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ABSTRACT 

The focus of this study is to gain a deeper understanding of the impact of Dual 

Career Paths to employee careers. The particular case taken is that of the Bank of 

Tanzania, at Headquarters Dar es Salaam which is the country’s Central Bank. 

Many technical professionals in today’s organisations are considered undervalued 

because they do not always occupy management positions which tend to be associated 

with success in individuals careers. But the skills and abilities that make an outstanding 

manager may be very different from the skills and abilities that make a distinguished 

specialist. In addition large organisations are facing challenges in balancing the 

(workload of administrative roles and that of being highly responsive to the technical 

expertise through research and coaching.) A need for creating a better option to 

overcome such challenges has become inevitable with increasing work complexities 

and the development of modern performance management systems.   

Dual career paths are said to exist where professionals are given a choice at a certain 

point in terms of their career development. This choice is for two equivalent career 

progressions, one to recognise managerial contributions and the other to recognise 

technical contributions.  

The study sought to examine the impact that a Dual Career path will bring to 

employee’s careers. The examining of such impact is through identifying the 

challenges brought about by the traditional vertical career structure; and the 

assessment of the extent to which dual career path will enable  resolving the identified 

challenges and being beneficial to employees talent management  and  increasing 

organisational performance & ultimately productivity. 

Findings from the study reveal that a Dual Career path has a positive impact to the 

employee’s careers when applied in the organisation. The key point lies in the choice 

of a career that an employee should pursue when this system is used. The argument is 

based on the fact that at some point in the structure an employee is provided with a 

choice either to advance as a purely technical contributor (technical path) or advance 

to managerial role which are mostly administrative in nature (Administrative 
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path).This career path operates effectively with modernization of other HR systems in 

areas of performance and reward. 
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CHAPTER ONE 

INTRODUCTION AND BACKGROUND INFORMATION 

1.1 Background of the study 

Employers have a big effect on employees’ careers. Some institutes have formal career 

management processes, while others do little. Sibson, Consulting group (2004) define 

career management as a process of enabling employees to better understand and 

develop their career skills and interests and to use these skills and interests most 

effectively both within the company and after they leave the firm. Specific career 

management activities might include providing realistic career-oriented appraisals, 

posting open jobs, and offering formal career development activities. Career 

development is the lifelong series of activities (such as workshops) that contribute to 

a person's career exploration, establishment, success, and fulfillment. Employee’s 

careers in organisations are directly linked with job grading systems that provide 

guidance on how employees will grow through career ladders.  

Many organisations are concerned that traditional (vertical) career paths are not 

meeting their needs as such there are limited opportunities to promote their employees 

into managerial roles. Senior professionals are reaching the bar of salary structure, and 

often do not want to become managers nor would they be upright when provided with 

the opportunity. The job grading systems of vertical approach used by most 

organisations such as Bank of Tanzania (BOT) provide limitations for progression on 

the basis of years of experience, attainment of certain education qualifications and 

outstanding performance. In some circumstances vacancy availability is also regarded 

as key criteria for progression.  

In this regard, the chances for employee’s progression become narrowed and may take 

longer periods for employees to reach to the top levels. These situations have created 

a challenging impact to employees, attaining their professional goals and motivation 

for increasing performance and levels of Proficiency. (Hay Group, 2004).  

Many technical professionals such as programmers, scientists and engineers are 

considered undervalued in organisations because they do not possess the management 
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skills necessary to succeed. But the skills and abilities that make an outstanding 

manager may be very different from the skills and abilities that make a distinguished 

Engineer. An organisation failure to recognise advanced technical skills can damage 

its efforts to develop and expand new technologies and products.(Shields,2007). 

According to Bridely (1992), a career path is a framework that illustrates the normal 

progression an individual follows through an organization. This path is typically within 

a particular functional area or professional discipline, but can include related functions 

or disciplines where there is career mobility based on similar skills and competencies. 

The 1990s and the new millennium presented series of challenges on retaining the key 

talents in the organisation due to increased commercialisation and globalisation. The 

War for Talent gained momentum hence providing a more rewarding career became 

of interest. Also Conventional opportunities were reduced as organisations had already 

de-layered in order to maintain competitiveness. Fewer layers in the hierarchy of 

authority meant fewer managerial roles and fewer opportunities for professional staff 

for growth to be promoted. Hence, the need to  provide developmental opportunities 

for highly valuable talent grew over time and the concept of key roles focused mainly 

on the technical knowledge content of work grew in popularity. The creation of senior 

specialist/expert roles may have been driven by a desire to create development 

opportunities for highly valuable talent, but a significant by-product was the ability to 

pay more money. This served to relieve another pressure that had been growing within 

reward structures - the capping of salary progression. (Armstrong, 2007) 

Thus, due to limited vacancy, ability in most vertical career ladders there have been 

fewer promotions, with individuals spending a longer time at the same grade level and 

progress to the top of their salary range where they became "stuck”. This resulted in a 

potential loss of motivation and/or causing people to seek opportunities outside of the 

organization.  

Due to rise of commercialization in most industries and sectors, the increasing 

complexity and pace of work placed growing stress on the ability of a single manager 

to perform the entire functions of their role. As market demands grew and technology 

levels evolved, the likelihood of an individual manager being able to stay on top of all 
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developments was reduced. Some managers needed assistance to cope with the rapidly 

changing environment or to focus on the delivery of the more complex work in their 

units. This trend became apparent in the high technological sector due to the rapid pace 

of development of technology and has been growing to all other sectors in recent years. 

However, it was also seen in situations where the workload on the Manager was so 

great hence that some form of assistance was required to complete the workload. 

 

Alongside the evolution in work, organization design and reward structures especially 

in private sector became a growing awareness that technical specialists /experts were 

often not effective in leadership roles -particularly those that included leadership of 

people. Modern competency-based approaches became prevalent in an attempt to 

identify the attributes required to select and develop superior leaders and it was 

increasingly clear that many of the best technical contributors were not made of the 

same competencies' that was required for superior leaders. With this situation, the then 

ongoing practice was trying to make managers out of wrong people. With time a 

concern grew further from experts and leaders on the argument that experts are being 

pushed to the managerial roles without them wanting the role nor being equipped to 

perform. (Bailyn, 2008) 

A need for creating a better option to overcome the challenges of limited progression 

in managerial roles and recognizing technical contributors who have been stuck in the 

pay ceiling became inevitable for organisations growth and business continuity.  

 

. 

1.2 Statement of the problem 

Today’s organisations play a bigger role in determining employee’s careers in the 

current state and the future of organisations. (Shields,2007). This is due to the fact that 

the organisations develop their career and grading systems depending on the nature of 

activities that are planned for and the strategic direction that it wishes to pursue. Due 

to this, career structures differ from one organisation to the other. Also, the strategies 
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of acquiring human resources and developing them have to be in line to the 

organisations career aspirations. A career may be viewed as "occupational positions a 

person has had over many years."(Brylan, 2008:12) Many employees look back on 

their careers, knowing that what they might have achieved they did achieve, and that 

their career goals were satisfied. Others are less fortunate and feel that, at least in their 

careers, their lives and their full potential weren’t fulfilled.  

Most organizations apply traditional career path where by employee moves upwards 

to higher levels of management in the organisation. The vertical upward progression 

has been influenced by level of academic qualifications, years of experience acquired 

and employee’s performance as determined through the appraisal system. Further to 

this, availability of vacancy and other organisations interest have emerged as key 

determinants of progression over time. The narrow chances for progression have 

resulted to the potential loss of motivation due to limited opportunities to move 

upwards to management levels.(Hay Group,2004). The numbers of years that are 

determined by organisations to take a step in the career ladder have led to most 

employees not reaching their career aspirations resulting to frustrations and 

demotivation. Also with fewer promotions individuals spend a longer time at the same 

grade level and progress to the top of their salary range where they become stuck. The 

ultimate results have been people seeking opportunities outside the organisation. 

Regardless of the career structure of an organisation, today’s workers need to be 

provided with options that will help them grow their career and attain their career 

goals. These demands have increased pressure on the organisations of a flexibility in 

career structure that will meet both individual and organisations objectives. One of the 

key concerns has been how to develop a career path that rewards and recognise valued 

technical contributors in the organisation. In this regard, dual career paths were 

considered as an option to recognise technical career specialist to contribute their 

expertise to the organisation without having to become managers. 

Dual career paths are said to exist where professionals are given a choice in terms of 

their career development. This choice is for two equivalent career progressions, one to 

recognise managerial contributions and the other to recognise technical contributions. 



5 

 

This parallel career paths provides individuals with opportunity for growth in 

hierarchy on either a technical path, that is within the professional lines or 

administrative/management path that is Supervisory roles, at certain point after being 

promoted within the profession. 

This study will therefore focus on assessing the impact that dual career path will results 

to employees careers. 

1.3. Research Objectives 

        1.3.1 General objective:  

       The main objective of this study was to assess the impact of Dual career path to 

employee’s careers. 

       1.3.2 Specific Objectives: 

 

i. To find out  career management  challenges associated with traditional 

vertical career progression systems  

ii. To assess the extent to which Dual career path will resolve the identified 

career management challenges 

iii. To assess changes in employees talent management practices when Dual 

Career path system is used 

iv. To analyse total benefits of using a Dual Career path in the   organisation 

1.4 Research questions:  

 

i. What are the career management challenges associated with traditional 

vertical career progression systems? 

ii. To What extent will Dual Career path resolve career management 

challenges?  

iii. What changes will there be to employees talent management practices 

when a Dual Career path system is used?  
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iv. In what ways can a dual career path system enrich the employee’s career 

motivation and development? 

v. What benefits will an organisation gain from adopting dual career path?  

1.4. Scope of Study 

 

The study was carried out at BOT Headquarters in Dar es Salaam. The said 

organisation has been selected due to the ongoing initiative to implement such as career 

progression system. In addition, the staff size, business volumes and complexities in 

operations, have driven the motive of the researcher to analyse the implications of 

implementing Dual career management system in addressing operational challenges 

and enhancing market efficiency. The researcher targeted a sample size of 40, being 

the employees of the Central bank. 

1.5. Significance of Study  

 

Upon completion of this study the research is expected to be beneficial the following 

interest parties: 

    1.5.1 Employees: 

(i) The research will result to the identification of alternative ways to which 

employees can develop their careers within the organisation in attaining 

individual career aspirations. 

(ii) The research provides a means to the employees to petition concentrating on 

career path that is of interest to them, hence increasing the level of motivation 

and concern to continue working for the same organisation 

(iii) Reduced number of employees getting stuck in the career ladder due to 

provision of alternative career progression 

(iv) Increased motivation and morale for employees due to existing options for their 

progression hence reduced possibilities of getting stuck in the career ladder. 
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  1.5.2 Organisation 

i. Dual Career path will lead to increased talent attraction and retention rates for 

potential employees and for those that are already with organisation. 

Employees will then have a choice in their career progression.  

ii. Increased organizational performance and productivity due to high morale and 

motivation. 

iii. The study may provide indication to the organisation on cost effectiveness in 

technical areas due to high recruiting and turnover costs and difficulties in 

attracting talents required to meet the business objectives.  

iv. The study provides justification to the organisations on hiring highly talented 

individuals who do not have managerial ambitions.  

 

1.6. Definition of Key Terms. 

Throughout this research, the researcher will apply the following terms: 

i. Career Management: is the process for enabling employees to better 

understand and develop their career skills and interests, and apply them 

effectively both within the company and after separation 

ii. Dual Career Path: is the career management framework that at some point in 

the path provides an individual with a choice either to continue as an individual 

contributor (technical) or to move across and become a manager. This choice 

is normally provided at senior level. 

iii. Career Progression: is the upward movement or advancement made by 

people in a particular job. 

 

1.6 Organisation of the Study 

The study is organized into three systematic phases which altogether ensured 

successful completion of this project. The three phases included proposal 

development, field work activities and report writing, submission and publication. This 

report includes the following key parts; Chapter 1 of this study introduced the problem 

statement and described the specific problem addressed in the study as well as design 
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components. Chapter 2 presents a review of literature and relevant research associated 

with the problem addressed in this study. Chapter 3 presents the methodology and 

procedures used for data collection and analysis; Chapter 4 provides a discussion and 

presentation of the researcher's findings and Chapter 5 provides a summary and 

conclusion of the research, implications for practice, and recommendations for future 

research. 
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CHAPTER TWO 

LITERATURE REVIEW 

2.1. Introduction 

 

This chapter provides a review of related literature on the subject. This will enable the 

researcher to have a deeper understanding of Dual Career path and the possible impact 

it may have to employee’s careers. The researcher will undergo through various works 

of other scholars with different views on the subject matter under study and develop a 

conceptual framework. Thus, the chapter includes theoretical review, empirical review 

and conceptual framework relevant for the study. 

2.2. Conceptual definitions 

This part presents definitions of the key concepts used in the study as from various 

authors and scholars.   

2.2.1: Career  

A Career is defined as a general course of action a person chooses to pursue throughout 

his or her working life (Feuer, 1986). 

According to Business Dictionary, A Career can be defined as a person's "course or 

progress through life (or a distinct portion of life)". In this definition career is 

understood to relate to a range of aspects of an individual's life, learning and work. 

Career is also frequently understood to relate to the working aspects of an individual’s 

life. The term is also used to describe an occupation or a profession that usually 

involves special training or formal education and is considered to be a person’s work 

life. In this case "a career" is seen as a sequence of related jobs usually pursued within 

a single industry or sector. 

2.2.2 Career Framework 

According to Becom and Kegerise (2011), A career framework is the set of guidelines 

that shows how employees can move into and across jobs, assuming they meet certain 

requirements. This framework is highly responsive to business needs and ultimately 

http://en.wikipedia.org/wiki/Person
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supports overall employee career development and progression readiness. A well 

designed career framework functions as a guiding strategy for development and as a 

tool that sets the stage for when an employee’s preparation for advancement coincides 

with the business opportunities and needs. The writer further notes that the framework 

is designed to make effective use of employee’s capabilities in relation to business 

evolving needs. However the framework is not a program that guarantees an automatic 

path for promotions. The figure below explains further what a career framework is and 

is not. 

Table 1: Career Framework 

A  Career Framework Is: A Career Framework is not: 

A clear and consistent definition of 

career  development  within an area 

or areas of an organization 

A guarantee of career progression 

A guideline that focuses on current 

and future business needs 

A guarantee of diverse career 

opportunities 

A way  for employees to take 

ownership of their career 

development 

A guarantee of pay increase 

A tool for conversation about the 

development, including strengths and 

opportunities for improvement.  

A replacement for the 

manager/employee relationship 

Source: Sibson Consulting, a 2011  Career Survey 

 

2.2.3 Career Management 

Career Management is the combination of structured planning and the active 

management choice of one's own professional career. The outcome of successful 

career management should include personal fulfillment, work/life balance, goal 

http://en.wikipedia.org/wiki/Planning
http://en.wikipedia.org/wiki/Management
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achievement and financial security (Raymond, Employee training & development. 

(McGraw- 2002). 

 

Career management  can also be defined as the of process for enabling employees to 

better understand and develop their career skills and interests, and to use these skills 

and interests most effectively both within the company and after they leave the 

firm.(Debates ,2008) 

Armstrong 2009 view Career planning to involve career paths. This is the route one 

can take to their careers within an organization. It uses all the information provided by 

the organization’s assessments of requirements, the assessments of performance and 

potential management succession plans, and translates it into the form of individual 

career development programmes and general arrangements for management 

development, career counselling and mentoring. 

Career planning is a subset of career management. Career planning applies the 

concepts of Strategic planning and Marketing to taking charge of one's professional 

future. Career is an ongoing process and so it needs to be assessed on continuous basis. 

This process of re-assessing individual learning and development over a period of time 

is called Career Planning. It consists of 4 steps that are essential for proper and 

complete planning. 

The steps are as discussed below:  

Self-Assessment 

This process enables individuals in assessing own skills, potential, strengths and ability 

to fulfill individual aims. As the name of the step suggest, an individual assess own 

self and based on the analysis, draft the future plan keeping in mind the strengths and 

weaknesses that come across.  The drafted future plan enable individuals in selecting 

the profession and career path they wish to pursue. At this stage, individuals are 

encouraged to choose and finalise more than one career for the other to act as a backup 

plan. 

http://en.wikipedia.org/wiki/Career_planning
http://en.wikipedia.org/wiki/Strategic_planning
http://en.wikipedia.org/wiki/Marketing
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 Self-Development 

This step follows the self-assessment which is crucial for individuals to fill the 

loopholes identified. At this step, an individual tend to pursue the qualities and skills 

that are required to achieve career goals. At this stance, a strategic focus on achieving 

career objectives is set. 

 A Thorough Research Self Development 

Once the list of favorable careers have been set, the skills and improvements that are 

required in order to achieve excellence, the third step requires intensive on the findings 

related to career options and the skills that are required to make one a champion. The 

research should focus on the following key research questions: 

 What is the scope of the career chosen? 

 Will that career pay off in the future? 

 Is there room for expansion in that career field? 

 Develop Action Plan 

Once the research on the feasibility of the factors above has been finalized, the next 

step is to show some action and translate the plan. This step requires one to make plan 

on how individual goals will be achieved and fulfilled.  

2.2.4 Dual Career Path 

A career path is a framework that illustrates the normal progression an individual 

follows through an organization. This path is typically within a particular functional 

area or professional discipline, but can include related functions or disciplines where 

there is career mobility based on similar skills and competencies. (Hay Group, 2004). 

For illustrative purposes, Figure 1 displays a classical structure in which the 

progression through the career path is one-dimensional: 

Senior Management 
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Middle Management 

Junior Management 

Senior Professional 

Middle Professional 

Junior Professional 

Para Professional 

Figure 1: One Dimensional Career Progression 

In the situation portrayed above, an individual might join the career path as a para-

professional or a junior professional. They would progress first through the 

professional ranks then become a junior manager and continue through the 

management ranks. Each step up the career 'ladder' is reflected in increased rewards 

and status, due to associated difficulties and job demands. 

This is a somewhat stylised illustration. In the modern world of work, it relates best 

to a blue-collar environment, where the professionals might be trade-type jobs and 

technicians. In more knowledge-based environments, the intellectual demands placed 

on professional positions can be equal to, or exceed, those placed on junior 

management positions, and so the career path splits and offers alternative  types of 

roles that are of 'equal value' to the organization. 

The defining attribute of a dual career path is that, at some point in the path, the 

individual is presented with a choice. There is an opportunity to continue as an 

individual contributor or to move across and become a manager, and this choice 

comes before the most senior level of individual contributor role. 

Therefore Dual Career paths provides for two equivalent career progression ie one to 

recognise managerial contributions and one to recognise technical contributions.  

The idea of an Expertise Leader role, providing leadership in terms of 

expertise/knowledge management but is not required to be a leader of people or 
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projects / work, is attractive for many reasons. It can provide a legitimate basis for 

recognizing and rewarding technical experts at an equivalent level to middle or even 

senior managers. Equally important, it allows roles to be designed that emphasize 

skills/ competencies that tend to be found in natural clusters - i.e. real people. 

A number of organizations have sought dual career path solutions to unblock the 

(compensation and role) ceilings that serve to limit progression for these valuable 

resources. 

2.3. Theoretical Review 

This part describes various theories which are constructed in order to explain, predict 

and master phenomena including relationships, events, or the behavior of the question 

under study. Therefore models of reality are constructed and thus it helps the 

researcher to  clearly see the variables of the study. 

2.3.1 Theories of Career Planning: 

2.3.1.1 Krumboltz’s Social Learning Theory of Career Choice:  

Krumboltz (2001) developed a theory of career decision making and development 

based on social learning. Career decisions are the product of an uncountable number 

of learning experiences made possible by encounters with the people, institutions and 

events in a person's particular environment. In other words people choose their careers 

based on what they have learned.  

Krumboltz proposed that: 

 The four main factors that influence career choice are genetic 

influences, environmental conditions and events, learning experiences 

and task approach skills (e.g. self-observation, goal setting and 

information seeking). 

 The consequences of these factors and most particularly learning 

experiences lead people to develop beliefs about the nature of careers 

and their role in life (self-observational generalizations). These beliefs, 
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whether realistic or not, influence career choices and work related 

behavior. 

 Learning experiences, especially observational learning stemming 

from significant role models (e.g., parents, teachers, heroes), have a 

powerful influence on career decisions, making some occupations more 

attractive than others. 

 Positive modelling, reward and reinforcement will likely lead to the 

development of appropriate career planning skills and career behavior. 

Krumboltz saw his theory as (1) a way of explaining the origin of career choice and 

(2) a guide to how career practitioners might tackle career related problems. The 

practitioner starts with understanding how a client came to their career related view of 

themselves and the world and what is limiting or problematic about this view. Once 

this has been established, the practitioner and client identify what career relevant 

learning experiences, modeling or skill building will help them reframe their view. 

Using Krumboltz’s approach a practitioner plays a major role in dealing with all career 

problems, not just occupational selection. 

2.3.2 Constructivist Theory/Models of Career Development:  

Constructivist Theory of Career Development is related to existential theory and is 

more a philosophical framework within which career counselling can be done. Two 

thinkers associated with this approach are. Savakis and Peavey. Constructivist career 

development is based on the concepts of “constructivism” which include the 

following: 

 There are no fixed meanings or realities in the world, there are 

multiple meanings and multiple realities. Individuals create or construct 

their own meaning/reality of the world through the experiences they 

have. 

 People “construct” themselves and the world around them through the 

interpretations they make and the actions they take. These “constructs” 

or perceptions of events may be useful or may be misleading. 
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 Individuals differ from each other in their construction of events. Two 

people may participate in the same or similar event and have very 

different perceptions of the experience. 

 People are self-organizing and meaning-makers. Their lives are ever 

evolving stories that are under constant revision. An individual may 

choose to develop “new constructs” or write new”stories“in their life. 

 To be an empowered or fulfilled person requires critical reflection of 

the assumptions that account for our daily decisions and actions. 

The constructivist career counselling approach is general about life planning. 

The search for meaningful work is connected to constructivism’s emphasis 

on deriving meaning from personal experience. To have meaningful careers, 

individuals need to reflect on their life experiences and the resulting 

“constructs” they may hold about life/work/self. The client and practitioner 

work towards an awareness and openness of new constructs of one’s 

life/work/self that can provide the basis for meaning. Interventions include 

working directly with the client’s life experience and the use of meaning 

making processes such as narrative, metaphor, mapping and critical 

reflection.  

2.3.3 Trait-Factor Theory:  

The Trait-Factor theory of career development goes as far back as the early 1900’s and 

is associated mostly strongly with vocational theorists Parsons and Williamson.  

Some of the basic assumptions that underlie this theory are: 

 Every person has a unique pattern of traits made up of their interests, 

values, abilities and personality characteristics, these traits can be 

objectively identified and profiled to represent an individual’s 

potential 

 Every occupation is made up of factors required for the successful 

performance of that occupation. These factors can be objectively 

identified and represented as an occupational profile 
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 It is possible to identify a fit or match between individual traits and 

job factors using a straight forward problem-solving/decision making 

process. 

 The closer the match between personal traits and job factors the 

greater the likelihood for successful job performance and satisfaction 

2.3.4 Super’s Life-Span/ Life-Space Theory:  

Super believed that humans are anything but static and that personal change is 

continuous. Super’s Life-Span/Life Space is a very comprehensive developmental 

model that attempts to account for the various important influences on a person as they 

experience different life roles and various life stages. Here are some of Super’s main 

tenets: 

 Every individual has potential. People have skills and talents that they 

develop through different life roles making them capable of a variety 

of tasks and numerous occupations.  

 In making a vocational choice, an individual is expressing his or her 

understanding of self; his or her self-concept. People seek career 

satisfaction through work roles in which they can express themselves 

and implement and develop their self-concept. Self-knowledge is key 

to career choice and job satisfaction. 

 Career development is life long and occurs throughout five major life 

stages: Growth, Exploration, Establishment, Maintenance and 

Disengagement. Each stage has a unique set of career development 

tasks and accounts for the changes and decisions that people make 

from career entry to retirement.   

 These five stages are not just chronological. People cycle through 

each of these stages when they go through career transitions. 

 People play different roles throughout their lives including the role of 

“worker.” Job satisfaction increases when a person‘s self-concept 
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includes a view of the working-self as being integrated with their other 

life roles 

Super’s theory has greatly influenced how we look at career practices. Understanding 

the ages and related stages of career development assists practitioners to identify where 

their organisations are in the career development continuum and suggest appropriate 

career related goals and activities. It also underscores the necessity to examine career 

development within the larger context of an individual’s roles and life style and how 

to achieve a life/work balance.  

Of the above discussed theories of career management, the super life span theory 

support the study undertaken for this research as it relates employee’s careers being a 

vocational choice at some point in the career journey due to deep understanding of 

self-concept and career aspirations. 

2.4 Empirical Review 

This part describes various studies done by various researchers in the sense of 

developing the research gap for this study. 

2.4.1 The Concept of Dual Career Ladder and Talent Retention  

( Libera, July 2011) 

2.4.1.1 From Linear Careers to Dual Career Ladders. 

Not long ago there was in the corporate world a unique possible way for career 

evolution: the linear progression In this format, the professional has three possibilities 

of movement within the company: vertical growth, stagnation or dismissal. With the 

development of studies related to organizational skills and professional profiles, it 

became clear that people are not equal (Drucker, 1999). Even having been born in the 

same family, attended the same school, had the same friends, same identical academic 

life and profession, there are differences. For more like the way it is, how each one 

reacts to stimuli and experiences varies from person to person. 
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Figure 2: Linear Career vs Dual Career Ladder 

Cases in which” a great professional has been promoted and the company has earned 

a bad leader” often arise in business conversations. Does this simply mean individual 

incompetence? Being competent or not is far from being a binary question. It is a 

subjective one, since to demonstrate competence for a particular activity is not a 

guarantee of the necessary abilities for all others. Situations like this show that linear 

career has limitations for the personal growth of people with highly technical profiles 

(Noe, 2002). As people differ, a single career path does not fit all the profiles. With 

hat recognized, energy, resources and time should be directed to transform a competent 

person in a star performer (Drucker, 1999). 

From the need to use the best of each one emerged the concept of dual career ladder, 

a promotion system whose branches represent hierarchical parallel developments in 

management and the shaft represents the specialist technician axis. Each route has a 

series of steps and ranges of action, each one ever more demanding and better paid 

than the previous (Goldner & Ritter, 1967). For its dual format, the dual career ladder 

is presented as a plan of career development that offers, from certain seniority upwards, 

ascendant mobility to professionals without requiring them to be compulsorily placed 

file:///H:/../../../../Users/frugangila/AppData/Local/Microsoft/Windows/Temporary Internet Files/Content.Outlook/IRQY1R2N/Materials/The concept of dual career ladder and talent retention – Recognizing the differences between specialists and generalists contributes to attract and retain talents  Revista BSP_files/y-2.jpg
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in positions of supervision or management in order to grow hierarchically (Cesare & 

Thornton, 1993; Noe, 2002). It is a way to promote those with a given training and /or 

specific technical skill but without interest or to pursue a shaft profile management 

(Society of Human Resources Management, 2010). 

2.4.1.2 Premises 

For a company to succeed in establishing and maintaining a dual career ladder model, 

experts must be so recognized as generalists (Zanfardino, 2008), minimizing feelings 

of injustice (Cesare & Thornton, 1993). Equity is the key word. This means equal 

payment opportunities, and the same goes for benefits, status (Feuer, 1986), decision 

making (Buckleset et al 1984) and development (Roth, 1982) for both paths. 

It appears that there is equity when professionals feel that both career paths receive the 

same prestige (Feuer, 1986). To this purpose it is vital that the specialist axis in not 

viewed as a tank of failed professionals, with a history of deliveries inferior to the 

expected (Roth, 1982; Buckleset al, 1984). Despite the different skills and profiles 

demanded for each path, the rigor with which each axis is evaluated must be the same 

(Zanfardino, 2008), with the same level of demands in terms of objectives and goals 

(Cesare & Thornton, 1993). More than simple words, the behavior of professionals in 

key positions works as a model and encourages people to act like them (Schein, 1985). 

Otherwise, any kind of favoritism would eliminate the sense of fairness and turn the 

dual ladder into a concept with no credibility (Zanfardino, 2008). 

2.4.1.3 Applicability  

The difficulty in recognizing the applicability of  positions and salaries structure as 

equivalent for both paths is given either by cultural paradigms (Zanfardino, 2008), 

sometimes through ignorance, and sometimes by the lack of need for such a structure 

due to the nature of the business. Just like any other practice or policy of management, 

the existence of a dual career ladder structure only makes sense when compatible with 

the business. 

The demand for the specialist axis is more common in segments with high scientific, 

medical, technological and engineering components. This happens because these areas 
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usually require a high level of training and technical knowledge, requiring also rapid 

and constant innovation and evidential credentials and qualifications for the level of 

risk often involved (State of Louisiana Department of Civil Service – Fiester, 2010). 

In the construction industry, large building projects require experts and structural 

calculus. In cases where the expert is critical to the essence of the core business, 

compensation and recognition should follow the same logic and order of magnitude 

dedicated to generalists. 

When we observe the segment of food in gourmet restaurants, chefs, the sommeliers 

and restaurateurs experts are essential and should be rewarded and recognized as such. 

On the other hand, when it comes to a network of “restaurants per kilogram” of food, 

or university restaurants, the level of sophistication, depth, pathing trends, creativity, 

and anticipation of market requirements are considerably smaller (as well as margins 

for the business and enabling the consumer to pay the value ). In this case the 

compensation and recognition equivalence are no longer essential for the business. 

When compatible to the business, equity should be pursued in a corporate way, not as 

a way to meet the specific demands of an individual and another (which would indicate 

a personalized career and salary management, often conflicting with the imperative of 

impartiality in the corporate environment). 

 2.4.1.4 Difference of Profile  

Being a generalist does not mean the absence of an acting area, but a performance 

management in one’s area of expertise. From the external point of view – the market 

– all generalist is also an expert by mastering at the same time management practices, 

nuances and particularities of the business (Mintzberg, 1973). When it comes to both 

axes (specialist and generalist), multiple possible paths in each axis are implied. In the 

technical axis there are so many specialties as every business needs: medical, 

biological, chemical, engineering, research, people, logistics, marketing and so on. The 

same is true in the generalist axis, because the manager manages multiplicity in some 

kind of expertise (by area, segment, business and / or industry). However, internally 

we must recognize the differences between them (Bailyn, 1980). 
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Table 2: Difference between Generalist and Specialist 

  Specialist Generalist 

Focus 

Result of the process, specific 

improvement, discoveries, 

problem solving, high 

specialization 

Global result 

Vision 
Specific – deep 

Knows much about some areas 

Systemic – general 

Knows a little about each 

aspect of a given business 

Perspectives 

and knowledge 

Micro (details) 

Smaller variety of themes and 

bigger deepness. Knowledge 

elite 

Macro 

Greater variety of themes and 

smaller deepness. 

Hierarchical 

growth 

For each step the expectation of 

a bigger degree of freedom and 

de autonomy in the practice of 

one’s specialty, and in the 

direction of one’s projects 

Each step brings the 

expectation of more power and 

influence. Freedom and 

autonomy are seen as rewards 

for good work and not as duties 

Management Of processes and projects 
Of people, processes, and 

projects 

Commitment 

(identification) 

Commitment  to the specialty 

area 

Commitment to the 

organization 

Learning 

It takes years to master the 

technical aspects. Training for 

thinking in a meticulous way 

about the area of performance, 

using a precise and objective 

terminology 

A faster speed of conceptual 

evolution (due to a shallower 

context). More frequent and 

more valued changes of area – 

for the achievement of a fully 

systemic management 

Simultaneity 

and 

productivity 

Accumulates “specialty” 

More productive when 

performing/ in one initiative at a 

time 

More productive when 

coordinating multiple activities 

Decisions 

making 

When before tangible and 

complete evidences 

Based on intangible and limited 

evidences. 
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  Specialist Generalist 

Source of 

motivation 

Learning 

Enrichment of the work 

Advance, progress 

Broadening of scope 

 2.4.2 Dual Career Path Models (Source: Hay Group, 2004) 

2.4.2.1 Integrated Operational Leadership 

Most organizations establish their business strategy and then determine the 

organization structure and roles that best support that strategy. They choose not to 

compromise organization effectiveness by creating unnecessary roles, or by designing 

roles that are not aligned with their business needs. Thus, dual career ladder solutions 

are generally constrained by the opportunity to provide meaning roles for senior level 

professional contributors. Typically, this means roles that demonstrate some form of 

leadership. 

Career paths are often associated with accepting an increasing role in the leadership 

res of an organization. Generally, one aims to move 'up' the organization, perhaps 

with an occasional lateral movement in order to acquire certain experience and 

competence that will facilitate advancing to the next ring on the corporate ladder. The 

traditional expectation (amongst both employers and employees) is that the senior 

jobs in the organization provide the required leadership to the junior positions, and 

that this leadership flows through a well-defined chain of command. 

Each employee has a single boss, one person, to which they look for all their needs - 

including establishing clear expectations and performance goals, providing the 

required training and development, allocating and reviewing work, and determining 

any salary increases. The defining characteristic of this model is that all aspects of 

operational (as distinct from strategic) leadership are channeled through a single role.  

This integrated leadership model as illustrated in figure below has worked well for 

many organizations. It is still the most common organizational scenario in many 

sectors of the economy, including the industrial and the public sectors. 
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Figure 3: Integrated Operational Leadership 

 

2.4.2.2 Disaggregating Operational Leadership 

Operational Leadership is a multi-dimensional concept, and there is no requirement 

for all aspects to be provided through a single, integrated role. The key concepts of 

operational leadership are: 

 Direction of work- developing work plans, identifying resource requirements 

(human, financial, physical etc) and procuring the necessary resources and 

executing the plans to achieve organizational objectives. 

 Direction and Development of Human Resources – this includes the 

recruitment, training, performance management and development of the 

people within the organisation. 

 Direction of knowledge development and sharing - the creation of expertise, 

and the dissemination of expertise throughout the organization. 

Where it supports their business model, some organizations / industries have been 

separating their operational leadership roles for many years. In so doing, they have 

been able to offer alternative career paths to their employees 

This was one of the earliest industries to adopt a matrix type of organization structure, 

and this model has become increasingly common in industries that tend to operate on 

a project basis (e.g. high-tech). It creates a dual career path as it offers alternative 

paths for individual contributors who wish to progress through the organization.  

 

People 

 

Work  

 

   Expertise 
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The disaggregating leadership roles - separates the management of work (i.e. projects) 

from the management of people and expertise, which remain together. It is equally 

possible to isolate either of the other two components. For example, knowledge-based 

organizations often separate the people management role (to a position often called 

Resource Director) leaving the management of work and expertise together  

The resource director recruits and develops staff, obtains performance information on 

them, and addresses employee relations concerns. Another Director role is 

responsible for developing and delivering appropriate solutions for clients - i.e. 

managing expertise and work. 

This solution has been readily accepted in many quarters. It appears to be simple and 

effective. The most senior individual contributors can aspire to two types of 

leadership role. In some cases, these leadership roles are peers (same grade), in others 

the Manager position may be regarded as the more senior. Ultimately, the managerial 

positions always offer the greatest potential. 

The disaggregating operational leadership urges best with the concept of Dual career 

path with its linkage to employee’s careers due to having separate roles on people’s 

management on one hand and expertise and work efficiency on the other hand as 

referred to as resource director role or expertise director. 
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2.5. Conceptual framework and research model 

 

Figure 4: Conceptual Framework: Impact of Dual Career path to employee’s 

careers.  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 5: Conceptual Framework and Research Model, Source: Researcher, 

2014 

Dual Career path 

Career Choice  

Employee satisfaction  
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In order to identify a critical impact of dual careers when applied in the organisation 

context, it was necessary to undertake conceptual and theoretical literature review on 

the concept and linkage to careers (management and planning). The literature 

reviewed highlight that Dual Career path provides employees with a career choice at 

some point, where an employee can either advance through the administrative path 

by acquiring managerial responsibilities relating to people and resource management 

OR on the other hand being assigned with expertise role that involves provision of 

expert opinion and ensuring the work meets the required technical efficiency on 

quality standards. This expertise role becomes equivalent with the managerial roles 

on administrative path. The table below shows sample roles of administrative path 

with their equivalent roles in the technical path when the Dual Career path is applied 

for in the Organisation. 

Table 3: Dual Career Path Dimensions 

Administrative  Path Technical Path  

 

 

 

 

Chief Executive Officer  Chief Technical Advisor 

Director Senior Advisor 

Manager Advisor 

Assistant Manager Specialist 

 

When employees are presented with such a career choice leads to employee’s 

satisfaction as those whose careers aspirations are on purely managerial roles will be 

offered with roles at administrative path and those that wishes to fully focus on 

providing technical contributions in their expertise will undertake a technical path in 

the career model. Having satisfied employees will results to increasing level of 

motivation which will consequently translate to retaining them in the organisation for 

longer periods and increasing attraction rates to the right talents required by the 

organisation. On the other hand when the employees are motivated with their career 
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choice, it will ease the talent development due to performing roles of their interests 

and that are in line with their career aspirations. 

Due to increase in motivation in performing their roles, employees will develop their 

talents in course of doing their work, which will ultimately lead to personal 

development in terms of skills and attributes. With talent development of the Human 

resources, the set long term objectives of the organisation will materialise leading to 

rise in organisational performance and sustainability. 

 

2.6. Research Gap 

 In the light of the above literature surveyed, it is learnt that alternative career 

progression systems is vital for organisations, mostly those that are complex in 

operations and research driven. The importance of such career progression systems 

lies on addressing promotion challenges, by creating more vacancies and choices of 

career path that meets career aspirations. In addition through this model, the role of the 

technical contributor can be easily recognized and appraised. 

A research on applying a Dual Career path has mostly been focusing on the aspect of 

its benefit to improving organisational effectiveness in meeting business needs. On the 

side of employees, the focus has been on reducing workload and provides a focus to 

the incumbent to only concentrate on either side of the role that is administration or 

technical. 

However, analysis of the total impact that Dual career path will result to employee’s 

careers in terms of their attraction, development and retention for the organisation has 

not been undertaken. This is especially the case in the public sector entities in Tanzania 

whereas vertical traditional career path has been applied over decades, despite changes 

in modality of service delivery and demands. In this regard, a research gap exists, 

forming a basis and justification for this study. 
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CHAPTER THREE 

RESEARCH METHODOLOGY 

3.1. Introduction  

The chapter describes various methods that the researcher applied in conducting this 

study. It describes the research design, sampling procedures, types of data collected 

and their sources, methods of data collection used, sample size, and analysis methods. 

3.2. Research Design 

The research undertaken employed a case study in order to arrive to a meaningful 

analysis of the findings and drawings conclusions on the impact that Dual Career path 

have to the employee’s careers. This form of design made the research to be more 

focused hence enabling the researcher to easily collect data. 

A case study is a form of analysis where in carefully and complete observation of an 

individual or situation or institution is done (Kothari, 2004). Good research design 

facilitates the smooth sailing of the various research operations, making research 

become efficient as it will yield maximum information with minimal expenditure of 

effort, time and money. The case study design was chosen because it simplifies the 

generalization of the facts from the area of study. Also case study design facilitated 

intensive study of social unities that is generally not possible if another method of 

collecting data was used. Therefore using a case study for this research will enable a 

detailed analysis of the impact of Dual Career path to employee’s careers. 

3.3. Type of the Study 

The type of the study is both quantitative and qualitative. Descriptive research includes 

surveys and fact finding enquires of different kinds that have been adopted. The major 

purpose of descriptive research is to describe the existing state of affairs. Descriptive 

research studies are those which are concerned with describing the characteristics of a 

particular individual, or of a group, studies concerned with specific predictions, with 

narration of facts, and characteristics concerning individual, group or situation are all 

examples of descriptive research studies (Kothari, 2004). In analytical research on the 
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other hand, the researcher used facts or information already available, and analyze 

these to make a critical evaluation of the material facts. Many research studies call for 

the description of natural or man-made phenomena such as their form, structure, 

activity, and change over time, in relation to other phenomena, and so on. The 

description often illuminates knowledge that we might not otherwise notice or even 

encounter Therefore; because it is descriptive its findings were not generalized.  

3.4. Study area 

The study was carried out at BOT Headquarters Dar es Salaam. The said organisation 

was selected due to the ongoing initiatives to implement such as career progression 

system. In addition the bank staff size, business volumes and complexities in 

operations, influenced the researcher to analyse the implications of implementing 

alternative career management system in solving the operational challenges and 

enhancing market efficiency. The results from this research will also aid other public 

sector organisations who have long term plans of adopting Dual Career progression 

system. 

3.5. Study population 

Research population refers to all those people with characteristics, which the 

researcher wants to study with context of a particular research problem (Rwegoshora, 

2006). The researcher   focused the study to a sample of 40 respondents. This sample 

is selected from a target population of 600 employees which is the total staff size of 

BOT, Headquarters.  The selection of the sample took to consideration the different 

levels of seniority and the extent to which they are impacted with a Dual Career path. 

The groups selected for the study are as categorized below: 

i. Directors. This is based on the fact that this group influences the selection 

of Advisors and Managers; hence they have a high level decision of making 

an impact to the Structure. 

ii. Managers-The selection of this group is of the reason that managers are 

impacted with the change by the fact that their entrance to the management 

grade follows the Dual Career system ie either technical or administrative 
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path. It was therefore essential to acquire adequate inputs from this sample 

category. 

iii. Officers Grade: Although Officers are on career pipeline, they are not 

directly impacted with the Dual Career system; however it was important to 

target representatives from the group in order to understand their 

expectations in future when progressing to such stages. 

3.6. Units of analysis, variables and their measurements 

Dual Career path was the independent variable and Employee’s careers were the 

dependent variable and Dual Career path was the independent variable. Therefore the 

unit of analysis for the study relied on talent management practices in terms of 

attraction, development and retention which formed the attributes measured for the 

dependent variables. Further organisation effectiveness formed part of a unit of 

analysis  

3.7. Sample size and sampling techniques 

 3.7.1. Sample size 

The selected sample size for the study was 40 employees from different departments 

and levels of seniority. The employees were selected from the three major categories 

which are Directors, Managers and Officers. These groups are the most informed and 

are able to give reliable information about career management, comment on the 

traditional vertical system currently used and their views on implementing a Dual 

Career path system. 

The distribution of selected population and the sample is shown in the table below:  

 

 

 



32 

 

Table 4: Distribution of the sample 

Level of Seniority  Total 

Population 

Sample %age (%) 

Directors 19 3 16 

Managers 139  7 09 

Principles & Senior Officers 200 12 06 

Officers 242 18 7.4 

Total 600  40  

 

3.7.2Sampling Techniques 

 

These provide a range of methods that enabled the researcher to reduce the amount of 

data needed for this study. Therefore, the population was stratified into various groups 

and thereafter simple random sampling technique was applied for this matter. Under 

this technique every staff had an equal chance of being selected to the identified sample 

size of the population. Therefore, the sampling frame (universe) comprised of 

employees group from each of the mentioned category above. 

3.8 Types and sources of data 

Both qualitative and quantitative data were collected using primary and secondary 

sources. Primary data were collected through In-Depth Interviews with the identified 

members from the management team and administration of the detailed questionnaire 

for the officers group. Secondary data will be obtained through books, journals and 

several other literatures including literally articles. 

3.9. Data collection methods 

   3.9.1. Primary data sources 

     3.9.1.1. Interviews 

Interviews are well suited when the researcher wants to see the topic from the 

perspective of the interviewee to gain more understanding of the interviewee particular 
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perspective (King, 1994). The researcher used this as it is important for the collection 

of primary data. The interviews were then used for the management level to enable 

collection of further information through probing of questions. This method allowed 

immediate response as compared to questionnaires. The interviews were conducted 

through a one- one direct discussion with the selected respondents from management 

group whereby the researcher used an interview guide that corresponds to the research 

objectives to lead the discussion. 

 

3.9.1.2. Questionnaires 

 

Questionnaires are instruments completed by the respondents themselves (Bryman, 

2004). These are the most frequently used method of data collection in management 

research. They are relatively easy to use, inexpensive, and are often the most plausible 

alternative for measuring unobservable constructs such as attitudes, values and 

preferences, intentions, and personalities (Moorman and Podsakoff, 1992). The 

researcher used this technique as questions were assigned to bring out silent aspects of 

the research Therefore, structured questionnaires was adopted in this study 

administered to non-management group in the sample. The questionnaire took the 

respondents approximately 40 minutes. Separate codes were assigned to each 

respondent to observe confidentiality of the study.   

3.9.2. Secondary data sources 

3.9.2.1. Documentary Analysis 

These are sources data, which have been collected and completed from another source.  

The researcher used the written documents of the organisation under study, such as 

notices, books, journals, and magazines, administrative and public records necessary 

to answer research questions. Some of the documents that the researcher reviewed are 

the BOT Scheme of Service; the concept note of the Dual Career Path by Hay 

Consulting Group and the Consultant reports on bank initiatives for modernizing the 

job grading and salary structures. 
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3.10 Ethical clearance 

Ethical clearance was sought from the management of the bank before conducting the 

study. Also consent has been sought from the participants. The in-depth interviews 

with key informants were conducted in private, and information kept confidential. 

Appendix III of this dissertation contains the letter on clearance from BOT to carry out 

the research using their bank as the case study. 

3.11 Validity and Reliability Issues 

The researcher validated collected data to have authentication of the facts. The 

validation exercise was done by revisiting collected questionnaires and also asks key 

questions to key selected respondent. To ensure that collected data is reliable, the 

researcher gave questionnaires and interviewed the management groups due to their 

vast knowledge of the industry and the job 

3.12. Data management and analysis plan 

After completion of data collection, coding of open ended questions were done and 

data were entered into the computer using excel data entry program. Double entry of 

data has been employed to reduce data entry errors. Data has been analyzed using excel 

for quantitative data and content analysis for qualitative data. Frequency distributions 

and two way tablets were used to summarize data. Analysis of qualitative data has 

been done using content analysis (Kothari, 2004). The data has been manually 

analyzed from the instruments of data collection to discover emerging themes. After 

categorization, all narrative statements and comments were grouped according to the 

main thematic topics into sub-headings. Similar information has been grouped in one 

category and aggregated. 

Tabulation was used so as to assemble data into concise and logical order, researcher 

analyzed data collected qualitatively where words were used to explain findings and 

quantitative analysis where the data used numbers, computation of total and %age 
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3.13 Chapter Summary 

This chapter discussed issues related to the design and approach used in conducting 

this study. The following chapter is a presentation and discussion of the findings. 
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CHAPTER FOUR 

PRESENTATION AND DISCUSSION OF THE FINDINGS 

4.1 Introduction 

This chapter presents and discusses the findings from the study. This study was 

conducted at BOT Headquarters, Dar es Salaam. The study sought to examine the 

impact that a Dual Career path will have on employee careers. The examining of such 

impact was done by finding out the challenges brought about by the traditional vertical 

career structure; and then assessing  the extent to which dual career path will enable  

resolving the identified challenges and being beneficial to employees talent 

management  and  increasing organisational performance & ultimately productivity. 

Karlinge, (1973) argues that, the analysis of data and information does not by itself 

provide answers for research questions, thus it is necessary to interpret the data for 

proper understanding of the findings. 

The main objective of this study is to assess the impact of a Dual Career Path to the 

employee’s careers. Specifically the analysis focused on the outcomes including talent 

attraction, development and retention of employees and its benefits to the organisation 

performance and productivity. 

The results of this study are intended to assist decision makers at the Bank of Tanzania 

and HR Practitioners  in finding solutions to the identified employees career challenges 

and be able to capitalise on  them  in overseeing talent management cycle (attraction, 

development and retention) for  employees  and  increasing organisational 

performance & ultimately productivity. 

4.2 Overview of the Current BOT Career Structure 

Bank of Tanzania (BOT) was opened by the first President of Tanzania Mwalimu 

Julius K.Nyerere in June 14, 1966 following the Bank of Tanzania Act of 1965.   

Today, BOT is governed by a newly revised Act, the Bank of Tanzania Act of 2006.  

BOT’s primary objective is to formulate and implement monetary policies, direct the 

economy by objectively maintaining price stability and creating a favourable 
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environment to enable balanced and sustainable growth of the national economy of 

Tanzania. 

As part of the HR policies in place, BOT has a scheme of service which contains the 

grading structure that is used as the tool for providing career management guidance 

for the employees. This tool has the following key features: 

 It is a tall structure, that it has many levels(44) for  

progression/advancement from  entry level to higher levels by 

promotion/appointment  

 There are many subgrades within the levels of the structure. Example: 

At the entry junior level, ie Attendants grade, there are about seven 

subgrades within that level. 

 Movement from one level to the other or subgrade to another is merely 

by duration, which is three years of working experience at the current level. 

 Vacancy availability is also considered for progression at the Senior 

level and above: and 

 Progression is extremely slow due to the number of staff and the 

requirements for progression. 

However from 2008, the bank undertook initiatives to review its grading system in 

order to ensure alignment of internal equity with other structures within the bank. This 

led to the moderation of the current structure with new features such as i)  introduction 

of a technical track that provides a career path for individuals to play advisory roles at 

management level equivalent to those of administrative roles ii) reduction of grade 

levels to enhance motivation and  iii)  changes in  progression requirements. 

The moderation of the technical track has been implemented while other proposed 

changes are still in the validation stage. 
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4.3 Characteristics of Respondents 

Determining the characteristics of the particular respondents is very significant as the 

respondents helped the researcher to understand the quality of the information 

obtained from the field. The researcher has explained the characteristics of the 

respondents in details below; 

4.3.1 Sex of the respondents 

Of the 40 respondents, sixty % (60%) were males while forty % (40%) were females. 

Although the number of respondents differ in terms of their sex, this had no negative 

impact on  the research findings, therefore the findings are representative of the whole 

Bank  at the Headquarters as both sexes were included in the research study. This was 

done to only ensure equal representation of gender in the study for the purpose of 

generalization of the research findings.  

The table below indicates the distribution of respondents by sex: 

Table 5: Sex distribution of the respondents 

N=40 Sex  Frequency  %  

Male  24 60 

Female  16 40 

Total  40 100 

4.2.2 Age of the respondents 

 

4.3.2 Age of the respondents 

The ages of the respondents ranged from 23 to 59 years.  

09 % of the respondents were between 21-30 years, while 38 % of respondents were 

between 31-40 years, whereas 25 % of respondents were between 41-50 years and 15 

% of the respondents fell between 51-60 years. Due to these findings it is clear that the 

study included respondents from all age groups at the Bank, hence qualify to be 

Source: Research data, 2014 
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generalised as representing the whole BOT, Headquarters. The distribution of age was 

intended to make sure that staff of different age groups are in included in the sample 

to get the opinions from the different age groups. While career management and 

progression is considered key to the young generation in their first ten(10) years of 

working experience, the old(more experienced) generation who have worked with the 

bank for over 20 years value more their loyalty with the employer and a need for the 

recognition for that loyalty in terms of employment benefits. Hence it is expected that 

the former group (young generation) will place more value on the impact of Dual 

Career paths  on Talent Management specifically their skills development whereas the 

latter will focus on benefits associated with the title change irrespective of the new 

developments in their jobs as a result of the change. The table below provides the 

distribution of respondents by age groups: 

 

Table 6: Distribution of Respondents by Age 

Number of Respondents Age group Frequency %age (%) 

N= 30 21 - 30 9 23t 

 31 - 40 15 38 

 41 - 50 10 25 

 51 -60 6 15 

Total  40 100 

Source: Research data, 2014 

4.2.3 Qualifications of the respondents 

With regards to the qualifications, the representative sample comprised of Bankers (6); 

System Analysts (2); Legal Services (3); Human Resource Management (13); 

Financial Analysts (2); Organisation Analysts(2);Engineering(3);Economist(4) and 

Bank Examiner(4).Hence the sample comprised of individuals in various disciplines 

which was useful in obtaining a wide range of thoughts. 

 

The figure below displays the qualifications of the respondents: 
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Figure 6: Qualifications of the respondents 

Source: Research data, 2014 

4.2.4 Level of Education 

The study examined the level of education of the respondents in order to identify if it 

has any stimulus on the impact that Dual Career path has to employee’s talents and 

bank effectiveness.  The study found that 71 % of the respondents have Master’s 

degree; 24% have first degree; 03 % have Advanced Diploma and the remaining 03 % 

with diploma qualification. With the majority of the sampled employees possessing a 

Masters and Bachelor degree programs indicates that the bank is an employer of 

choice, having  qualified staff who appreciate their career to progress with the Bank. 

The table below indicates the level of education possessed by the respondents:  

 

 

Table 7: Level of Education  

N=40 Education level Frequency  % (%) 

Banker

System Analysts

Information

Technology
Legal Services

Human Resources

Management
Financial Analyst

Organisation Analyst

Engineering

Economist

Bank Examiner
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Master’s  Degree 28 70 

Bachelor’s  Degree 10 25 

Advanced Diploma 1 3 

Diploma  1 3 

Total  40 100 

 

 

The following section of this chapter presents and discusses the findings of the research 

in relation to the research objectives:  

4.4 Career Management Challenges associated with Traditional Vertical Career 

Structures   

The data analysis and presentation of the findings revealed the following to be key 

career challenges that employees are facing in their careers with the application of 

traditional vertical career progression structure in place: 

4.4.1 Employees are focussed in one narrow area 

 For the interviews conducted, it was revealed that there is lack of career choice for 

the employees as their career is focused in a small speciality area that one is required 

to undergo for a long period of time. Example: Training division in Human 

Resources Department. This leads to employees lacking broader perspective in their 

profession and multiskilling in their careers. Of the 100% respondents from Non-

Management groups, 43% strongly agreed and 38% agree that the career progression 

in the current job grading system at the bank is narrow and may take longer periods 

for employees to reach to the top levels. These correspondences to the findings from 

the interviews for management group on a career focus in small speciality area.  

The figure below demonstrates the analysis: 

Source: Research data, 2014 
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Figure 7: Narrow Grading Structure 

4.4.2 Employees have been stuck in the career ladder 

Due to the nature of the current tall career path structure used by the bank and the fact 

that it consists of many grade sub-levels employees have got stuck in the career ladder 

by i) not progressing to the senior levels due to narrow chances for progression and ii) 

getting stuck professionally by performing similar roles with lower level positions, as 

result of having many levels which brings difficulties in distinguishing job roles even 

when the job title changes. 

 4.4.3 Current progression requirements discourage motivation for performance 

The progression requirements, i.e. advancement from one level to another within the 

bank structure requires three years of working experience at a particular level, 

attainment of the required academic qualifications and vacancy availability at certain 

levels. This demotivates employees as the career growth becomes extremely slow. For 

example, there are seven subgrades at Officer Grade, which on the basis of normal 

progression will take an employee 21 years to advance from this stage to the upper 

grade that is the management grade. Furthermore these requirements have an 

implication to the employee’s performance as the duration is prioritised to merit, 

therefore upon attainment of three years of experience staff at certain units will 

progress irrespective of their levels of performance. These inhibit innovation and work 
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morale, leaving employees frustrated which lead to separation with the bank for other 

employees. 

Participants were asked on whether the criteria for advancing from one level to the 

other are fair and realistic. Of the 30 participants (Officer grade), only 33% agreed to 

the opinion. The other 33% neither agreed nor disagreed and or 24 % disagreed to the 

opinion. Further 05% strongly disagreed with the opinion. This provides evidence of 

challenges in terms of the progression requirements for advancement by having 62% 

deviating from the opinion.  

The figure below presents the analysis: 

 

Figure 8: Criteria for Advancing in Job Grading Structure 

With regards to the progression requirements one of the respondents mentioned that: 

 “The criteria for advancing to the next level in the career involve satisfactory 

performance, level of education required at a certain level and leadership skills 

sometimes. The satisfactory performance is measured by annual Performance 

Appraisal based on the performance output of the set objectives at the beginning of the 

organisation financial year.” 

Another respondent noted: 
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Job performance, scheme of service and appointment by management are the criterion 

that enables movement from one level to the other or from a grade to another grade 

4.4.4 Low rate of Skills Development  

It was noted from data analysed, that the Bank grading structure provides a very 

minimal distinction of roles between one level to the other as above explained. 

Findings from the discussions during data collection indicate that this is mostly the 

case at Attendants to Officer Level grades, whereas roles performed are almost similar. 

Hence movement from one level to other has a little contribution for the growth of 

employee’s talents and skills. 

Participants commented on the extent to which  the bank grading system support their 

skills development and motivation. 72 % of the respondents support the opinion.This 

comprised of 05% strongly disagreeing, 19% disagree and 48% who are neither agree 

no disagree.One of the respondents mentioned that the bank somehow provides 

training opportunities, however there are opportunities for practicing due to narrow 

differentiation of jobs from one level to the other.Hence  training opportunities do not 

have a large impact to the skills development initiatives.   

 

 

 

 

The analysis is described in the figure below: 
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Figure 9: Skills Development 

4.4.5 Lack of role clarity and defined decision making channels 

From the study findings it was revealed that the roles of the advisors are not clearly 

known and not performed as required. It was mentioned by one of the respondents that 

“the implementation of the technical track has been effected without providing a 

detailed description of what the role will entail” Also a detailed workload analysis was 

not steered to separately justify the need for each directorate/department to have 

advisors. As a result employees who are in the technical track in certain departments 

do not have sufficient workload, hence creating a pool of deadwood (individuals 

stucking at one level without having work to do, however being paid). In addition, it 

was stated by one of the interviewees that “the decision making channels are not 

implemented as structured as the currently job titles do not correspond with the levels 

of responsibilities and seniority”.  

4.4.6 Management in breeding 

It was mentioned to be a culture of the organisation for managers to be appointed from 

within. However the career management system does not prepare or equip individuals 

with the necessary skills to become effective managers. Inbreeding of individuals for 

the management roles puts the bank at a risk of lacking competent individuals to 

perform managerial roles effectively as the culture doesn’t support the career 

ambitions.  
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4.5 Dual Career Path is a remedy to Career Management Challenges 

Given the identified challenges above, the respondents were asked to provide an 

assessment of the Dual Career Path in addressing the career management challenges. 

Below were the key notable areas from the discussion: 

4.5.1 Promote a career choice 

Respondents of the study felt that with the implementation of a Dual Career Path 

employees will be in a position to choose a career of their choice based on their 

interests and abilities. This will also enable a quick progression and reduce the number 

of staff who get stuck in the career ladder. The degree of freedom that one has to decide 

on a career path will therefore increase. 

Among the 30(100%) respondents of the questionnaire, 62% agreed that  

implementation of a Dual Career path provides the career the flexibility of the career 

choice.Further 19% strongly agreed to the opinion.This substantiate that the Dual 

Career Path will enable a choice of the career by the employees based on interests and 

abilities. Below is the illustration of the findings: 

 

Figure 10: Flexibility of Career Choices 

4.5.2 Support Career Ambitions and Create Harmony  

It was revealed from individuals interviewed that Dual Career path support career 

ambitions of the employees due to the flexibility of the career choice that the system 
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offers. In their views, this implies that organisations not only develop structures and 

systems that support their objectives but also one that recognises the needs of the 

employees careers. In this regard there is creation of harmony in the organisation as 

interests of both parties (employer and employees) are taken to consideration. 

One of the respondents said that Dual Career path support employees career ambitions 

by: 

“Providing a choice of where to focus the skills and a wide range of skills hence 

proficiency in more than one discipline at work” 

 The other respondent, view Dual Career path to: 

“Build multidisciplinary career and exploit other talent that employee can build and 

grow. This increases employee engagement and motivation” 

4.5.3 Recognition of the Technical Contributor 

From the responses received, the Implementation of a fully-fledged Dual Career path 

will enable the recognition of technical contributors who are not having managerial 

ambitions. Thus the technical track in the career ladder, will offer opportunities for 

highly skilled and talented staff who are not motivated with administrative roles to 

continue delivering their technical expertise to the organisation to the most senior 

levels. Furthermore, it was presented that, Individuals in the technical track will coach 

and mentor junior level positions in their areas of expertise and as well build 

organisation capacity by conducting research on the current trends. 

71 % of respondents of respondents from the questionnaire agreed to the opinion that 

Dual Career path support employees with no managerial ambitions. These therefore 

verify that The analysis is demonstrated in the figure below: 
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Figure 11: Favours Employees with no Managerial Ambitions 

 

One of the respondents said that with the implementation of a Dual Career path: 

Employees are likely to get opportunities to utilise their skills on various challenges 

related to their profession /careers at senior levels. 

4.5.4 Reduced stagnation 

 This was another thought from one of the interviewees as the result of implementing 

a Dual Career Path,  that the creation of alternative career path will enable progression 

to senior levels hence reducing the number of employees stucking in the ladder. 

Following implementation of  

the Dual career path at BOT, a number of Senior Principal Officer who had been 

stucked for longer period got the opportunity to be appointed as advisors hence moving 

to the technical track. 

From the respondents of the questionnaire (30), 57 % agreed that the implementation 

of a Dual Career path will solve stucking challenges in the career structure. In addition 

10% strongly agreed with the opinion.  Below is the presentation of the analysis: 
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Figure 12: Stucking Challenges 

In supporting the opinion, one of the respondents mentioned that: 

 “Dual Career structure creates more chances for progression to senior levels based 

on one’s choice; therefore tension for opportunities to advance to more senior levels 

will reduce.” 

4.5.5 Encourages Creativity and Retention of Technical Experts 

Among the career challenges mentioned in the vertical career structure was decreased 

morale and motivation for performance. One of the Advisors interviewed noted that a 

Dual Career path encourages creativity due to opportunities for progression. Hence 

there should be open criteria for entrance to the technical track should one wish to 

pursue the career. The case is also the same with the administrative track. In addition 

to these individuals, with ambitions to remain as technical contributors will be 

encouraged to stay longer with the bank as their career needs have been taken to 

consideration in such a career structure. 

Among the 30 respondents of the questionnaire, 67 % agreed that Dual Career path 

will create opportunities for promotion. The same has been strongly agreed by 29%. 

With opportunities for promotion created, there will be a competitive & health pressure 

of performance for promotion which will enhance creativity at work. Further 

10

57

33

0 0
0

10

20

30

40

50

60

Strongly Agree Agree Do not Agree,
Do not

Disagree

Disagree Strongly
Disagree

Solving stucking challenges 



50 

 

employees with strong technical expertise will be encouraged to stay as there is 

opportunity for advancement in the technical path.  

The figure below depicts the results of the analysis: 

 

 

Figure 13: Opportunities for Promotion 

4.6 Changes in Employees Talent Management Practices with use of Dual 

Career Path  

In the area of talent management, the following were noted from the interviewees for 

management and respondents of questionnaire to be key changes that should be 

anticipated with the application of a Dual Career path specifically to the talent 

attraction, development and retention of the employees: 

4.6.1 Increased talent attraction  

From the interviews held and responses from the questionnaire, it was highlighted that 

a Dual Career path will increase attraction of the key talents to work within the bank. 

This is due to the reason that such a system provides an opportunity at some point 

within the track for employees, to decide on the career they wish to pursue. Hence the 

organisation will be mostly regarded as the employer of choice. 
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From the figure below, 48% of the respondents strongly agreed that the 

implementation of Dual Career Path will enhance attraction of talents at the bank due 

to the career options that are associated with the bank grading structure. The 33 % of 

the respondents agreed to the opinion. Only 5% disagreed with this opinion and 14% 

were not on either of side (that is agreeing or disagreeing). With 81 % supporting the 

opinion implies that employees are attracted to grow their talents with organisation 

that have Dual Careers due to the flexibility of career choice associated with Dual 

Career structures. Hence such a structure creates a pool of potential talents with the 

desire to join the organisation.  

The figure below provides the details of the analysis: 

 

Figure 14: Alternative Career Progression System 

4.6.2 Diversity of Skills and Talent Growth 

Dual Career Path provides opportunity for the employees to diversify their skills to 

support their career interests. Employees training needs will then major on the track 

that one wishes to pursue his/her career. In addition, the path also provides 

opportunities for multiskilling for the employees to grow their talents in the different 

functions of their profession. This outcome will then enable solving the career 

identified challenges of confining employees in a small speciality area. Furthermore 
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with such diversion of skills; innovations will increase in employee’s ways of doing 

things. 

From the data collected and analysed, 86% of the respondents are of the opinion that 

the Dual Career path support the speedy skills development of employees, hence 

having a positive implication to their talent development and growth.The statistics 

comprised of those that agreed and strongly agreed with the opinion. The analysis 

implies that Dual Careers promotes talent growth whereby employees are provided 

with exposure to learn and practice a wide range of skills that enables one to progress 

to the senior levels in the career structure. The skills acquired makes individuals 

motivated to perform to continue progressing.  

The graph below demonstrates the analysis:  

 

Figure 15: Support Speedy Skills Development 

4.6.3 Increased Retention levels. 

It was noted from the discussion with the respondents that Dual career path will 

support high employee’s retention rates since the system provides flexibility to their 

career needs and develop skills relating to the career choice of the staff. Through this 

employees motivation and morale to perform their job will be increased, hence staff 

will find the bank to be a comfortable zone to work with for the future. In addition to 
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this, the fact that introduction of the Dual career path will unfold pressure to progress 

to the higher levels, will motivate staff to stay for longer periods as this will minimise 

stucking in the career ladder. 

The retention rate will be increased with decisions of employees to develop long term 

career within the bank due to implementing a Dual Career path. The analyses of the 

respondents from e questionnaire reveal that 62 % agreed that they are motivated to 

develop their long-term career in an organisation that provides career choices. 

 

Figure 16: Long Term Career with Alternative Choices 

4.7 Dual Career Path enhance Organisational Effectiveness  

With regards to the implementation of a Dual Career path towards organisational 

effectiveness, the system has been assessed to deliver the following benefits to the 

bank at large which have implications on productivity and overall bank performance: 

4.7.1 Flexibility of recognising employee’s performance, technically and 

productively 

Dual Career path ease the manner to which the bank can recognise performance of the 

employees. This is for the reason that performance is assessed by merit with the 

application of the Dual Career Path and will also enable easy recognition of the 

technical contributors, who will then be motivated to progress to the technical track. 
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Hence staff will be rewarded for performance, which will also help the bank to achieve 

its stated goals.  

 

4.7.2 Efficiency and Effectiveness in the work flow 

With a career track of advisors (technical track) if implemented as supposed to, will 

increase efficiency in the work flow as employees on the technical track will support 

their teams with coaching & mentoring as well as research on the current trends. Since 

implementation of the Technical track at BOT, some of the Advisors have proved to 

be performing such roles although awareness is required on their roles to ensure all 

advisors in the bank achieve the same to their respective departments/directorates. The 

output of this will then be increased speed of work, innovations and ability to 

accomplish the departmental/Directorates and bank wide responsibilities as required. 

4.7.3 Increased Performance and Productivity 

With the improvement of efficiency and effectiveness in the workflow and flexibility 

of recognising outstanding performers, the system will enable increased performance 

in the operations of the bank .This will then provide motives for staff to continue 

delivering to their best in order to meet their assigned goals for  achieving performance 

merits for their progression. The outcome of this is increased productivity for the bank. 

Respondents of the questionnaire also urged to be an improvement in productivity and 

organisational performance with implementation of Dual Career path. This was agreed 

by 67% of the respondents and 19% strongly agreed. Only14% neither agreed nor 

disagreed. This could possibly be due to short period since its implementation at the 

bank or belonging to the departments which do not have advisors yet, hence the impact 

is not seen to them directly.  

 

The figure below provides the details: 
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Figure 17: Improvement in Productivity & Organisational Performance 

One of the Officers stated that: 

- Dual Career path enables knowledge and skills enhancement towards 

innovative thoughts, planning and scheduling jobs, decision making roles and 

leading other employees in organisation objectives. Also the system is 

beneficial in technical areas having difficulties in attracting the talent required 

to meet the organisation objectives. 

 

Further, the increased performance and productivity as a result of implementing a Dual 

Career Path will be influenced by increased retention rates for the employees. Among 

the respondents of the questionnaire, 43% agreed that the bank will be able to retain 

more talents when applying the Dual Career Path.29% strongly agreed with the 

opinion. Only 5% disagreed while 24 % were not to either of the side.  

The figure below provides the details of the analysis: 
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Figure 18: Increased Talent Retention  

However despite the above mentioned findings from the interviews, it was also noted 

that to this point Dual Career path has not been implemented as supposed to. The 

system has been taken as an opportunity to progress individuals who had prolonged 

complains of been stucked and the criteria used to appoint individuals to the track is 

not clearly known. Furthermore it was emphasised by one of the respondents that with 

lack of clear job description for the roles of Advisor, the incumbents have taken this 

an opportunity to relax from the burden of administrative roles, hence having little 

expertise contribution to their functional units as  

expected.  
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CHAPTER FIVE 

SUMMARY, CONCLUSION AND RECOMMEDANTIONS  

 

5.1 Introduction 

This chapter provides a summary of the study findings and recommendations. It also 

provides conclusions based on the findings and recommendations to different 

stakeholders at BOT and other HR practioners on the outcome to the career 

management for the employees when a Dual Career path is applied. The chapter has 

four parts with part one providing the summary of the study findings, part two 

represents the conclusions of the study, and part three provides the policy implications 

of the study findings and the last part provides for the gaps that need further research.  

5.2 Summary of Findings 

The objective of this research was to assess the impact of dual career path to 

employee’s careers. The examining of such impact  was through identifying the 

challenges brought about by the traditional vertical career structure and the assessment 

of the extent to which dual career path will enable  resolving the identified challenges 

and being beneficial to employees talent management  and  increasing organisational 

performance & ultimately productivity. 

The research findings reveal that a Dual Career path has a positive impact to the 

employee’s careers when applied in the organisation. The key point lies on the choice 

of a career that an employee should pursue when this system is used. The argument is 

based on the fact that at some point in the structure an employee is provided with a 

choice either to advance as a purely technical contributor (technical path) or advance 

to managerial role which are mostly administrative in nature (Administrative 

path).Such a structure enables the organisation to attract a pool of talent for different 

positions in the bank. Having a right set of talents within the organisation, employees 

talents development will focus to their relevant areas of specialty taking to 

consideration a choice of career that one wishes to undertake. This arrangement will 

motivate employees to stay longer with the organisation as their career needs are 
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considered and having high work morale to perform the roles relevant to their career 

choice. With increased retention rate and motivation levels, productivity will increase 

to the respective functional areas which in entirety will have a direct implication to the 

organisation performance. However currently at BOT, the Dual career path  is 

perceived as a way of supporting members of staff to progress, those  who have 

progressed to the top of their salary range in the structure  and becomes stuck as 

opposed to promotion of specialist role for the technical contributor at the bank. 

5.3 Conclusion 

 A number of large organisations find it challenging to manage the workload at senior 

levels. Among the factors influencing this is the complexity of administrative roles 

that they have to perform on their day to day basis, similarly expected to be the leading 

technical contributors to their respective functions in attaining their unit objectives. In 

addition not all players at this level find it interesting to have a high level focus on the 

day to day administrative issues or some on a high degree of involvement on technical 

issues for their job. In this regard for attaining efficiency in the work flow and positive 

impact on organisational productivity, a choice has to be made at some point especially 

at management level, on a focus individuals should progress for the rest of the career. 

Dual Career path then provides this opportunity to the careers of employees. 

 

From the study findings, the research determines that with the implementation of a 

dual career path, there is a positive impact to employee’s careers on having a choice 

to the path that fit best their careers. This choice provides employees with a right drive 

to perform their assigned duties with interest and morale hence increasing efficiency 

and productivity to the organisation. In addition those that follow the technical path 

also become useful to the organisation by offering technical expertise to the assigned 

areas.  

 

Furthermore, Dual Career paths create development opportunities for highly valuable 

talent. This served to relieve another pressure that grows within reward structures- the 

capping of salary progression whereby with fewer promotions, individuals spend a 

longer time at the same 
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Grade level and progress to the top of their salary range where they became "stuck". 

 

However, it should be noted that dual career paths are not a remedy for addressing all 

situations where there are concerns about the assessment, development, career path, 

remuneration and retention of expert professionals. This depends on the nature of the 

business, organisational philosophy, culture, and style of management. In addition 

such a career path may be highly successful in a learning and research driven 

organisation where the Senior Management promotes a learning culture. Therefore 

care has to be taken in making a decision to pursue Dual Career path as it means 

reorganizing the way an organisation works but may not or make the organisation 

function more effectively. If the organisation challenge is essentially having 

individuals hitting a ceiling with respect to recognition and rewards there should be 

other alternatives considered to remove this constraint before embarking on the more 

risky option of changing the organisation design. 

5.4 Recommendations 

Basing on the findings and conclusion drawn from the study, the following are some 

of the recommendations proposed to the HR Practioners and BOT so as to achieve the 

right impact to the employee’s careers, with the adoption of a Dual Career Path. Also 

these recommendations on policies are geared to provide implementation support and 

guidance to other HR systems that requires change so as to maximize employees 

potential and Business needs.  

5.4.1 Policy Implications (HR Practitioners)  

a) Provide long term planning for career progression. This involves establishing 

manpower required for each unit of the organisation in relation to the workload 

available. The plan will then identify the developmental opportunities that are 

available or should be available in the long-term. The developmental 

opportunities (trainings and exposure) should then be linked with the strategic 

priorities so that such opportunities are geared to support the identified 

organisational priorities.  
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b)  Develop clear career development guidelines to guide the organisation career 

development .The guidelines should identify competencies required for the 

different jobs that are well defined, documented and understood by all parties 

involved ie employees, employer and key stakeholders. This should be 

objective and realistic in order to sustain a competitive and health pressure 

among the employees on performance for progression.  

c) Provide an equal level of remuneration and other employment benefits between 

equivalent jobs in the technical and administrative path, so as the motive for 

the career choice to rely on interests and abilities of employees careers and not 

on the basis of remuneration. 

d)  Extend pay range in the Salary Structure (Broad banding) to be able to 

recognize employee’s performance without a necessity for promotion. This 

will solve stucking challenges on the basis of remuneration as well as awarding 

job titles that do not correspond with the level of responsibilities and seniority.  

5.4.2 Employees (Human Capital) 

 Firstly, employees should express their career interest’s right at the beginning 

of their career journey with any organisation working for, so that the training 

and development agenda is aligned to support the career path that they wish to 

pursue. Through this business needs will then be associated with the career 

motives of the employees. 

 Secondly, employees should develop a learning culture to equip them with 

multidisciplinary skilling and show interest to learn new ways of doing things 

ie creativity and innovation in their job. 

 Thirdly, the Choice of the career should rely on ones interests and ability to 

perform the roles of the particular function. Employees should select career 

mentors to be guiding them, so that the careers they choose to pursue are of 

their interests and ability to perform. 

5.4.3 Implications to the Bank of Tanzania 

Basing on analysis, summary and conclusion of the study the Bank of Tanzania is 

responsible for the following recommendations; 
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 The bank should conduct a workload analysis which entails examining the 

nature of functions of the particular department/directorate and their 

integration with other core functions within the bank. The workload analysis 

will enable the bank to understand the functional units with adequate workload 

and nature of work that that requires advisors. Therefore filling of the positions 

for the technical track should rely mostly on the need as well as vacancy. 

Further the proportionate of management in the technical and administrative 

track should not be the same. The former should be less. As there is a need for 

a manager for each department to oversee day to day administration affairs 

there could only be required a single advisor for all departments within the 

Directorate, basing on need. 

e) BOT should ensure role distinction between advisors and management to avoid 

competition for work. The responsibilities for each path should be defined, 

communicated and understood by the job holders. Furthermore the reporting 

lines for the technical path should be elaborated to avoid misunderstanding and 

overlap of roles and responsibilities with their counter parts in the 

administrative path. Clarity of roles should be done by preparing job 

descriptions that define the key responsibilities and reporting relationships for 

each job in the career path. Moreover the management should strive to create 

harmonious working relationship between Managers and Advisors. Further, 

Directors that have Advisors in their departments should refine role definition 

to adapt to the nature of their respective directorates as well as guiding the 

advisors in shaping themselves to make their job more creative and innovative. 

 The effective implementation of the Dual Career path requires changes of other 

HR Systems at the bank. The mentioned systems are i) a robust performance 

management system that is objective and whose criteria for progression are 

based on merit as opposed to the duration. This will increase objectivity in 

employee’s appraisal process; ii) Modernization of job grading structure to 

strengthen the operational efficiency and ensure alignment of internal equity in 

the structure; and iii) a need for a broad banding Salary Structure in order to be 

able to provide salary increments without a necessity of promotion. This will 

enable progression with vacancy and need as the salary structure will be able 
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to accommodate more salary adjustments without a requisite of changing the 

job title. However the implementation of this career path and other HR Systems 

should be evolutionary instead of revolutionary given the nature of sector that 

the bank are operating and the culture. These initiatives have proved to be 

possible, as lessons taken from other Central Bank. For example: the Reserve 

Bank of South Africa has implemented a multiple career path linking with the 

other HR key systems that are required. A full implementation was attained 

after five years. 

 Although entrance to the technical track is by appointment through the 

appointing authority of the bank, a consideration should be made for a rigorous 

selection process to be in place that well provides the required criteria for 

entrance to the technical path. The shortlist process should be competitive 

including a selection interview which will assist to check attainment of the 

required qualifications and possession of attributes required for entrance to the 

technical track. A Selection committee could be formed, led by the Director, 

Human Resources and Administration and other selected members of staff. The 

appointing authority will then make decisions supported by inputs from the 

selection committee.   

 Multidisciplinary skilling should be part of bank training policy. The training 

Institute for the Bank should design special courses for multidisciplinary 

skilling which should be part of the bank training policy as mandatory courses 

for the Central Bank. Example: Elementary laws relating to central banking. 

5.4.4 Areas for Further Research 

This study established the impact that Dual Career paths have to the employee’s 

careers specifically on their Talent Management in terms of attraction, development 

and retention. Further the impact of such career path to organisation effectiveness in 

terms of productivity and Performance was also analysed. Future studies on Dual 

Career Path should focus on i) Rewards Management for Dual Careers, aiming to 

pinpoint an effective reward structure when alternative progression system is applied 

for ii) Performance Management in Dual Career track organisation in terms of criteria 
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and their applicability and iii) Change Management Implications for Dual Career path 

systems in terms of people, structure and systems. 
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Appendix I: In-Depth Interview Guideline 

The main aim of this guideline is to measure the understanding of the respondents on 

the concepts of career management and dual career progression; challenges faced with 

traditional vertical career progression and strategies to be adopted to overcome career 

progression challenges in order to attract, develop and retain  talent .  

Q1: What are the key careers progression challenges (if any) that you are facing 

in the organisation working for? 

Probing questions: 

 Is the career progression system in place supportive of your career aspirations? 

 What is your perception of the flexibility of career choice based on the grading 

system? 

 What are your views on the established requirements for progression in the career 

path for your organisation? 

 

Q2: What is your assessment on the implementation of dual career paths 

(alternative career progression) in your organisation?  

Probing questions: 

 Do you find such a system flexible to your career progression? If yes, why do you 

think so? 

 Describe the possible setbacks in career management that will be overcome by 

having an alternative career progression system in place? 

 In which ways will such a career path support employee’s career ambitions?  

Q3: What key changes do you anticipate affecting talents (People’s Skills) with 

the adoption of the Dual Career paths? 

Probe areas: 

 Talent Attraction 

 People Skills Development & Growth 

 Talent retention  
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Q04: What benefits do you foresee your organisation obtaining with the 

implementation of alternative career pathing? 

Probing questions: 

 In what ways will the Dual Career path improve performance and organisational 

productivity? 

 Do you envision increased ability of the organisation to retain its technical talents? 

 Will the system aid the organisation reducing labour turnover costs?  

 

 xxxxxxxxxxxxxxxxxx-----------------------xxxxxxxxxxxxxxxxxxx-----------------------

------xxxxxxxxxxxxxxxxxxxx 
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Questionnaire 
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Questionnaire - Case Study: Bank of Tanzania 

Section I: General information:        

  Research Topic:  Impact of Dual Career Track to Employees Careers 

               

 

 

 

 

 

 

 

 

 

[Read on the details and fill on the appropriate space provided below] 

 

 

 

 

 

 

 

 

Introduction: 

The researcher is interested in finding out about employee’s career management, specifically on the way 

the alternative (Dual) career management system will impact employee’s careers when applied in the 

organizations they are working for. The researcher is a student taking a course of Master of Science in 

Human Resources Management at Mzumbe University, Dar es Salaam Campus. Therefore the study is 

carried out as partial fulfilments of the requirements of the degree. Findings of this study will lead to a 

clear understanding of how alternative career progression system will affect employee’s careers. Also it 

will help to identify challenges in the traditional vertical career path used in most organisations. 

Please assist by answering the following questions as honesty as possible. The information you will give 

will be treated confidently and used solely for the purpose of this study. 

You should not disclose your name in this questionnaire unless otherwise, specifically you wish to 

doso.Thank you very much for your time and cooperation. 

 

Instructions: 

1. Answer all the questions in the document 

2. Please put a tick [√] in the box that corresponds most closely to how much you agree with each 

statement.  

3. There is no right or wrong answer. (We are just interested in your opinion)]. 

 

Key Terms used in the Questionnaire: 

Career Management:  is the process for enabling employees to better understand and develop their 

career skills and interests, them effectively both within the organisation and after separation 

Dual Career Track (Path):  is the career management framework that at some point in the path 

provides an individual with a choice either to continue as an individual contributor (technical) or to move 

across and become a manager. 

Career Progression:  is the upward movement or advancement made by people in a given profession.  
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 Section I: General Information 

 

 Bio Data  

 

Sex Age Qualification Level of Education 

    

Occupation Level of Seniority Years of Experience   

   

 

Section II: Specific Information for Career Management  

 

A. Career Management  Challenges  

 

Q1: How many years does it take you to advance to the most senior level in the job 

grading structure of your organisation? |__|__| Years  

 

Q2: What are the criteria for you to be considered for progression from one level to 

another in your organisations career path?  

 

  Criteria         

……………………………………………      

……………………………………………      

……………………………………………      

……………………………………………      
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[Please put a tick [√] in the box that corresponds most closely to how much you agree 

with each statement. There is no right or wrong answer. (We are just interested in your 

opinion)]. 

S/n  

Opinions  

1 

Strongl

y agree 

2 

Agre

e 

3 

Neither 

agree 

nor 

disagre

e 

4 

Disagre

e 

5 

Strongl

y 

disagree 

Q3 There is a career progression 

system in place that supports my 

career aspirations 

     

Q4 The career management system is 

flexible enough to accommodate 

my career choices. 

     

Q5 The current grading system used 

constantly provides opportunities 

for employees to progress in   

their career paths. 

     

Q6 The criteria used to determine 

advancement from one level to 

another is fair and realistic. 

     

Q7 The current grading structure 

supports my skills, development 

and motivation. 

     

Q8 Career progression in the current 

job grading system is narrow and 

may take longer periods for 

employees to reach to the top 

levels. 
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Application of Dual Career Path in the Organisation  

 

[Please put a tick [√] in the box that corresponds most closely to how much you agree 

with each statement. There is no right or wrong answer. (We are just interested in your 

opinion)]. 

S/n  

Opinions  

1 

Strongly 

agree 

2 

Agree 

3 

Neither 

agree nor 

disagree 

4 

Disagre

e 

5 

Strongl

y 

disagree 

Q11  I find that Dual Career path 

provide more flexibility to 

employee’s career choices. 

     

Q12 There are more opportunities 

for employees to be promoted 

into senior roles when dual 

career path is applied. 

     

 Alternative career progression 

reduces the possibilities of 

senior professionals reaching 

the bar of salary structure.  

     

Q13  I am sure that alternative 

career paths favour employees 

with no managerial ambitions. 

     

 

 

 

 

 

 

Q14. What other ways can dual career path support employee’s career ambitions?  
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 …………………………………………………………………………..  

   

………………………………………………………………………………… 

……………………………………………………………………………  

   

 

C: Talent Management 

 

[Please put a tick [√] in the box that corresponds most closely to how much you agree 

with each statement. There is no right or wrong answer. (We are just interested in your 

opinion)]. 

S/n  

Opinions  

1 

Strongly 

agree 

2 

Agree 

3 

Neither 

agree 

nor 

disagree 

4 

Disagree 

5 

Strongly 

disagree 

Q15 I am interested in joining the 

organisation that has  

alternative career progression 

system 

     

Q16 The Dual Career path 

progression system supports 

speedy skills development for 

my career  

     

Q17 I am motivated to develop my 

long-term career in an 

organisation that provides 

career choices. 

     

Q18 Dual Career track utilises my 

skills and knowledge as 

required. 

     

Q19 I see more opportunities for 

growth and development in a 

dual career path system.  

     

D: Organisational Effectiveness  
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Please put a tick [√] in the box that corresponds most closely to how much you agree 

with each statement. There is no right or wrong answer. (We are just interested in your 

opinion). 

 

 

Q24: Please mention other benefits that you foresee being realized by employees and 

the organization by using Dual Career path. 

…………………………………………………………………………………………

…………………………………………………………………………………………

…………………………………………………………………………………………

…………………………………………………………………………………………

………… 

Thank you very much!!! 

 

 

S/n  

Opinions  

1 

Strongl

y agree 

2 

Agree 

3 

Neither 

agree 

nor 

disagre

e 

4 

Disagre

e 

5 

Strongl

y 

disagree 

 

Q21 A Dual Career track improves 

employee’s productivity and 

organisational performance. 

     

Q22 I see my organisation retaining 

more talent in the long term, when 

using a Dual Career path. 

     

Q23 Dual Career path decreases labour 

turnover costs as employees will 

stay longer with organisation  
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