia
tion

I)Appraisal is mandatory before one is promoted 451 2.195

i) Hard work assures one of a promotion when gooofunity | 2.14 1.527

arises.

iii)Supervisors view and evaluations of job perfamoe| 4.13 2.175

influence promotion decision

Iv) Promotion is based on performance appraisalltes 2.33 1.789

v)Problem solving capabilities and on the job krexge| 2.09 1.832

influences promotion decisions

Source: Researcher (2014)

The Table 4.9 gives information on rates providgddspondents on whether employee
performance influences promotion decision.The eyg®estrongly agreed that appraisals
are a mandatory undertaking before an employeedasmqed which scored 4.51 and

agreed that the supervisors view and evaluatiorjeloperformance which scored 4.13

influenced promotion decisions in the organizafitve. employees though disagreed that
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hard work assures one of a promotion which scorgd and that promotion is based on
appraisal results at 2.33. The employees also disdghat problem solving capabilities
which scored 2.09 and on the job knowledge whiabrest?2.09 influences promotion
decision. From the above analysis it can be comdubtatappraisals are mandatory for an
employee to be promoted and supervisors view araluation of job performance
influences the promotion decisions at CooperatigakB However there was a feeling by
the employees that hard work did not assure ona fomotion when an opportunity
arises, promotion was not based on performanceaeggprresults and that problem
solving capabilities and on the job knowledge dad mfluence promotion decisions at

Cooperative Bank.

35



4.4.3Employee Personality and Competencies

Table 4.10Employee Personality and Competencies

determines promotional decisions

Category Average | Std.
deviation

I)Personal relationship with other employees got@es| 4.29 1.952

promotion

i)Employees past disciplinary record influencesorpotion| 4.30 1.874

decisions

lii)Promotion is mostly based on how competent rhvidual | 4.24 1.891

is on the job

IvV)Employees interpersonal skills influences promot 4.47 1.953

decisions

v)Individual personal relationship with immediatapsrvisor| 4.17 1.823

Source: Researcher (2014)

The above Table 4.10 demonstrates the rates pibvime respondents onwhether
employee personality and competencies influencesgtion decisions. It is evident that
therespondents agreed that personal relationstipother employees which scored 4.29,
employees past disciplinary record at 4.30 and bomvpetent an individual is on the job
which scored 4.24,employees interpersonal skillscwiscored 4.47 and Individual

personal relationship with immediate supervisorohhscored 4.17 influencedemployee
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promotion decision at Cooperative Bank.From thevabanalysis it can be concluded
that, employee personality and competencies, patselationship with other employees,
employees past disciplinary record, how competanhdividual is on the job,employees
interpersonal  skills and Individual personal r@aship with immediate

supervisorinfluences employee promotion decisio@@iperative Bank

4.4.4 Educationand Experience of Employees

Table 4.11Education and experience of employees

Category Avg. | Stddeviation

I)Promotions are based on academic, technical aofegsional 4.56 2.986

qualifications

i)Employees skills and potential influences promotdecisions | 2.06 1.615

iii)The number of years in a particular job grospai factor during 2.38 1.816

promotion

Iv)Promotion is based on years of experience irotiganization | 2.59 1.578

v)Employees experience on the job influences pranatecisions 4.01 2.851

Source: Researcher (2014)
Table 4.11shows the analysis on the influence gflepees education and experience on
promotion decisions in the organization. Accordioghe respondents, the employees of

Cooperative Bank strongly agreed that promotionisimts were influenced by
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academic, technical and professional qualificatiafech scored 4.56. The employees
also agreed employees experience on the job whodred 4.01 also influenced
promotion decisions.However theemployees disagred theemployee’sskills and
potential at 2.06 and the number of years an emgglogmains in a particular job at 2.38
and years of experience in the organizations a9dd&s not influence promotion
decisions in the organization. From the above amalyt can be concluded that
employee’s academic, technical, professional gaatibns and experience on the job
highly influence promotion decisions at CooperatBank of Kenya. However the
employees disagreed that the employee’s skillspamential and the number of years an
employee remains in a particular job and yearsxpegence in the organizations does

not influence promotion decisions at CooperativakBa

4.5 Discussion of Findings

From the analysis it is evident that respondents Wad attained a Bachelor's degree
were the majority and that majority of the emplay@¢ Cooperative Bank are Bachelor
Degree holders.The level of education was importanthe study because it showed
whether the respondents had the required knowldtigé would enable them to
understand and respond effectively to the questimes. Majority of the respondents in
the analysis were subordinates. It was importakhtiw the respondents job groups so as
to have an overall representation for all job gapall the staff in Cooperative Bank so
as the results will be applicable to all the empks/Looking at the number of years the
employees had been employed at Cooperative Baskjaar that most of the employees

at Cooperative Bank have been in the organizabo{10 years this suggests that there
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is more recruitment of new employees which may leeasioned by expansion
programmers of opening new branches. The analysmimber of years served in the
organization was to determine whether the respdedeswve been there long enough to
give accurate information for the studyln concluasibe employees aged btw 31-35 years
were the majority, this implies that the percept®mot influenced by the age bracket as
all the age brackets are all represented. Age wasngortant aspect of the study as
perceptions depends on level of maturity of theviddial and to ensure all ages were
represented.From the above analysis we can conthadehe female employees in the
organization have not been considered for equall@myent opportunities. This was
important so as to understand the trend and therpatof each gender in terms of their
perceptions of factors influencing staff promotaecisions and to ensure that all genders

were represented.

It can be concluded that promotion decisions atpécative Bank are not based on
employee’s age, marital status and religious bdligf on employee’s ethnicity which

scored and gender. According toLawler (2003)gereténicity and age discrimination at
work remains a problem for those at both extrenigeeworking population.Spilerman

and Petersen, (1999) demographic variablesshow dfgat gender, marital status,
educational qualifications and affirmative actioavé important effects on career
progression.Appraisal and supervisors view anduat@ln of job performance influences
the promotion decisions at Cooperative Bank. AcogrdoArmstrong(2001)performance
is an obvious factor to see if an employee showddeligible for a promotion or not

andMitchell (1989) states that employees shoulgroenoted not based on contribution
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but rather on potential. Employee’s relationshiphwtheir colleagues and managers at
work is important. It is also evident that, disaiel of employees and their past
disciplinary records highly determines the promwotiecisions made in the organization.
These findings agrees with Mullins (2005),wherebgaading to his research employee's
personality and competence was a necessary prsiteqtor working on certain job

positions.Employee’s academic, technical, profesdigualifications and experience on
the job highly influences promotion decisions ab@erative Bank of Kenya. According

to Dessler (2003), Employees’ education, skillsteppbal and experiencehave to be

considered when selecting them for promotion.
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CHAPTER FIVE

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS

5.1 Introduction

This chapter summarizes the entire research prdfacs forming a basis for the
conclusions and recommendations. The purpose sfctmapter was to help assess the
findings of the perceived factors influencing prdiao decisions in organizations. It also
gives details on the areas that should be lookedfan the purpose of ensuring better and
improved promotion decisions are made in orgaromati The researcher summarizes
various findings that have been established duitiegresearch. These findings will be
useful in future for various groups who are integdsin carrying a research on the

perceived factors influencing promotion decisiamsliganizations.

5.2Summary

The findings of the study established that respotsd&vho had attained a Bachelor's
degree were the majority and that majority of theplyees at Cooperative Bank are
Bachelor Degree holders.The clerical staff hadl¢lst representation of respondents at
12%.which means that the majority of the resporslemtre subordinates. Majority of the
employees at Cooperative Bank have been in thenmag#on for 6-10 years and the
employees aged btw 31-35 years were the majohiy;implies that the perception is not
influenced by the age bracket as all the age btacke all represented.From the analysis

we can conclude that the female employees in thanation have not been considered
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for equal employment opportunities

The study found that promotion decisions at CodperaBank are not based on
employee’s age, marital status and religious beligfthe employees feel that employee’s
ethnicity and gender influences promotion decistcdhemployees. It can also be be
concluded thatappraisals are mandatory for an eraplto be promoted and supervisors
view and evaluation of job performance influencdse tpromotion decisions at
Cooperative Bank. However there was a feeling leyeimployees that hard work did not
assure one of a promotion when an opportunity siriaad that promotions were not
based on performance appraisal results and thatgonosolving capabilities and on the

job knowledge did not influence promotion decision.

The study found that employee personality and coemoges, personal relationship with
other employees, employees past disciplinary reduydl competent an individual is on
the job, employees interpersonal skills and Indieid personal relationship with

immediate supervisor influences employee promotienision at Cooperative Bank. It
can also be concluded that employee’s academibniead, professional qualifications

and experience on the job highly influence promotiecisions at Cooperative Bank of
Kenya. However the employees disagreed that théogeggs skills and potential and the
number of years an employee remains in a partigalaand years of experience in the

organizations does not influence promotion decs@nCooperative Bank
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5.3 Conclusion

It can be concluded that promotion decisions atpécative Bank are not based on
employee’s age, marital status and religious bédhgf on employee’s ethnicity and
gender. According toLawler (2003)gender, ethniatyd age discrimination at work
remains a problem for those at both extremes ofatwking population. Spilerman and
Petersen, (1999) demographic variablesshow that ggeder, marital status and
educational qualifications have important effects aareer progression.Appraisal and
supervisors view and evaluation of job performanfileences the promotion decisions at
Cooperative Bank. According toArmstrong(2001)parfance is an obvious factor to see
if an employee should be eligible for a promotiannot andMitchell (1989) states that

employees should be promoted not based on contibhtt rather on potential.

According to the findings of the study it can albe concluded that Employee’s
relationship with their colleagues and manageraa@k is important. It is also evident
that, discipline of employees and their past diswpy records highly determines the
promotion decisions made in the organization. Thiasdings agrees with Mullins
(2005),whereby according to his research employs&’sonality and competencewas a
necessary prerequisite for working on certain jaisifions. Employee’s academic,
technical, professional qualifications and expergeron the job highly influences
promotion decisions at Cooperative Bank of Kenyaccdkding to Dessler
(2003),Employees’ education, skills, potential axgeriencehave to be considered when

selecting them for promotion.
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It is evident that Performance Appraisal tool sesnthe most received criteria for
promotion seem to work against the speedy progressi employees in climbing the
hierarchy of the Cooperative Bank structure. Acadequalifications stand out as the one
of the influential factor towards promotion, butstthe least used criterion. Promotion on
merit is clearly an issue in most banking instdos, while questions on the best method
to use need to be determined by every bankingtutisin, achieving a satisfying criteria
is a common challenge for all organizations. Thallehges being experienced at
Cooperative Bank of Kenya may not be unique to dnganization but what it is unique
is what appears to be a conspiracy to deny those adserve promotions. Before
applying the policies guiding promotion, CooperatiBank should look into all the
challenges that they are currently facing and ifiethe root cause to avoid the same
impeding the success of these policies. In additien organization should learn from
other success stories and establish a sound pfwhayework that will strengthen its
departments to operate independently from those mvhyg want to bend the rules to

benefit them.

This study established that demographic variablet as age, gender, marital status,
educational qualifications and affirmative actioavl important effects on promotion
decisions.Employers must make sure designated groape equal opportunities in the
workplace. Designated groups must be equally repted in all job categories and
levels. The study supports thatemployee's perdgnatid competence is a necessary
prerequisite for working on certain job positionBersonality of employees and
supervisor’'s ideas about personality profile foe job is one of the key factors with

44



direct effect to career advancement. Interpersshkills are very important and some
times more important than technical skills. In lagipositions the employee must be
prepared to over-stretch himself when situation a@ieis it. The employee must have
good interpersonal skills along with specific jdblls. Higher responsibility by way of
promotion mostly involves managing more people unolee’s responsibility. Some
persons may be quite excellent in efficiently caagyout their work, but not too good in

mingling with or in handling people.

5.4 Recommendationsfor Policy and Practice

From the findings and conclusions the study recontsethat in ensuring effective

promotion decisions are made, discrimination of leyges due to age and ethnicity
should be avoided by ensuring the organization sooq@ with policies that protect

against such forms of discrimination. These charatics are found to result to
unfairness is considered when making promotionsitecs. Therefore, the existence of a
talent in an employee regardless of the above ctarstics should warrant them a
promotion.Before applying the policies guiding paion, Cooperative Bank should
look into all the challenges that they are currefdicing and identify the root cause to
avoid the same impeding the success of these @slimn addition the organization should
learn from other success stories and establish uadsolicy framework that will

strengthen its departments to operate independéotly those who may want to bend

the rules to benefit them.
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The study also recommends that other banking unstits need to amend or come up
with policies that protects employees from the atiisi cycle of discrimination based on
demographic factors. Employees should be promatetth® basis of potential rather than
their contribution. The reason is that, eexceltmnttribution in a current role means they
are excellently suited for that role. They may oaymot be ready for a promotion.
Promotions should be based on work level and pnoefslelving capability. When their

mental bandwidth matures into the next level, thleguld be promoted to the next level.

Organizations should align their promotion decisianth employee potential.

Promotion decisions should be made based on engloyalty to the organization. The
reason is that, the employee can clearly identifi the organizational goals and values.
A person with long-standing experience of workimgthe organization has the core
values of the organization better imbibed in thdérant someone who joined relatively
recently. Employee appraisals and evaluations basekviews and evaluations, skills
appraisals, disciplinary actions, and attendana®rds should be considered before

making promotion decisions.

This study recommends that education and experieshoild be considered when
making promotion decisions. The reason is thatcation and experience background of
an employee helps in identifying and prioritizingpavthe organization should develop,
into what roles, and the promotions for which tisépuld be considered. If employees
have too many knowledge and ability gaps, they shoat be promoted unless they have
tremendous learning agility. Employees’ skills, grdtal and experience when selecting

46



them for promotion also have to be considered. Tenagement should consider
whether the employee has the potential, knowledgles&ills for a position besides their

current role and for what specifically.

5.4.1 Recommendations for Further Research

The study recommends further research on the pextdactors influencing promotion
decisions in organizations. Future researchers Idhaovestigate on the wider
applicability of various demographic, personalithdacompetence, education and
experience as well as employee performance andappécability of these factors in
achieving effective formulation of promotion deoiss in an organization. Cooperative
Bank and other banks in the industry need to lotdk the effects of the various perceived
factors influencing promotion decisions and usertles a guide when coming up with

policies governing promotion.

5.5 Limitations of the study

This study interviewed only the Back office suppstaff at the Cooperative Bank of

Kenya headquarters who were well conversant wighstibject matter. In some instances
the researcher had to administer the questionngersonally to the respondents
explaining the complex terms and concepts as elatehe study area to be able to get
reliable data for valid conclusions to be made.sTwas quite a tedious and demanding

exercise.
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It would have also been preferable to do a surveylbthe staff at the various
departments at head office but it was unattaina@olesidering the limited time and

budget constraint
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APPENDIX I: LETTER TO THE RESPONDENT

UNIVERSITYOF NAIROBI,
SCHOOL OF BUSINESS,
NAIROBI.

Dear sir/f Madam

RE: A RESEARCH INTOEMPLOYEE'S PERCEPTION OF FACTORS INFLUENCING
PROMOTION DECISIONS AT COOPERATIVE BANK OF KENYA HE ADQUATERS

| am a postgraduate student undertaking a MastdBusiness Administration Degree at the
School of Business, University of Nairobi. | am mntly carrying out a study based on the
subject line above.

My approach to this research is both consultativeé eollaborative and ensures that it causes
minimum disruption to your schedule of activitiékindly request you to provide the required
information by responding to the questions in theegjionnaire. The information required is
purely for academic purposes and will be confidd@nf’lease note that a copy of the research
findings will be made available to your organizatigpon request.

| will appreciate your contribution in this academsixercise.

Thank you in advance.

Yours faithfully,

Chepkorir Stella

Department of Business Administration
School of Business

Nairobi University



APPENDIX 11: STUDY QUESTIONNAIRE
Kindly give an honest and accurate response to thems in the questionnaire
PART A: PERSONAL INFORMATION
Please tick as appropriate
1. Highest level of education
High school [ ]
College diploma [ ]
Bachelor's degree [ ]
Master's degree [ ]
Others (specify) [ ]

2. Which is your current job group?

Management [ ]
Supervisors [ ]
Section Head [ ]
Clerical [ ]
Subordinate [ ]

3. For how many years have you worked in your curpasition?
Lessthan 2 years [ ]
2-5 years [ ]
6-10 years [ ]

10 years and above [ ]



4. Age in Years

Below 20 [ ]21-25[ ]26-30[ ]31-35[36-40[ ]41 and Above[ ]
5. Gender

Male [ 1]

Female [ ]

PART B: PERCEIVED FACTORS INFLUENCING PROMOTION DEC ISIONS OF
PERMANENT STAFF AT COOPERATIVE BANK

Parameter (Aspect) measured Scale
DEMOGRAPHIC Strongly | Agree | Neutral | Disagree| Strongly
CHARACTERISTICS Agree Disagree

1 | Promotion is mostly based on the age

of the employee

2 | Employees ethnicity influences

promotion decision

3 | Employees gender influences

promotion decisions

4 | Employees marital status influenges

promotion decisions

5 | The employees religious belief is put

into consideration during promotion

EMPLOYEE PEFORMANCE Strongly | Agree | Neutral | Disagree| Strongly

Agree Disagree




Appraisal is mandatory before one

promoted

S

Hard work assures one of a promot

when an opportunity arises.

on

Supervisors view and evaluations
job performance influence promotig

decision

of

N

Promotion is based on performar

appraisal results.

ce

Problem solving capabilities and
the

promotion decisions

job  knowledge influence

EMPLOYEE PERSONALITY
AND COMPETENCIES

Strongly
Agree

Agree

Neutral

Disagree

Strongly

Disagree

Personal relationship with oth

employees guarantees promotion

Employees past disciplinary recdg

influences promotion decisions

d

=

Promotion is mostly based on hg

competent an individual is on the jo

DW

Employees interpersonal ski

influences promotion decisions




Individual personal relationship wif

immediate supervisor determin

promotional decisions

h

EDUCATION AND EXPERIENCE

Strongly
Agree

Agree

Neutral

Disagree

Strongly

Disagree

Promotions are based on acader

technical and profession

gualifications

nic,

al

Employees skills and potenti

influences promotion decisions

al

The number of years in a particu

job group is a factor during promotig

ar

n

Promotion is based on years

experience in the organization

of

Employees experience on the |

influences promotion decisions

ob

suggestions for improvement (attach additional sheéf required).

Please use the space below if you would like to makcomments further or make




