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ABSTRACT   

Employee’s capacity building is one of the ways of increasing their work efficiency 

as well as effectiveness.  High performing organizations tend to invest in their human 

resource.  Employee’s performance is enhanced through career development which 

can be either within the institution or externally. The study aims to assess employee 

career development in the banking industry by taking CRDB bank as a case study.  

Results shows that a number of strategies have been in place to ensure employee 

pursue their career development. Such strategies includes creation of net work and 

links with other institutions, change of management attitude towards career 

development and mentorship of employee. Employees mentioned some of the factors 

which hinder career development such as employee ability and interest, peer group 

and other social economic conditions. Results shows that career development leads 

to the increase in payment and other fringe benefits, employee recognition and high 

productivity      

In order to ensure proper career development, this study suggests that senior leaders 

have to make career development a priority. Career development requires a 

comprehensive system in which organizations identify their long-term goals and the 

competencies needed to meet the targets.  Employees need to be aware of the 

potential they have and how these skills are beneficial within the institution.  Lastly, 

the study emphasises the need for successful employer-employee communication in 

order to achieve personal and institutional development and success.     

 

 

 



vii 

 

TABLE OF CONTENTS 

Certification................................................................................................................... i 

Declaration and Copyright ........................................................................................... ii 

Acknowledgement....................................................................................................... iii 

Dedication ................................................................................................................... iv 

List of abbreviations ..................................................................................................... v 

Abstract ....................................................................................................................... vi 

Table of contents ........................................................................................................ vii 

List of table ................................................................................................................. xi 

List of figures ............................................................................................................ xiii 

CHAPTER ONE: INTRODUCTION ...................................................................... 1 

1.0 General Introduction .............................................................................................. 1 

1.1 Background ............................................................................................................ 1 

1.2 Statement of the Problem ....................................................................................... 3 

1.3 Objective of the Study ............................................................................................ 3 

1.3.1 Specific Objectives.............................................................................................. 3 

1.3.2 Research Questions ............................................................................................. 4 

1.4 Significance of the Study ....................................................................................... 4 

1.5 Scope and Limitations of the Study ....................................................................... 4 

1.6 Organization of the Study ...................................................................................... 4 



viii 

 

CHAPTER TWO : LITERATURE REVIEW ........................................................ 6 

2.1 Introduction ............................................................................................................ 6 

2.2 Theoretical Review ................................................................................................ 8 

2.2.1 Theory of Work Adjustment (TWA) .................................................................. 8 

2.2.2 Holland’s Theory of Vocational Personalities in Work Environment ................ 9 

2.2.3 Gottfredson’s Theory of Circumscription and Compromise ............................ 10 

2.3 Empirical Review ................................................................................................. 12 

2.4 Definition of Key Research Issue ........................................................................ 15 

2.5 Conceptual Framework ........................................................................................ 16 

CHAPTER THREE : RESEARCH METHODOLOGY ..................................... 18 

3.1 Introduction .......................................................................................................... 18 

3.3 Research Design ................................................................................................... 18 

3.4 Area of Study ....................................................................................................... 19 

3.4.1 Unity of inquiry ................................................................................................. 19 

3.5 Sampling .............................................................................................................. 19 

3.6 Sampling Techniques ........................................................................................... 20 

3.6.1 Purposive Sampling .......................................................................................... 20 

3.6.2 Simple Random ................................................................................................. 20 

3.7 Source of Data ...................................................................................................... 20 

3.7.1 Primary Data ..................................................................................................... 20 



ix 

 

3.7.2 Secondary Data ................................................................................................. 21 

3.8 Data Collection Techniques ................................................................................. 21 

3.8.1 Questionnaire .................................................................................................... 21 

3.8.2 Interviews .......................................................................................................... 22 

3.8.3 Documentary Source ......................................................................................... 22 

3.9 Methods of Data Analysis and Interpretation ...................................................... 22 

CHAPTER FOUR : PRESENTATION OF FINDINGS ...................................... 24 

4.0 Introduction .......................................................................................................... 24 

4.1 Respondents Personal Information ...................................................................... 24 

4.2 Strategies used by the banks to ensure staff pursue their career development. ... 27 

4.3 Manners in which Career Development is being Managed ................................. 31 

4.4 Factors Affecting Employees Career Development. ............................................ 37 

4.4.1 Employee Factors .............................................................................................. 37 

4.4.2 Bank’s factors which affect Employee career development ............................. 42 

4.5: Impact of Employees Career Development ........................................................ 45 

4.5.1 Impacts of Career Development on Employee ................................................. 45 

4.5.2 Impact of Career Development on Bank Industry ............................................ 49 

4.6 Conclusion ........................................................................................................... 51 

 



x 

 

CHAPTER FIVE : DISCUSSION OF THE FINDINGS ..................................... 52 

5.0 Introduction .......................................................................................................... 52 

5.1 Strategies to Ensure Staff Pursue their Career Developments ............................. 52 

5.2 Manners in which Career Development is Managed ........................................... 53 

5.3 Factors Affecting Employees Career Development ............................................. 54 

5.4 Impacts of Employees Career Development ........................................................ 55 

CHAPTER SIX : SUMMARY, CONCLUSIONS, AND 

RECOMMENDATIONS ......................................................................................... 57 

6.0 Introduction .......................................................................................................... 57 

6.1 Study Summary .................................................................................................... 57 

6.2 Conclusion ........................................................................................................... 58 

6.3 Recommendations ................................................................................................ 59 

6.5 Limitations of the Study and Areas for Further research ..................................... 60 

REFERENCES ......................................................................................................... 61 

Appendix 1 ................................................................................................................. 68 

 



xi 

 

LIST OF TABLE  

Table 3.1 Sample Size ................................................................................................ 19 

Table 4.1: Respondents Gender ................................................................................. 24 

Table 4.2: Respondent’s Marital Status ..................................................................... 26 

Table 4.3: Respondents Education Status .................................................................. 26 

Table 4.4: Respondents Gross Income ....................................................................... 27 

Table 4.5: Career Development Opportunities .......................................................... 27 

Table 4.6: Management and Supervisors Roles ......................................................... 28 

Table 4.7: Creation of Network with Other Institutions ............................................ 29 

Table 4.8: Change of Management Attitudes towards Career Development............. 29 

Table 4.9: Role of Line Managers in Career Development ....................................... 30 

Table 4.10: Management Spend Time with Staff on Career Development ............... 31 

Table 4.11: Coaching Training and Career Workshops ............................................. 31 

Table 4.12: Working Duration ................................................................................... 32 

Table 4.13: Equal Opportunity to Male and Female .................................................. 32 

Table 4.14: Availability of the Opportunities ............................................................ 33 

Table 4.15: Number of Staffs in the Department ....................................................... 34 

Table 4.16: Assessment of the Nature of Career Development ................................. 34 

Table 4.17: Setting Aside Funds to Support Employee Career Development ........... 35 

Table 4.18: Communicating the Importance of Career Development ....................... 35 

Table 4.19: Supporting Employee to Examine their Career Goals and Plans ........... 36 

Table 4.20: Provision of Feedback on Individual Performance ................................. 36 

Table 4.21: Employee Ability and Interest Affects Career Development ................. 37 

Table 4.22: Privileges Affect Career Development ................................................... 38 

Table 4.23: Peer Group Affects Career Development ............................................... 38 



xii 

 

Table 4.24: Position of Individual in the Family Affects Career Development ........ 39 

Table 4.25: Age of the Individual Affects Career Development ............................... 40 

Table 4.26: Demands for Knowledge Affect Career Development ........................... 41 

Table 4.27: Knowledge about a Particular Occupation Affects Career Development42 

Table 4.28: Lack of Information Affects Career Development. ................................ 42 

Table 4.29: Bank’s Policies Affect Career Development .......................................... 43 

Table 4.30: Mentors Affect Career Development ...................................................... 43 

Table 4.31: Opportunities Affect Career Development ............................................. 44 

Table 4.32: Lack of Strong Commitment from Managers ......................................... 44 

Table 4.33: Task Change to Employees ..................................................................... 45 

Table 4.34: Employee Recognition ............................................................................ 47 

Table 4.35:  Increase in Employee Satisfaction ......................................................... 48 

Table 4.36: Increase in Job Motivation ...................................................................... 49 

Table 4.37:  Reduction in Employee Turnover .......................................................... 50 

Table 4.38: Increase Work Performance  and Productivity ....................................... 50 

 



xiii 

 

LIST OF FIGURES 

Figure 2.1 Conceptual Framework ................................................................................... 16 

Figure 4.1: Respondents Age ........................................................................................... 25 

Figure 4.2: Socio-economic Status of Parents Affects Career Development .................. 39 

Figure 4.3: Experience Affects Career Development ...................................................... 41 

Figure 4.4: Increase Payment and Other Benefits ............................................................ 46 

Figure 4.5:  Increase in Employment Opportunities ........................................................ 47 



1 

 

CHAPTER ONE 

1.0 General Introduction   

This chapter is intended to give an overview of employee career development in 

banking industry. Also the section will cover the general background of the problem, 

the objectives and importance of the research to be studied, the research questions as 

well as limitations, scope and organisation of the study.   

1.1 Background   

Employee’s capacity building is one of the ways of increasing their working 

efficiency as well as effectiveness.  Organizations with high performance tend to 

invest in their staff Employee’s performance is enhanced through career 

development which can be either within the institution or externally.  According to 

Torrington and HaII (1987), the most recent significant improvement in the banking 

industry is the recognition of the importance of human resource. The growth in 

competition from other banks and increased labour intensive use has propelled the 

managers to consider investing in human resource (Torrington and HaII, 1987).  

Employee career development is intended to motivate its employees, increase their 

self esteem, and fulfil institutional needs.  

According to Pareek and Rao, the main concern of human resource in any 

organization is the development of people, their capacity and growth of the whole 

industry (Pareek and Rao, 1992).  Planning and clear management of the resources 

within the banking industry is essential for development, as it will increase labor 

motivation and work efficiency.  Career refers to all of the jobs that people hold 

during their working lives.  Career development refers to all of the technical and 

managerial skills employees acquire to achieve their career plans.  At the working 

environment, career advancement would lead to opportunities such as work 

promotion and increase in payment.  Employees need to plan for their future goals 

and paths.  Usually the presence of a career development structure within an 

organization would lead to individual motivation and would increase institutional 
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performance.  Mullins (2005), points out that training provides more opportunities 

for career development because it boosts competence levels of individuals and the 

organization. Training is seen as vital for career advancement for employees in 

general and managers in particular. 

Employees and employers may benefit from a close examination of the motivational 

and cognitive dimensions that are important in career-decision making process 

(Hassan, 2009).  .Highly committed employees seek challenging tasks to master as 

these are part and parcel of the career goals they have set for themselves. Once 

achieved, they are rewarded with personal development and more chances of career 

growth. Organizations too will benefit from highly committed employees if they 

prepare them for long-term engagement in activities and career opportunities that 

contribute to career success (Hassan, 2009). 

The Bank trains its manpower to maximise and fill gaps in their skill levels for better 

performance.  The Bank gives financial assistance (pays for tuition) and encourages 

its staff to undertake professional banking courses on part-time basis from the 

Tanzania Institute of Bankers (TIOB). 

The bank’s training unit collaborates with the other bank departments for the 

development of in-house courses that address skill gaps in specific staff.  These are 

held in local or overseas institutions.  In order to enable management and staff to 

cope with the new Information System (IS), the Bank has embarked on intensive 

customer oriented training for its staff with a goal to imparting specialized skills that 

will generate high quality service.  

Employee career development leads to promotion and more payment at work as 

employee becomes competent with more advanced tasks. Career development 

increases employee motivation as well as work performance.  However, the extent to 

which such trainings lead to career development is not well known to various 

stakeholders.  Furthermore, such trainings don’t translate to success in the bank. 

There is still lack of employee career advancement after such training, and this 
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affects the employee work performance in the long run and as a result, the bank 

might fail to achieve its targeted goals.     

1.2 Statement of the Problem   

Many employees have been trained but they have remained stagnant with little 

evidence of career advancement. After a certain level within the organization, 

employees find it difficult to move upwards or get promoted yet the Bank requires 

employees who perform their duties well.  Within the bank, hard working employees 

are needed in order to achieve the organizational goals.   In order to ensure 

employees are familiar with the working environment, they are shifted from one 

department to another.  As a result some of the employees have been performing 

tasks which are not related to their career path. This means that many employees are 

working in a field unfamiliar to them. Lack of career advancement after training is a 

problem, and it affects employee motivation and overall work performance.  The 

hindrances to career advancement are not known and the solutions to these 

hindrances are not known either.  The study intends to assess employee’s career 

development in banking industry in Tanzania.  It also explores strategies that are 

used by banks to ensure that banks’ management put efforts to support employee 

career development.     

1.3 Objective of the Study  

The study aims at assessing employees’ career development in the banking industry, 

taking CRDB as a case study.  

1.3.1 Specific Objectives  

i. To determine strategies used by the banks to ensure staff career 

developments in banking industry  

ii. To explore manners in which career development is managed. 



4 

 

iii. To identify factors affecting employees career development in the banking 

industry. 

iv. To assess the impacts of employees career development in the  banking 

industry. 

1.3.2 Research Questions 

i. What are the existing institutional policies/practices which govern the 

employee’s career development?   

ii. How is the employee’s career development being managed? 

iii. What are the factors which hinder employee career advancement and what 

are the strategies to resolve them? 

iv. What is the impact of career advancement on the banking industry? 

1.4 Significance of the Study   

 This study sheds light on significant aspects of the banking industry.  Moreover, it 

highlights constraints as well as the strategies which are in place to assist employee 

career development.  Areas for further research have been pointed out in this report.    

1.5 Scope and Limitations of the Study   

The study was conducted within one financial institution and in one region.  This was 

due to the time and financial constraints.  More time and finance would have enabled 

to explore more financial institutions as well as more regions in which the bank 

operates.  This might limit the generalization of the research findings.  Institutional 

reports were accessed and reviewed during field work.  

1.6 Organization of the Study   

The research report has six main chapters. The first chapter presents background to 

the study, statement of the problem and research objectives.  In chapter two, 

theoretical and empirical literature review is presented.  The third chapter presents 
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the research methodology.  Research findings are presented in chapter four while 

discussion is presented in chapter five and the last chapter presents the summary, 

conclusions, and recommendations   
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CHAPTER TWO 

LITERATURE REVIEW  

 2.1 Introduction   

Career development is just one component of human resource management in 

organizations.  Internal and external factors influence the need for career 

development at work place.  Among these factors, Slavenski and Buckner (1988) 

listed the following: need to identify and forecast personnel needs on social and 

demographic trends, the changing nature of work and changing types of jobs, a 

multicultural work force, worker productivity, technological change and decreasing 

advancement opportunities.  Employers are motivated to establish career 

development programs because such programs are seen as an effective response to 

various personnel problems. Top managers prefer to promote existing employees and 

to ensure a good fit between the work and the worker. Moreover employees have 

expressed interest in career development as a benefit (Gutteridge 1986).  Most 

organizations allow employee to pursue their career development in response to the 

skills needed within the organization.  Integration employee career development 

plans and organization strategic plans would lead to positive outcome in the 

organization. 

Career development is also relevant to what Bridges (1993) terms as ‘transferring 

skills which enable one to select, adapt, adjust and apply one’s other skills to 

different situations, across different social contexts and perhaps similarly across 

different cognitive domains’.  Transfer of skills appears clearly to be enhanced by the 

use of varied learning contexts as argued by Wolf et al. (1990).  This makes it 

possible to practise the skills in different settings, or at least to see their relevance to 

those settings.  Harvey et al. (2002) argue that there is a growing recognition by 

institutions on the need to develop longer-term strategies which will link institutional 

services and employee carrier development.  Career development at work place 
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sometimes varies considerably in size, roles and institutional needs. The Bank needs 

high-calibre and highly motivated staff to deliver on its mission.  Attracting and 

retaining a qualified, dedicated and productive workforce requires sound 

management and a performance-driven, professional culture.   

Generally to ensure career development is done effectively companies have been 

implementing career development programs in the workplace. A career development 

program, with major components of counselling and training, seeks to match needs 

of the employee with those of the organization; with the major components being 

counselling and training (Krumboltz, 1996). Counselling provides employees with 

the opportunity to define career goals and to create plans within the context of 

organizational realities. Training allows the employee to develop and acquire 

knowledge, skills, and abilities required to enhance their current job and prepares 

them for future job opportunities. 

Career development for individuals have been found to be effective in fostering 

future leaders within the company who have the relevant skills and experiences that 

will be required to define and implement company strategies (Stringer & Cheloha, 

2003). Effective career development practices such as employee growth and 

development can facilitate healthy organizations (O'Donnell, 2007). 

A number of factors do affect career development, such factors includes 

organizational structure as noted by Tharenous et al (1994) may indeed play a part in 

ones job situation as far as career advancement is concerned.  It is argued further that 

an organization whose hierarchy is dominated by men may impact negatively for 

career advancement for women managers.  Other factors includes individual factors 

(Torrington and Hall, 1995), political factors and social factors such as 

family/community issues (Torrington and Hall, 1995) 

In addition, a rigid structure which provides very few job openings impacts 

negatively on career advancement after training.  Beardwell, Holden and Claydon 

(2004) observe and rightly so that effective management development should give 
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due consideration to career paths and opportunities for promotion and progression.  

Today, due to rapid changes in organizations, there is a great deal of uncertainty and 

no clearly defined progression paths; promotion is no longer automatic as was the 

case in the structures and cultures of traditional organizations 

Torrington and Hall (1995), note that the responsibility for managing a career is with 

the individual, although the organization may play a key role in facilitating and 

supporting this.  Indeed an employee who pursues career development that is 

consistent with the organization’s set goals is more likely to be supported by the 

management.  

2.2 Theoretical Review 

2.2.1 Theory of Work Adjustment (TWA)  

This is a class of theory which is anchored on the individual difference, traditional of 

vocational behaviour (Dawis, 1992).  Career choice and development is viewed as a 

continuous process, where a person will look for work and environment which would 

match her/his needs.  In the theory, four adjustments have been assessed based on 

individual and environmental requirements.  These include flexibility, activeness, 

creativeness, and perseverance (Dawis, 2005).   Flexibility is linked to the way in 

which individuals can tolerate an environment while activeness centres on whether 

employee has a tendency to actively change or act on an environment to reduce dis-

correspondence and dis-satisfaction.  Reactiveness is related to whether the employee 

would resort to self-adjustment in order to deal with dis-correspondence without 

actively changing or acting on an environment.  Whereas, perseverance refers to 

employee’s degree to resolve and persist to adjust as well as accommodate before 

choosing to exit in a given working environment.  Career choice and development is 

thus conceptualized as a continual process or cycles of work adjustment initiated by 

dis-satisfaction and dis-satisfactoriness (Athanasou et al, 2008).  One of the major 

strength of TWA is that it has a set of measures which have been developed to 

measure the various variables associated with the theory, including measures on 
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satisfaction, needs and values, skills and abilities, satisfactoriness, and indexes of 

correspondence (Dawis, 2005).  TWA seeks to explain career development and 

satisfaction in terms of person-environment correspondence, and it offers career 

guidance professionals a template to locate entry points to assist individuals with 

career choice and adjustment concerns. 

2.2.2 Holland’s Theory of Vocational Personalities in Work Environment 

Holland’s theory of vocational personalities in work environments is the premier 

structural theory behind modern counselling.  His structural theory is centred around 

the basic belief that people will seek out careers that offer environments that are 

compatible with their interest, likes and dislikes.  This basic premise is the 

foundation for Holland’s globally accepted vocational personality and work 

environment theory.  One notable exception is Holland's (1973) theory of 

occupational classification, in which personal and environmental factors (that is job 

demands) are predicted to interactively influence work outcomes.  The essence of 

Holland's (1973) theory is that vocational achievement, represented by satisfaction 

and performance, is optimized by matching an individual's personal characteristics 

with the situational demands of work.  Theory of vocational personalities and work 

environments commonly is regarded as one of the most influential career 

development theories and occupational taxonomies in vocational psychology 

(McDaniel and Snell, 1999).  From Holland's theory follows that each model 

environment attracts or is sought out by individuals whose dominant personality type 

matches the type of work environment (meaning that realistic personality types seek 

realistic occupations).  According to Holland's (1973) theory, individuals are 

attracted to those tasks and situations that gratify their personal needs and provide 

satisfaction.  Explicit in the theory is that a given environment will have a somewhat 

different potency for each personality type, as a degree of similarity between the 

interpersonal competency type and the environmental model. 

Holland (1997) recently suggested that most people have a “personal career theory” 

(PCT) about careers or work, which can range from weak and invalid to strong and 
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valid.  A PCT is the collection of beliefs, ideas, assumptions, and knowledge that 

guides individuals as they choose occupations or field of study.  PCT is used by 

people as they go about making careers decisions. Holland noted that career choice 

problems may stem from any one or more of three components of the PCT: personal 

characteristics, occupational knowledge, or translation units.   For example, persons 

having a PCT with a weak translation unit (i.e., poor decision-making skills) or 

pervasive weaknesses (many negative career thoughts or low vocational identity) 

require more intensive career assistance. 

2.2.3 Gottfredson’s Theory of Circumscription and Compromise 

The theory of circumscription and compromise focuses on how young people 

gradually come to recognize and deal with, or fail to deal with, the array of 

vocational choices their society provides.  Gottfredson (2005) assumed that career 

choice is a process requiring a high level of cognitive proficiency. A child’s ability to 

synthesise and organise complex occupational information is a function of 

chronological age progression as well as general intelligence. Cognitive growth and 

development is instrumental to the development of a cognitive map of occupation 

and conceptions of self that are used to evaluate the appropriateness of various 

occupational alternatives. 

In recent revisions of her theory, Gottfredson’s (2005) elaborated on the dynamic 

interplay between genetic makeup and the environment. Genetic characteristics play 

a crucial role in shaping the basic characteristics of a person, such as interests, skills, 

and values, yet their expression is moderated by the environment that one is exposed 

to. Even though genetic makeup and environment play a crucial role in shaping the 

person, Gottfredson maintained that the person is still an active agent who could 

influence or mould their own environment. Hence, career development is viewed as a 

self-creation process in which individuals look for avenues or niches to express their 

genetic proclivities within the boundaries of their own cultural environment 
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In contrast to the established notion that choice is a process of selection, 

Gottfredson’s (2002) theorised that career choice and development could instead be 

viewed as a process of elimination or circumscription in which a person 

progressively eliminates certain occupational alternatives from further consideration.  

Circumscription is guided by salient aspects of self-concept emerging at different 

developmental stages.  Gottfredson maintained that the career aspiration is 

influenced more by the public (example, gender, and social class) than private 

aspects of their self-concept (such as skills, and interests). 

Another career development process is compromise. In response to external realities 

and constraints such as changes in the structure of the labour market, economic 

depression, unfair hiring practices, and family obligations, individuals have to 

accommodate their occupational preferences so that their eventual choices are 

achievable in the real world.  Compromise is a complex process in which 

compatibility with one’s interest is often compromised first so as to maintain a 

greater degree of correspondence with one’s preference for prestige and sex-type.  

Krumboltz et al. (1976) argues that career development is decisions is based on 

social learning, and that choosing a particular career is influenced by positive and 

consistent reinforcement from observing significant occupational role models (such 

as family member, or workmate), and being exposed to images related to a specific 

career.  Career-related decisions reflect a cognitive process in which beliefs, attitudes 

and intentions evolve as knowledge and experiences are processed (Krueger et al., 

2000).  Generally, literature suggests the importance of investigating career as a 

developmental process and as a socially learned experience.  Research places more 

emphasis on a range of personality, demographic and behavioural factors, combined 

with the importance of career-related intentions and the processes leading to these 

intentions, such as desirability, feasibility and propensity to act.  These theoretical 

perspectives add value to our understanding of employee career choices. 
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2.3 Empirical Review  

Hassan (2009) examined the moderating role of self-efficacy on the relationship 

between career commitment and career success in Lebanon by surveying managers 

and non-manager employees.  A regression analyses was used to test the hypotheses 

that employee career commitment is positively related to salary level and career 

satisfaction. According to Hassan (2009), career development was found to predict 

objective career success in the form of salary level and subjective career success in 

the form of career satisfaction.  Furthermore, the findings indicated that self-efficacy 

moderated the positive effects of career commitment on both objective and 

subjective career success.  Career commitment was positively related to salary level 

and career satisfaction among employees who have at least moderate levels of self-

efficacy. The findings suggest that individuals having strong career commitment and 

a stronger sense of self-efficacy would enjoy high salary level and a greater career 

satisfaction (Hassan, 2009).  The findings imply that employees and employers may 

benefit from a close examination of the motivational and cognitive dimensions that 

are important in career-decision making process. Highly-committed and efficacious 

employees would seek challenging tasks to further their own performance 

accomplishments when engaging in career goals in which they see more 

opportunities for personal development or career growth.  Organisations too will 

benefit from highly committed and efficacious employees if they prepare them for 

long-term engagement in activities and career opportunities that contribute to career 

success. 

Duan-Rung et al (2011) conducted a study to clarify the antecedents of job 

satisfaction and career development in California.  In total, 2,799 questionnaires 

were mailed out to members of the American College of Healthcare Executives.  

Path analysis was conducted to test the hypothetical relationships between work 

situation, career experiences and career commitment. According to Duan-Rung et al 

(2011), job satisfaction mediated the influences of job tenure and career pattern on 

career commitment.  Furthermore, job satisfaction partially mediated the influences 
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of perceived job security and one's satisfaction with career on career commitment.  

Both of these measures had a direct influence on career commitment.  Career 

experience such as sector change was also positively associated with career 

commitment.  The findings imply that in order to retain high-valued workers it is 

important that an organization has a work environment that enhances their 

commitment to their occupation as well as their careers. 

The training needs assessment is a significant activity for the training and 

development function.  A human resource generalist or a specialist should be 

proficient in performing a training needs assessment (Amna and Sumaira, 2012). 

Amna and Sumaira conducted a research under the umbrella of quantitative 

paradigm, using the cross-sectional way of obtaining responses as it saves time and 

cost, and the strategy adopted for data collection was “survey questionnaire 

technique”.  Their intension was to explain the training and development function in 

the Islamic banking sector and how the needs assessment of Islamic banking fits into 

the process, followed by an in-depth look at the core concepts and levels involved in 

conducting a training needs assessment.  Amna and Sumaira, (2012) found that the 

process of needs assessment identifies more than one training need; the training 

manager, working with management, prioritizes the training based on the urgency of 

the need (timeliness); the extent of the need (how many employees need to be 

trained); and the resources available.  Also, the authors learned that training needs 

assessment is more crucial for performance analysis and for job analysis.  Based on 

this information, the training manager can develop the instructional objectives for the 

training and development program.   

A study by Nikos (2001) examined employees and senior management perceptions 

of career development issues in a downsizing organization.  The results showed that 

the organization lacked a coherent strategy for survivors’ career development.  The 

main career development structure, the performance management and appraisal 

scheme, was generally viewed as inadequate, while the other structures in place, 

although generally perceived as useful, were underutilized.  A substantial proportion 
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of employees considered lateral moves to potentially undermine advancement and 

security, and senior management views implied a potential lack of wide managerial 

support for widespread use of this tool (Nikos, 2001).  Nikos (2001) found that 

senior management attitude for selective career development, targeted on an élite 

group of key employees, had existed.  The study concluded that proper downsizing 

planning must include a coherent career development strategy for survivors.   

According to Norma and Carol (2007), the human resource (HR) function is 

experiencing considerable change with pressure to demonstrate added value and a 

trend to outsourcing.  A study was conducted to examine the early careers and career 

development of HR professionals in this time of change, and to consider the 

development implications for employers, the individuals themselves and providers of 

management education.  Norma and Carol (2007) demonstrated that participants on 

the survey had displayed characteristics of the protean career including both 

frequency of job moves and moves between management functional areas before 

they were in a position to acquire a professional qualification to take their career to 

another level.  The research indicates that HR careers are changing and the old 

certainties of a secure HR career in a large or public sector organization can no 

longer be taken for granted.   

Ishaq (2011) has argued that employee perceptions of organizational service quality 

orientation mainly depend upon four main predictors: employees' perception about 

training and development; development and positioning of Islamic banking 

products/service concept; customer service orientation; and employees' service 

quality performance.  Use of principal component factor analysis indicated four 

predictive internal organizational service quality orientation factors (ISQF) where 16 

per cent of the variation is being explained by employee perception of organizational 

orientation towards employees' training and development, 13 per cent variation 

explained employee perception of organizational orientation towards development 

and positioning of Islamic banking products/service concept, 11 per cent variation 

explained by employee perception of organizational service quality orientation 
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towards customer service orientation, and 10 per cent variation explained employee 

perception of organizational service quality orientation towards employees' service 

quality performance (Ishaq, 2011).  What we learn from the study is that 

management need to be mindful about the fact that ISQFs identified by this study 

have the potential to indirectly influence customer perceptions through effective 

employees' recruitment and selection criteria, complemented by training to improve 

service oriented skills and knowledge development related with the products/services 

offered by banks. 

2.4 Definition of Key Research Issue 

Career Development 

Acareer is defined as the combination and sequence of roles played by a person 

during the course of a lifetime. Career development is about the development of 

employees that is beneficial to both the individual and organisation, and is a complex 

process. Greenhaus et al., (2000) suggests that career development is an ongoing 

process by which individual's progress through a series of stages, each of which is 

characterised by a relatively unique set of issues, themes, and tasks. 

Career development generally refers to personal efforts by an employee to learn and 

develop new skills that he can use to earn more income, gain promotions and change 

careers. Hansen (1976) defined it as a continuous lifelong process of developmental 

experiences that focuses on seeking, obtaining and processing information about self, 

occupational and educational alternatives, life styles and role options. Career 

development is as much about work and life balance, and therefore life management, 

as about relationships with work colleagues, current boss and employer. 
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2.5 Conceptual Framework   

Figure 2.1 Conceptual Framework 

 

 

 

 

 

 

 

 

 

 

 

 

Source: Researcher, 2013 

Career development is a decision which is based on employee personal needs, 

occupational role model, working condition and opportunities, as previous argued by 

Krumboltz et al. (1976).  The act of a choosing particular career is influenced by 

positive and consistent reinforcement from observing significant occupational role 

models (such as family member, or workmate), and being exposed to images related 

to a specific career.  Within the institution, the working environment and conditions 

could be an opportunity for individual career development or a hindrance to career 

development. Therefore, interaction of employee and employer would determine 
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individual career development as employers value an employee who understands and 

possesses a willingness to work hard.  Employers seek employees who have initiative 

and the motivation to get the job done.  A positive attitude gets the work done and 

motivates others to do the same.  It is the enthusiastic employee who creates an 

environment of good will and who provides a positive role model for others.  

Employers seek employees who are adaptable and maintain flexibility in completing 

tasks in an ever changing workplace.  Employees who recognize their skills and 

strengths are able to utilize them in the workplace and require little prodding or 

supervision to get their work completed.  Some of the things which employee looks 

for include work freedom, targets and individual career development.    
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CHAPTER THREE 

RESEARCH METHODOLOGY 

3.1 Introduction 

Scientific research methodology is usually employed in order to answer a problem 

and generate new knowledge which benefits the whole community.  Kothari (2010) 

defines research methodology as a way to systematically solve the research problem. 

It may be understood as a science of studying how research is done scientifically.  In 

it, various steps that are generally adopted in studying research problem are 

discussed.  This chapter covers the research design, study area, study population, 

sample and sampling techniques, method of data collection and analysis. 

3.3 Research Design 

This study used a case study design which is one of the several ways of doing social 

science research. Under this design a single unit of study was examined by obtaining 

information on several variables.  Selltiz, (1959) defines research design as an 

arrangement of conditions for collections and analysis of data in a manner that aims 

to combine relevance to the research purpose with economy in procedure.  Research 

design aims to provide collection of relevant information with minimal expenditure 

of effort, time and money (Dawson et al, 2002).  There are variety of research design 

based on the purpose of the research (just to mention there is experimental, case 

study and cross-sectional).  These designs do employ either or both qualitative or 

quantitative approach in order to gain information on the study.  Qualitative approach 

centres on description, induction, and grounded theory under which the research 

theme is being explored.   Quantitative approach focuses on the quantity/numbers.  In 

case study research design, intensive analysis of an individual unit is made with 

reference to the study population.  Case study designs are common in social science 

and life science and can either be descriptive or explanatory (Robert, 2009).  In 

descriptive design researcher is able to overcome human tendency toward bias.  For 

the purpose of this study a case study approach was adapted to meeting the study 

objectives.  Document review, in-depth semi-structured interviews were conducted 
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during the survey.  A questionnaire was developed and was administered to the 

respondents during survey.   

3.4 Area of Study 

This study was conducted at CRDB Bank Ltd headquarter in Dar es Salaam,  because 

of data accessibility  as well as human resources activities  being  centralized at the 

headquarters.   

3.4.1 Unity of inquiry 

The unity of inquiry during data collection was the CRDB Bank’s employees and 

managers.  

3.5 Sampling 

This is a way of choosing a group of individual with similar characteristics from the 

entire population.  The study sample should be representative of the entire population 

(Kothari, 2004).  The population of the study included all employee and managers at 

CRDB bank headquarters.  To ensure proper use of time and financial resources, the 

sample was choosen from employee registers at the human resource department 

(Table 3.1).   

Table 3.1 Sample Size   

Group  Male  Female  Way of Identifying 

Respondents  

Human Resource  20 15  

A review of 

employee register 

was done prior to 

actual data 

collection 

Loan and Treasury  10 10 

Cashiers and  15 15 

Other supportive 

Staffs 

10 10 

Total  55 50 

Source: Researcher, 2013 
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3.6 Sampling Techniques 

Selecting units from a larger population derives the composition of the sample.  The 

manner in which the sample units are selected is very important.  Purposive sampling 

was used in which judgment, experience, and personality views governed the choice 

of subjects in the sample. 

3.6.1 Purposive Sampling 

The respondents were the employees working with the bank.  Due to the presence of 

many employees it was difficult to access them all.  Hence purposeful selection was 

used during field work. Selection was done with the support from the human 

resource department.   

3.6.2 Simple Random   

In simple random sampling each individual is chosen randomly and entirely by 

chance, such that each individual has the same probability of being chosen at any 

stage during the sampling process (Yates, et al 2008). One of the advantages of 

simple random sampling is that it is free of classification error, and it requires 

minimum advance knowledge of the population other than the frame.  In this study 

simple randomly sampling techniques were used in order to obtain samples for the 

study.  At the human resource department a list of all employees was obtained and 

the selection was done.   

3.7 Source of Data 

This study has used primary and secondary data. 

3.7.1 Primary Data 

These are those data collected afresh and for the first time and thus happen to be 

original in character.  Primary data can also be expressed as first-hand information 

collected through various methods such as observation, interviews and the like.  The 
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primary data in this study was obtained from surveying employees and managers 

working with the company.  

3.7.2 Secondary Data 

Secondary data are those data which have been collected by someone else and have 

already passed through statistical process (Kothari, 2004).  According to Kothari, 

secondary data are the facts and figures that have already been recorded before the 

project at hand.   

3.8 Data Collection Techniques  

In order to obtain information related to the variables upon which the investigation of 

the study was based, three main methods of data collection were employed. 

3.8.1 Questionnaire 

Questionnaire is a written set of questions that can be mailed or passed out to 

subjects.  Dillon et al (1990) explain that in a formal way, the questions are designed 

to elicit the desired information.   For the purpose of this study only one 

questionnaire was designed which included both closed and open ended questions. 

Bank’s employees identified from the HR registers were interviewed.   

Popper (1959) listed some of the advantages and disadvantages of using 

questionnaires in research.  The advantage of using questionnaires is that large 

amounts of information can be collected from a large number of people in a short 

period of time and in a relatively cost effective way.  It can be carried out by any 

number of people with limited affect to its validity and reliability.  In addition to that, 

the results of the questionnaires can usually be quickly and easily quantified through 

the use of a software package. Information can be analysed more 'scientifically' and 

objectively than other forms of research.  When data has been quantified, it can be 

used to compare and contrast other research and may be used to measure change.  

Some of the short comings of questionnaires include its inadequacy to understand 

some forms of information (such as changes of emotions, behaviour, feelings).  
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There is no way to tell how truthful a respondent is being and there is no way of 

telling how much thought a respondent has put in.  

3.8.2 Interviews 

An interview was conducted in order to collect additional information mainly 

qualitative information which was not captured in the questionnaire.  An interview 

guideline was prepared in order to ensure consistency of questions across employees. 

According to Kothari (2004) interviews allows the researcher to get detail of the 

problem which is being surveyed. Interviews usually achieve high response rate and 

respondents’ own words are recorded.  Moreover ambiguities can be clarified and 

incomplete answers followed up.  Interviewees are not influenced by others in the 

group and some interviewees may be less self-conscious in a one-to-one situation.  

However interviews have short comings such as can be very time-consuming: setting 

up, interviewing, transcribing, analysing, feedback, reporting; they can be costly and 

different interviewers may understand and transcribe interviews in different ways. 

3.8.3 Documentary Source 

This is a collection of information on the research subject from various available 

documents.  It includes financial and human resource reports, research papers, 

seminar presentations and other documents which were made available.  During field 

work review of bank’s financial reports and employee records from the human 

resource department was done.    

3.9 Methods of Data Analysis and Interpretation  

Both qualitative and quantitative methods of data analysis were used.  Information 

from qualitative results was firstly coded.  Coding is the primary process for 

developing themes within the raw data by recognizing important views in the data 

and encoding it prior to interpretation.  The interpretation of the codes included 

comparing themes, and identifying theme co-occurrence in relation to the study 

objectives.  While quantitative data was analysed with the aid of Statistical Package 
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for Social Sciences (SPSS) version 16.0.  Descriptive and exploratory data analysis 

was done, where frequencies and percentages have been presented in tables and/or 

figures. 
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CHAPTER FOUR 

PRESENTATION OF FINDINGS 

4.0 Introduction  

The study aimed at assessing employees’ career development in the banking 

industry, taking CRDB bank as the case study.  Research questions included what are 

the existing institutional policies/practices which govern the employee’s career 

development? How is the employee career development being managed? What are 

the factors which constraints employee career advancement and the strategies to 

resolve them? And what is the impact of career advancement on the banking 

industry? 

4.1 Respondents Personal Information  

Of the surveyed sample 56.8% were male and 43.2% were female. This is more than 

83.8% of the targeted sample collection (target was 55 males and 50 females) (Table 

4.1). This implies that male were more cooperative than female in answering the 

research questions during the survey.   

Table 4.1: Respondents Gender  

Observation  Frequency Percent 

Male  
50 56.8 

Female  
38 43.2 

Total 
88 100.0 

Source: Field Survey, 2013 

The surveying tool had included information on respondent’s age as shown in figure 

4.1. Of the surveyed respondents 17% (15) were within the age of 20 – 25 years, 47 

% (41) were in the age of 26-30 years, 22% (19) were between 31- 40 years. The 

remaining 14% (13) were above 40 years of age.  This implies that more youth have 
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been employed by the bank and are in the age group in which career development 

would be an important aspect.  

Figure 4.1: Respondents Age 

 

Source: Field Survey, 2013 

 

Surveyed respondents were asked about their marital status, results shows that 35% 

(31) were married and the remaining 65 % (57) were not married (Table 4.2).  

Married employees are perceived to have more family roles to play.  In some cases 

family roles and influence of a partner might affect person’s desire for certain career 

development. 
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Table 4.2: Respondent’s Marital Status 

Response  Frequency Percent 

Married 31 35 

Not Married 57 65 

Total 88 100.0 

         Source: Field Survey, 2013 

 

Education showed that 6% (5) were certificate holders, 33% (29) were diploma 

holders and the remaining 61% (54) were degree holders (Table 4.3).  Results on 

individual education imply that majorities are degree holders. With this level of 

education employees are expected to strive for higher career goals.   

Table 4.3: Respondents Education Status 

Education  Frequency Percent 

Certificate 
5 5.7 

Diploma  
29 33.0 

Degree Holder 
54 61.4 

Total 
88 100 

Source: Field Survey, 2013 

Result on respondents reported gross income is shown in table 4.4. 53% (47) of the 

respondents had stated gross income between TZS 200,000 to 1,000,000, 31% (27) 

had stated an income of TZS 1,000,000 – 2,000,000 and the remaining 16% (14) 

stated income above TZS 2,000,000. 
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Table 4.4: Respondents Gross Income 

Income level  Frequency Percent 

200,000 – 1,000,000 47 53 

1,000,000-2,000,000 27 31 

Above 2,000,000 14 16 

Total 88 100 

 Source: Field Survey, 2013 

4.2 Strategies used by the banks to ensure staff pursue their career 

development.   

The bank has set out strategies to ensure employees pursue career development. One 

of the strategies is to ensure career development opportunities are available to 

employees.  Majority of the respondents (70.5%) strongly agree that existence of 

career advancement opportunities is among the strategies set by the bank to support 

employees and the remaining 29.5% (26) agreed (Table 4.5).  Interview with human 

resource confirms that the bank has been looking for career development 

opportunities for its staff.   

Table 4.5: Career Development Opportunities 

Response Frequency Percent 

Strongly Agree  62 70.5 

Agree  26 29.5 

Total 88 100.0 

Source: Field Survey, 2013 

Managers and supervisors play an important role in identifying institutional skill 

needs.  Some of the tasks need to be handled by employees of certain profession.  

Identification of such gap is usually done by management.  Strategies have been set 
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up to encourage employees to pursue such career so as to fill in the gap.  About 58% 

(51) of employee strongly agreed that management has been encouraging employees 

to pursue certain career development, while 26% (23)  agreed and remaining 16% 

(14) were neutral (Table 4.6).  Lynton and Pareck (1990) have indicated that 

management plays a greater role in assisting employees to pursue their career 

development. Management and supervisors have ability to assist employees in 

choosing their career goals.       

Table 4.6: Management and Supervisors Roles 

Response Frequency Percent 

Strongly Agree 51 58 

Agree 23 26 

Neutral 14 16 

Total 88 100.0 

Source: Field Survey, 2013 

Banks have established strong link with other institutions (academic and non-

academic) to assist employees in pursuing their career development.  Field results 

showed that 30% (26) of the respondents strongly agreed that the bank has now set 

up some links with other institutions, 38% (33) agreed, 2% (2) were neutral and the 

remaining 30% (27) disagreed (Table 4.7).  Mullins (2005) views the creation of link 

as a way to get to know other career opportunities existing in other institutions.    
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Table 4.7: Creation of Network with Other Institutions  

Response Frequency Percent 

Strongly Agreed  26 30 

Agreed 33 38 

Neutral 2 2 

Disagreed  27 30 

Total 88 100.0 

Source: Field Survey, 2013 

The need for change in the management attitude towards employee career 

development was also explored. Managers had negative attitudes towards career 

development because employees were leaving the institution after pursuing certain 

career development. Of the respondents 58% (51) strongly agreed that change of 

management attitude towards career development is one of the strategies to 

encourage employee to pursue their career, 26% (23) agreed and the remaining 16% 

(14) disagreed (Table 4.8).  Management behaviour towards career development 

needs to change in relation to the needs of employee and institution.  Change from 

negative attitude towards a positive helps employees to develop their career interests 

(Lynton and Pareck, 1990).   

Table 4.8: Change of Management Attitudes towards career development 

Response Frequency Percent 

Strongly Agreed 51 58 

Agreed 23 26 

Disagreed  14 16 

Total 88 100.0 

Source: Field Survey, 2013 



30 

 

Currently line managers play a great role in assisting employee career development.  

In the past they were reluctant perhaps due to a fear of showing their own ignorance 

of effective career strategies, or due to the fact that developing staff was not 

rewarded. Of the surveyed respondents 36% (32) strongly agreed that line managers 

play a great role in assisting employees to pursue their career advancement, 16% 

(agreed), and 47% (41) disagreed on the role of line managers (Table 4.9).  

Table 4.9: Role of line managers in career development 

Response Frequency Percent 

Strongly Agree 32 36 

Agreed 14 16 

Neutral 1 1 

Disagreed  41 47 

Total 88 100.0 

  Source: Field Survey, 2013 

Another strategy which has been examined is the need for management to spend time 

with staff individually to discuss career development.  This gives employee room to 

state   their views in relation to career development. Field results shows that 67% 

(59) strongly agreed that management has been spending time with staffs 

individually to discuss their career development, 17% (15) agreed and the remaining 

16% (14) disagreed (Table 4.10). Lynton and Pareck (1990) emphasize that 

employers should always encourage staff to re-skill as a means of improving their 

career development.   
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Table 4.10: Management Spend time with staff on Career Development 

Response Frequency Percent 

Strongly Agreed 59 67 

Agreed 15 17 

Disagreed 14 16 

Total 88 100.0 

Source: Field Survey, 2013 

Manager’s participation in activities such as coaching training and career workshops 

is one of the strategies to enhance employee career development.  Findings shows 

that 8% (7) of the respondents strongly agreed that coaching  and career workshops 

is among the career development strategies, 75% (66) agreed and 17% (15) were 

neutral (Table 4.11) 

Table 4.11: coaching training and career workshops 

Response Frequency Percent 

Strongly Agree  7 8 

Agree 66 75 

Neutral 15 17 

Total 88 100.0 

Source: Field Survey, 2013 

4.3 Manners in which Career Development is being Managed 

Institutions have their modality of allowing employees to undertake career 

development based on the time duration which they have worked. Of the surveyed 

respondents 80% (70) were strongly satisfied with management consideration of 

employee working duration in pursuing their career development, 17% (15) were 

satisfied and the remaining 3% (3) were dissatisfied (Table 4.12 ).  Interview with 
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the human resource manager revealed that employee has to save the company for 2-3 

years before being allowed to undertake any further career development.  

Table 4.12: Working Duration 

Response Frequency Percent 

Strongly Satisfied  70 80 

Satisfied  15 17 

Dissatisfied  3 3 

Total 88 100.0 

 Source: Field Survey, 2013 

Career development has been managed by giving both male and female equal 

opportunities.  About 29% (26) of the respondents were very satisfied by giving 

employees equal opportunities, 43% (37) of the respondents were satisfied and the 

remaining 28% (25) were neutral  (Table 4.13). Document review shows that the 

bank has been offering equal opportunity to employees in pursuing and acquiring the 

professional qualification (CRDB, 2011).  Respondents view match with the 

institutional support to all employees.  

Table 4.13: Equal Opportunity to Male and Female 

Response Frequency Percent 

Strongly Satisfied  26 29 

Satisfied  37 43 

Neutral  25 28 

Total 88 100.0 

 Source: Field Survey, 2013 

In order to undertake career development, an institution should provide more 

opportunities so that employees can advance their career development. Study results 
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showed that 66% (58) of the respondents strongly agreed that career development 

opportunities are available, 33 % (29) agreed and only one person disagreed on the 

availability of career development (table 4.14).  According to Kimei (2013) there are 

various opportunities in the bank and the employees have been encouraged to pursue 

them.  

Table 4.14: Availability of the Opportunities 

Response Frequency Percent 

Strongly Agree  58 66 

Agreed 29 33 

Disagreed  1 1 

Total 88 100 

 Source: Field Survey, 2013 

In order to carry out staff career development in an effective way, the number of staff  

in a department must be considered so that all employees  get an equal chance to 

study and further their career.  If there is a lack of sufficient employees, opportunities 

to study and hence advance career wise is limited. Of the surveyed respondents 13% 

(11) were very satisfied with consideration of number of staffs before allowing a 

person to pursue career development, 72% (64) were satisfied, and 14% (12) were 

dissatisfied (Table: 4.15 ).  
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Table 4.15: Number of staff in the department 

Response Frequency Percent 

Very Satisfied  11 13 

Satisfied  64 72 

Neutral   1 1 

Dissatisfied  12 14 

Total 88 100.0 

 Source: Field Survey, 2013  

Institutional strategic plans and nature of career development employee pursue also 

plays a role.  Management has been assessing employee career plans and institution 

strategic plans before allowing employee to undergo such career.  Of the surveyed 

respondents 48% (42) were satisfied with such assessment, 29% (26) were neutral 

and the remaining 23% (20) were dissatisfied with management career assessment 

(Table 4.16). 

Table 4.16: Assessment of the Nature of career development 

Response  Frequency Percent 

Satisfied  42 48 

Neutral  26 29 

Dissatisfied  20 23 

Total 88 `100 

 Source: Field Survey, 2013 

Sometimes institutions do set some funds in order to support employees who want to 

undertake certain career development.  Availability of funds does influence 

employee who want such support. Results revealed that 42% (37) strongly agreed 
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that management plans to set funds to support its employees, 54% (48) agreed and 

the remaining 4% (3) were neutral (Table 4.17).  Document review showed that 

during the year, the Group spent TZS 4.1 billion (2011- TZS 4.3 billion) on staff 

training in order to improve employees’ technical skills and performance (Kimei, 

2013).  

Table 4.17: Setting aside funds to support employee career development  

Response Frequency Percent 

Strongly Agreed 37 42 

Agreed 48 54 

Neutral 3 4 

Total 88 100.0 

 Source: Field Survey, 2013 

Management has been communicating the importance of career development to its 

employees.  Such communication is viewed as a means to inform employees on the 

potentialities which exists within the institution.  Field results shows that about 

13.6% (12) were very satisfied with such communication, 64.8% (57) were satisfied, 

17.0% (15) were neutral and the remaining 5.6% (4) were dissatisfied with the 

communication system adopted by the management (Table 4.18). 

Table 4.18: Communicating the Importance of Career Development   

Response Frequency Percent 

Very Satisfied  12 13.6 

Satisfied  57 64.8 

Neutral 15 17.0 

Not Satisfied  4 5.6. 

Total 88 100.0 

 Source: Field Survey, 2013 
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Another way in which career development has been handled is through provision of 

support to employee in examining their career development.  A total of 45 (51%) 

were very satisfied with the existence of such support, 39.2% (35) were satisfied and 

the remaining 9.8% (8) were not satisfied (Table 4.19). 

Table 4.19: Supporting Employee to examine their career goals and Plans  

Response Frequency Percent 

Very Satisfied  45 51.0 

Satisfied  35 39.2 

Not Satisfied  8 9.8 

Total 88 100.0 

 Source: Field Survey, 2013 

Regular provision of feedback on individual performance has been taking place in 

the bank.  Line managers have been giving employee’s feedback on their work 

performance based on career path which they have pursued.  Field results shows that 

36% (32) of the respondents were very satisfied with the provision feed on 

performance, 33% (30) were satisfied and about 11% (9) were not satisfied with the 

way feedback is being provided (Table 4.20). 

Table 4.20: Provision of Feedback on Individual Performance 

Response Frequency Percent 

Very Satisfied  32 36 

Satisfied  30 33 

Neutral 17 20 

Not Satisfied  9 11 

Total 88 100.0 

 Source: Field Survey, 2013 
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4.4 Factors Affecting Employees Career Development.  

There are number of factors which affect employee career development at work. 

These factors could be from the side of employers or employees.  In order to 

examine these factors objectively, the first part presents factors from employee’s side 

and the second part presents factors from the banks side.   

4.4.1 Employee Factors  

Surveyed results showed that individual ability and interests affect their career 

development.  About 38% (33) of the respondents strongly agreed that employee’s 

ability and interests affect career development, 36% (32) agreed, 9% (9) disagreed 

and the remaining 16% (14) strongly disagreed (Table 4.21). Jerry et al (2007) has 

highlighted on the factors which affect employee career development on one of them 

is the individual ability and interest towards such career.  

Table 4.21: Employee ability and interest affects career development   

Response Frequency Percent 

Strongly Agree 33 38 

Agree 32 36 

Disagree 9 9 

Strongly Disagree 14 16 

Total 88 100.0 

Source: Field Survey, 2013 

At work some of the employers and employees have privileges to various things. Itis 

upon the employee to consider his/her privileges in relation to the employer 

privileges at the working environment. About 26.1% (23)   of the respondents 

strongly agreed that privileges affects employee career development, 35.2% (31) 

agreed, 8% (8) disagreed and the remaining 30.7% (27) strongly disagreed (Table 

4.22).  Graham and Bennett (1995) argue that employees should set and aim at 
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specific targets, identify career priorities and consistently monitor their achievements 

and failures. 

Table 4.22: Privileges affect career development 

Response Frequency Percent 

Strongly Agree 23 26.1 

Agree 31 35.2 

Disagree 7 8.0 

Strongly Disagree 27 30.7 

Total 88 100.0 

 Source: Field Survey, 2013 

Employees have their peer groups with whom they work together or are their friends. 

Usually these groups do affect employee career development.  Table 4.23 shows that 

18% (16) strongly agreed that peer groups affects employee career development, 

21% (18) agreed, 15% (13) disagreed and the remaining 46% (41) strongly 

disagreed. 

Table 4.23: Peer group affects career development 

Response Frequency Percent 

Strongly Agree 16 18 

Agree 18 21 

Disagree 13 15 

Strongly Disagree 41 46 

Total 88 100.0 

 Source: Field Survey, 2013 

Social economic statuses of the employee’s parents do affect career development. 

Some of the employees finance their relatives/parent. The amount of money 

transferred could be used to support the employee to pursue career development. 
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18.1% (16) of the employee strongly agree that social economic status of parents 

affects career development, 11.4% (10) agreed, 37.5% (33) disagree and the 

remaining 33.0% (29) strongly disagree (Figure 4.2).   

Figure 4.2: Socio-economic status of parents affects career development  
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  Source: Field Survey, 2013 

 

The position of employee in the family does affects career development, field results 

showed that 27.3% (24) strongly agree, 14.8% (13) agreed, 29.5% (26) disagree and 

the remaining 28.4% (25) strongly disagree (Table 4.24). 

Table 4.24: Position of individual in the family affects career development 

Response Frequency Percent 

Strongly Agree 24 27.3 

Agree 13 14.8 

Disagree 26 29.5 

Strongly Disagree 25 28.4 

Total 88 100.0 

Source: Field Survey, 2013  
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Career development is affected by the age of the individual. The youth are more 

likely to pursue career development compared to the elders. Of the surveyed 

respondents 30% (26) strongly agreed that age affects career development, 23% (20) 

agreed, 19% (16) disagreed and the remaining 28% (26) strongly disagree (Table 

4.25).  Jerry et al (2007) showed a diagram of factors which affect career 

development and one of them was the age of the individual.  Employees are likely to 

pursue their career development at a younger age.  

 

Table 4.25: Age of the individual affects career development 

Response Frequency Percent 

Strongly Agree 26 30 

Agree 20 23 

Disagree 16 19 

Strongly Disagree 26 28 

Total 88 100.0 

Source: Field Survey, 2013 

 

Demand for knowledge/skills by an individual employee or by the institution does 

affect career development.  About 38.6% (34) strongly agree, 17 %( 15) agree, 8% 

(7) disagree and the remaining 36.4% (32) strongly disagreed that demand affects 

career development (Table 4.26).  
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Table 4.26: Demands for knowledge affect career development  

Response Frequency Percent 

Strongly Agree 34 38.6 

Agree 15 17.0 

Disagree 7 8.0 

Strongly Disagree 32 36.4 

Total 88 100.0 

Source: Field Survey, 2013 

Respondents were asked whether employee experience affects career development. 

Results showed that 33.3% (29) strongly agree, 26.1% (23) agree, 23.9% (21) 

disagree and only 17% (15) strongly disagree that experience affects career 

development (Figure 4.3).  This implies that those employees who have more 

experience at work stand at a better position to pursue career development.  

 

Figure 4.3: Experience affects career development 
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Source: Field Survey, 2013 

An employee who is knowledgeable about a particular occupation which is suitable 

to their needs will be more likely to channel their career development in such a 

direction. Study findings shows that 26% (23) strongly agreed that knowledge about 
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particular occupation affects career development, 33% (28) agreed, 15% (13) 

disagreed and the remaining 26% (24) strongly disagree (Table 4.27). 

 

Table 4.27: Knowledge about a particular occupation affects career 

development 

Response Frequency Percent 

Strongly Agree 23 26 

Agree 28 33 

Disagree 13 15 

Strongly Disagree 24 26 

Total 88 100.0 

 Source: Field Survey, 2013 

4.4.2 Bank’s factors which affect Employee career development  

Information flow within the bank does affect career development. Field results shows 

that 21.6% (19) strongly agreed, 22.7% (20) agree, 21.6% (19) disagree and the 

remaining 34.1% (30) disagreed that lack of information affects career development 

(Table 4.28). As argued by Graham and Bennett (1995) information flow is crucial 

for the success of any activity, any shortcomings on communication does affect 

individual as well as institution success.  

Table 4.28: Lack of Information affects career development. 

Response Frequency Percent 

Strongly Agree 19 21.6 

Agree 20 22.7 

Disagree 19 21.6 

Strongly Disagree 30 34.1 

Total 88 100.0 

 Source: Field Survey, 2013 
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Surveyed respondents were asked whether bank’s policies affect employee career 

development. Results showed that 30.7% (27) strongly agreed, 15.9% (14) agree, 

30.7% (27) disagree and the remaining 22.7% (20) strongly disagree that bank 

policies affect career development (Table 4.29).    

Table 4.29: Bank’s policies affect career development 

Response Frequency Percent 

Strongly Agree 27 30.7 

Agree 14 15.9 

Disagree 27 30.7 

Strongly Disagree 20 22.7 

Total 88 100.0 

 Source: Field Survey, 2013 

In order to pursue career development, the employee needs to have someone who is 

senior to him/her in order to mentor him/her.  Mentors provide advice to employee 

on things which they need to consider at institutional and at individual level. 30.7% 

(27) strongly agreed, 18.3% (17) agreed, 29.4% (25) disagreed and the remaining 

21.6% (19) strongly disagreed that existence of mentors affects employee career 

development (Table 4.30). 

Table 4.30: Mentors Affect Career Development 

Response Frequency Percent 

Strongly Agree 27 30.7 

Agree 17 18.3 

Disagree 25 29.4 

Strongly Disagree 19 21.6 

Total 88 100.0 

 Source: Field Survey, 2013 
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Existence of opportunities inside or outside the institution does also affect 

employee’s career development. Surveyed results showed that 38% (33) strongly 

agreed, 27% (24) agreed, 6% (5) disagreed and the remaining 29% (26) strongly 

disagreed that opportunities affect employee career development (Table 4.31). 

Table 4.31: Opportunities affect career development 

Response Frequency Percent 

Strongly Agree 33 38 

Agree 24 27 

Disagree 5 6 

Strongly Disagree 26 29 

Total 88 100.0 

Source: Field Survey, 2013 

Lack of strong commitment from senior management and line managers affect 

employee’s career development.  Of the surveyed respondents 30.7% (27) strongly 

agreed that lack of strong commitment from the senior management and line 

managers affect employee career development, 22.7% (20) agreed and remaining 

46.6% (41) disagreed (Table 4.32). 

Table 4.32: Lack of strong commitment from managers 

Response Frequency Percent 

Strongly Agree 27 30.7 

Agree 20 22.7 

Disagree 27 30.7 

Strongly Disagree 14 15.9 

Total 88 100.0 

 

  Source: Field Survey, 2013 



45 

 

Regular shifts of employee from one department to another are perceived to be a 

challenge for employees in pursuing their career development.  Employees are not 

able to use their skills effectively which makes it difficult to define their career 

development. Field results shows that 22.7% (20) strongly agreed that regular shifts 

across departments affect their career development, 39.8% (35) agreed and the 

remaining 37.5% (33) disagreed (Table 4.33). 

 

Table 4.33: Task change to employees 

Response Frequency Percent 

Strongly Agree 20 22.7 

Agree 35 39.8 

Disagree 33 37.5 

Total 88 100.0 

Source: Field Survey, 2013 

4.5: Impact of Employees Career Development   

The intension of the research questions was to capture impact of employee career 

development on the individual employee and on the bank industry.  The first part 

presents impact of career development on employee and on the second part presents 

impact of career   development on bank industry.   

4.5.1 Impacts of Career Development on Employee  

An employee’s career development is associated with an increase in payment and 

other fringe benefits.   Of the surveyed respondents 44.3% (39) strongly agreed that 

employee career development increases payments and other benefits to employee, 

39.8% (35) agreed and the remaining 15.9% (14) strongly disagreed (Figure 4.4). 

Some of the reasons given by those who disagreed said that employee career 
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development does not necessarily increase payments because of the contractual 

agreement between employee and employer.   

Figure 4.4: Increase Payment and Other Benefits 
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 Source: Field Survey, 2013 

Career development leads to individual recognition within the institution and even 

outside. Recognition of a person centres on his/her achievement as well as work 

performance. Field results shows that 21.6% (19) of the respondents strongly agreed, 

60.2% (53) agreed, 15.9% (14) disagreed and the remaining 2.3% (2) strongly 

disagreed that career developments leads to employee recognition (Table 4.34). 
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Table 4.34: Employee Recognition 

Response Frequency Percent 

Strongly Agree 19 21.6 

Agree 53 60.2 

Disagree 14 15.9 

Strongly Disagree 2 2.3 

Total 88 100.0 

 Source: Field Survey, 2013 

Employees who take initiatives to pursue career development at work are perceived 

to be potential employees to the institution. They have more employment 

opportunities within and outside the institution. Of the surveyed respondents 35.2 %( 

31) strongly agreed, 38.6% (34) agreed, 25.0% (22) disagreed and the remaining 

1.1% (1) strongly disagreed (Figure 4.5). 

 

Figure 4.5:  Increase in Employment Opportunities  
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Employees have their ambitions and expectation at work. Once their 

ambition/expectations are fulfilled they are satisfied. Employee career development 

affects individual satisfaction at work.  Those who have been allowed to pursue 

further career development programs are more satisfied with the working 

environment. Surveyed respondents were asked about their satisfaction as results of 

career development and results showed that 45% (40) strongly agreed, 20% (18) 

agreed, 7% (6) disagreed and the remaining 28% (24) strongly disagreed (Table 

4.35). Deborah et al (2004) highlighted on the importance of career development as it 

leads to employee job satisfaction as well as motivation.  

Table 4.35:  Increase in Employee Satisfaction 

Response Frequency Percent 

Strongly Agree 40 45 

Agree 18 20 

Disagree 6 7 

Strongly Disagree 24 28 

Total 88 100.0 

 Source: Field Survey, 2013 

Employees were asked about the effect of career development on employee job 

motivation. Field results shows that 36.4% (32) strongly agreed that it increased job 

motivation, 19.3% (17) agreed, 5.7% (5) disagreed and the remaining 38.6% (34) 

strongly disagreed (Table 4.36).  
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Table 4.36: Increase in Job Motivation 

Response  Frequency Percent 

Strongly Agree 32 36.4 

Agree 17 19.3 

Disagree 5 5.7 

Strongly Disagree 34 38.6 

Total 88 100.0 

 Source: Field Survey, 2013 

4.5.2 Impact of Career Development on Bank Industry   

Acceptance of the banks to allow the employee to pursue career development has an 

impact on labour turnover because employees will having an opportunity to upgrade 

their professional and become more professional in their respectively career which in 

turn leads to stay longer in the company and thus makes labour turn over to decrease 

in the bank and improve performance as a result bank increases its income.  

 During the survey, respondents were asked whether career development reduces 

employee turnover. Results showed that 43.2% (38) strongly agreed that it reduces 

turnover, 36.4% (32) agreed, 17% (15) disagreed and the remaining 3.4% (3) 

strongly disagreed (Table 4.37).  Deborah et al (2004) argues that a well managed 

career development leads to the reduction in employee turnover., where by an 

employee will enjoy staying at the company because the bank does benefit as well as 

an employee, labour turn over normally occurs when an employee is not considered 

at all in career wise and benefits, so if an employee is enabled by the bank to pursue 

career then labour turn over will automatically decrease due to the benefits of career 

development which are increases in  payment and benefits with many employment 

opportunities.  
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Table 4.37:  Reduction in employee turnover  

Response Frequency Percent 

Strongly Agree 38 43.2 

Agree 32 36.4 

Disagree 15 17.0 

Strongly Disagree 3 3.4 

Total 88 100.0 

 Source: Field Survey, 2013 

 

Employee career development has a positive impact on  the institution as it increases 

work performance and productivity by the employee. Survey results showed that 

77.3% (68) of the respondents strongly agreed that career development has increased 

employee work performance, 19.3% (17) agreed and the remaining 3.4% (3) 

disagreed (Table 4.38).  Career development is highly related to the increase in work 

performance and productivity of the company (Hassan, 2007).   

Table 4.38: Increase Work Performance and Productivity    

Response Frequency Percent 

Strongly Agree 68 77.3 

Agree 17 19.3 

Disagree 3 3.4 

Total 88 100.0 

Source: Field Survey, 2013 
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4.6 Conclusion  

The chapter has presented research findings and the objectives that have been met. 

Evidence suggests that the bank has strategies which are used to improve career 

development such as creation of network with other institutions and change of 

manager’s attitude towards career development. Factors which affect employee 

career development include individual interests, privileges and peer group 

association. Career development results into increased work performance by the 

employee and more benefits to the employee.  
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CHAPTER FIVE 

DISCUSSION OF THE FINDINGS  

5.0 Introduction  

The chapter presents the discussion of the research findings. Each research objective 

has been discussed.  

5.1 Strategies to ensure Staff pursue their Career Developments  

The findings have touched on various strategies to ensure the staff pursue their career 

development. Such strategies include setting up career development opportunities 

which are linked to the institutional strategic plans by the management.  Majority of 

the respondents strongly agreed that management has started using such strategies a 

few years ago.  Jeffrey et al (1997) once pointed out that those career opportunities 

induce employees to pursue career development.  

Senior and line managers play a great role in employee career development. They do 

assist employees in defining their career. Creation of strong links with other 

institutions has been encouraged in order to ensure employees have access to 

information which will enrich their developments.   Krumboltz et al. (1976) argue 

that career development is based on social learning, and in choosing a particular 

career itis influenced by positive and consistent reinforcement from observing 

significant occupational role models (such as family member, or workmate) and 

being exposed to images related to a specific career.  Good flow of information 

between employee and employer has been perceived as a strategy which will allow 

an employee to reveal their career needs. Networking has long been identified in 

Western studies as useful and instrumental in advancing the career development 

(Tonge, 2008).  Belonging to a network enables its members to be more visible in 

their profession and in their community as it provides them with the confidence 

needed to nominate for promotions. 
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5.2 Manners in which Career Development is Managed 

Each institution has its own way of allowing employees to undertake career 

development.  Such modalities includes the duration of time in which employee have 

worked with the institution. There is a minimum number of years in which employee 

has to work before being permitted to undertake any career development program. 

Survey results shows that the majority of the employees were strongly satisfied with 

the consideration of working duration by management in allowing employee to 

pursue career development.   

Management has to ensure both that male and female workers are given equal 

opportunities to pursue their career development. Jane (1998) supports the role of 

managers in assisting employees to pursue certain career development. Institutions 

should provide more opportunities so that employees can advance their career 

development.  The number of staff in a department or unit might affect individual 

career development. Usually managers do consider the staff and their capability in 

order to ensure that provision of services/products will not be affected when one or 

more staffs are undertaking any career development.  

Future commitment of the employee with the institution need to be considered in 

case employee wants to pursue career development. This depends on the nature of 

career development the employee is interested in. In case it’s not in line with 

institutional core business it may take some time for the person to be allowed to 

undergo such career development.  Mentors are considered critical for career 

advancement as they participate in the career advancement of protégés through 

sponsorship, coaching, role modelling, and counselling (Kram, 1985). There are 

costs involved in pursuing career development (such as fees, transport costs, 

allowances).  Sometimes institutions do set some funds to support employees.  

Availability of the funds should be distributed equally and should be sustainable 

during the course of the career development.   
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5.3 Factors Affecting Employees Career Development  

A number of factors have been found to affect employee career development. Such 

factors could be from the side of employer or employee. Hall (1976) argues that 

values acquired through work experience can come to direct subsequent career 

behaviour and choice. Field results show that individual interests/preference to 

certain needs affect career development.  Other factors include existence of 

opportunities inside or outside the institution and peer groups.  The findings are in 

line with those of Valcour and Tolbert, (2003) who found that individual factors, 

such as career ambitions, values, individual career management initiatives, and 

socio-demographical characteristics such as age, gender or marital status impact 

individuals' career mobility. 

In order to pursue career development, an employee needs to have someone who is 

senior to him/her in order to mentor him/her. Mentors usually advice the employee 

on things which employee/individual need to consider within the institution and even 

at individual level.   Another factor which affects employee willingness to pursue 

career development includes social economic status of the employee parents. Some 

of the employees do finance their relatives/parent.  That amount of money could be 

used to support the employee to pursue their career development.  Survey results 

suggest that career development is affected by the age of the individual; the youth are 

more likely to pursue career development compared to the elders.  These findings are 

similar to the Gottfredson’s (2002) who theorised that career choice and development 

could instead be viewed as a process of elimination or circumscription in which a 

person progressively eliminates certain occupational alternatives from further 

consideration.  Gottfredson maintained that the career aspiration is influenced by the 

public (example, gender, and social class) than private aspects of their self-concept 

(such as skills, and interests). 

Study findings show that employees who are knowledgeable about particular 

occupation which fits their needs will be more likely to channel their career 

development on such direction.  The last factor which affects employee career 
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development includes flow of information on various opportunities within the 

institution and outside.  Empirical literature has shown that human capital and 

guidance seeking behaviours such as networking and mentoring relationships affect 

individual career development (Kirchmeyer, 1998).   Whereas Ans et al (2008) 

pointed out that emergent career patterns, human capital factors such as reputation, 

past performance, and previous skills and abilities does affect career development,  

Melamed (1995) found that a combination of human capital factors (education, job 

experience) and accommodations such as delaying family life or working in less 

competitive or prosperous climates were predictors of women's career success.  

Melamed (1995) further argues career influences were personal or work related; 

personal influences included critical incidents such as health problems or 

bereavement, family and partner, quality of life, tiredness and stress, stability or 

security, lifestyle and interests, finances and awareness of ageing; workplace 

influences included organizational structure and change, organizational attitudes and 

culture, working conditions and benefits, and relationships with colleagues and 

management. 

The organizational structure as noted by Tharenous et al (1994) may indeed play a 

part in one’s job situation as far as training and career advancement are concerned.  It 

is argued further that an organization whose hierarchy is dominated by men may 

impact negatively for career advancement for women managers. In addition, a rigid 

structure which provides very few job openings impacts negatively on career 

advancement after training. Beardwell, Holden and Claydon (2004) observe that 

effective management development should give due consideration to career paths 

and opportunities for promotion and progression. 

5.4 Impacts of Employees Career Development   

Career development has negative and positive impact to the institution. Such impacts 

include increased work performance by the employee. It’s expected that the 

employee would be motivated and will increase work performance after pursuing 

such career development. Cameron and Danielle (2012) argue that career 
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development can also help employees adapt to changing environments hence 

increasing work performance. When employees have a viable career development 

plan, they are more likely to find and select new roles most appropriate to their skills 

and talents and to re-adjust quickly after significant organisational change.    

Armstrong (2001) agrees with this and notes that people are motivated when they 

expect that a course of action is likely to lead to the attainment of a goal and a valued 

reward - one that satisfies their needs. Employee’s career development is associated 

with an increase in payment and other fringe benefits.   Findings show that once 

employees have undertaken such career development their wage/allowance will 

change as they will demand more pay. Some of the institutions have salary scales 

which are according to individual qualifications.   

Career development as pursued by the employee would lead to individual recognition 

within the institution and even outside. Recognition of a person centres on his/her 

achievement as well as work performance.  Acceptance of the employer to allow the 

employee to pursue career development has impact on labour turnover.  This can 

attract more employees to the institution as most of the people like to work with 

institutions which allow its employee to undertake career development.  However 

some of the employee might leave the institution as they feel more superior and their 

demands increase and will look for better work places.   

It increases satisfaction and job motivation as employees have their ambitions and 

expectation at work. Once their ambition/expectations are fulfilled they are satisfied. 

The findings conquer with Duan-Rung et al (2011), who found that job satisfaction 

mediated the influences of job tenure and career pattern on career commitment which 

in turn increase job motivation and work performance.  Employee career 

development affects individual satisfaction at work.  Those who have been allowed 

to pursue further career development are usually satisfied with the working 

environment.    

 



57 

 

CHAPTER SIX 

SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS 

6.0 Introduction  

The first part of the chapter presents the summary of the findings followed by 

recommendations, conclusion and limitation of the study.  

6.1 Study Summary   

Case study research design was adopted in order to assess the employees’ career 

development in the banking industry, taking CRDB bank as our case study.  

Intensive literature review was done and a questionnaire was used for data collection.   

Evidence from the findings shows that a number of strategies have been used in 

order to ensure the staff pursue career development.  Such strategies include 

establishment of career development opportunities and creation of strong link with 

other institutions.    Other strategies include the change of management’s negative 

attitude towards career development, employee coaching and regular workshops at 

work.    

Within the working environment, managers have their modalities of allowing 

employees to undertake any career development.  Such modalities include the 

duration of time in which an employee has worked for the institution. The minimum 

number of years an employee is supposed to work before pursuing any career 

development is two. They also strive to give equal opportunity to workers (male and 

female) to advance their career development. Future commitment of the employee 

with the institution needs to be considered in the instance when the employee wants 

to pursue career development. There are costs involved in pursuing career 

development (such as fees, transport costs, allowances). Sometimes institutions do 

set some funds to support employees. Availability of the funds should be distributed 

equally and should be sustainable during the course of the career development.    
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A number of factors have been found to affect employee career development. Such 

factors include individual ability and interests to certain needs. Other factors include 

existence of opportunities inside or outside the institution and peer groups. Existence 

of mentors also plays a role as mentors usually advice the employee on things which 

employee/individual needs to consider within the institution and at individual level.  

Another factor which affects the employee motivation to consider career 

development is the social economic status of the employee’s parents. Some of the 

employees do finance their relatives/parent. That amount of money could be used to 

support the employee to pursue their career development.  Survey results suggest that 

career development is affected by the age of the individual; the youth are more likely 

to pursue career development compared to the elders.  

Career development has negative and positive impact to the institution. Such impacts 

include increase work performance by the employee.  Employee’s career 

development is associated with an increase in payment and other fringe benefits.  

Career development as pursued by the employee could lead to individual recognition 

within the institution and even outside.  Recognition of a person centres on his/her 

achievement as well as work performance.    

It increases satisfaction and job motivation as employees have their ambitions and 

expectation at work. Once their ambition/expectations are fulfilled they are satisfied. 

Employee career development affects individual satisfaction at work. Lastly it 

increase work performance and productivity in the bank.    

6.2 Conclusion  

Career development is a long process which needs to be taken into consideration 

because it improves employees’ managerial and technical skills, leading to greater 

performance and higher payments. Employee and employer have to consider each 

other when setting up institutional targets and employee targets.  Findings reveal a 

couple of strategies which are in place to assist employee career development, 
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however implementation of such strategies becomes difficult because of institutional 

and employee factors.  

6.3 Recommendations   

Career development is based on individual willingness and determination. From the 

researcher’s point of view, the challenge to the employee, management as well as 

policy makers is how we can move the discussion beyond employee career 

development. What should be done to ensure employee undertakes such career 

development without affecting the services/products produced by the institution? 

Since this is cross cutting issue, as its effects can be traced from individual, banks 

and national level, proper answer for the questions can categorized into two levels: 

individual and institutional. 

Senior leaders have to make career development a priority as career development 

requires a methodical, comprehensive system in which organisations identify their 

long-term goals and the competencies needed to meet those objectives, and then help 

employees to develop the skills required to achieve these goals through such 

activities as coaching, career development, mentoring, internal training, shadowing 

and project work. 

Line managers need better training and the tools and skills for supporting career 

development.  Through coaching, for example, managers can develop competency in 

having crucial career conversations with employees rather than the performance-

related discussions that are more standard. Creating an environment in which 

employees feel it is safe to have these discussions is vital.   

Better self-assessment is of crucial importance. The first step in any career 

development program is for employees to understand the skills they have or need to 

develop and how that fits with institutional goals.  They can then use the information 

to determine appropriate roles to target and the requirements to develop those 

responsibilities. 
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Findings of the study showed that career development has much positive impact such 

as increase work performance, satisfaction and motivation.  The major issue is how 

employee and employer agree on each other on how to undertake such development. 

In this regards the study is proposing that employee and employer should have 

proper communication in regards to the needs which should be achieved in a given 

time frame. For greatest success, institutions need to develop a system linking the 

interests of the institution and the individual, creating mutual goals able to help drive 

the company forward and then jointly implementing these. The financial institutions 

should allow employees to undertake their career needs by ensuring a conducive 

work environment.  Evidence from our study findings revealed that management 

have been using various means to manage employee career development, this should 

be supported and they should ensure equal opportunities to all staffs.  

6.5 Limitations of the study and Areas for further research 

Despite the contributions made by this study, several limitations were encountered.  

Due to small budget and limitation of time, the researcher decided to conduct the 

study at the banks headquarter of CRDB. The researcher didn’t explore other 

branches within Dar es Salaam and in other regions. It is of the researcher opinion 

that there is a need to conduct comparative studies which will compare employee 

career development in various banks. 
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Appendix 1 

Questionnaire  

I __________ a postgraduate student at Mzumbe University (DSM) Dar es Salaam 

campus.  In partial fulfilment of the requirements of a Masters degree in Human 

Resource Management, I am undertaking research on an analysis of career 

development in the banking industry in Tanzania, a case study of CRDB Bank.  This 

is an academic work and all the information given to us will be treated with 

confidential. We would appreciate if you spend some times to respond to the 

questions below   

Respondent accepted   i) Yes _____ (continue) ii) No (terminate the interview) 

SECTION A: Individual Demographic Information  

1.  Gender  i = male ii = female   

2.  Respondent’s age  

 i) 20 – 25 years    ii) 26 – 30 iii) 31 – 40 iv) Above 40  

3. Individual marital status  (i) = married (ii) =No-married     

4. Highest educational level?   

i)= Certificate  ii)=Diploma iii)= Degree   

5.  Which department are you working at?   ________________________  

6)   How much time have you spent in this department in this position? 

7. Income per month  (TZS) 

i)= 200,000 – 1,000,000  ii) = 1,000,000 – 2,000,000  iii) = 

2,100,000 and above  
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8. How long have you worked here? 

i)= 1- 2 years ii) = 3 – 5 years  iii)= 6  and above   

9)   What are your basic job responsibilities in your current post? 

______________________________________________________________

______________________________________________________________

__ 

10)   Are you satisfied with your job duties or would you like a change? i) Yes   ii) 

No 

Give reasons for your answer 

above___________________________________________________________

________________________________________________________________

_ 

11)   What kind of change in profile are you looking for? 

________________________________________________________________

_______________________________________________________________ 

12)   What other educational qualifications and professional experience do you have? 

________________________________________________________________

________________________________________________________________

________________________________________________________________ 

13)  Do you think your qualifications and experience are enough for you to excel in 

the new responsibilities you select?  i) Yes ii) No  

Kindly provide reasons for your answer 

______________________________________________________________

______________________________________________________________ 

14)   Would you be willing to go on a training to enhance your skills?  i) Yes ii) No 
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15) How do you think the new experience help you do your job better? 

________________________________________________________________

________________________________________________________________

________________________________________________________________ 

16) You will have to sign a bond according to which you will have to work with us 

for a minimum of 2 years after the training is over. Do you (i) Strongly 

Agree, (ii) Agree, (iii) Disagree (iv) Strongly disagree? 

Reasons for your answer  

______________________________________________________________

______________________________________________________________

_ 

SECTION B: Existing laws or policies monitoring and regulating employees 

career development 

 Variables Very 

Satisfied   

Satisfied  Neutral  Not 

Satisfied  

1 Working Duration      

2 Equal opportunities to all Gender      

3 Availability of the Opportunities      

4 Number of staffs in the department      

5 Future commitment with the bank     

6 Nature of the career development      

7 Availability of Funds      

8 Management and Supervisors Roles      

9 Assessment of nature of career development      

10 Communicating the importance of career development      

11 Supporting Employees to examine their career goals      

Kindly specify any other policies and conditions for employee career development 

____________________________________________________________________

____________________________________________________________________

____________________________________________________________________

_ 
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What are the various processes which employees need to undergo in order to pursue 

their career development? 

____________________________________________________________________

____________________________________________________________________

____________________________________________________________________

__ 

SECTION C: Career Management   

 Variables Very 

Satisfi

ed   

Satisfi

ed  

Neutr

al  

Not 

Satisfi

ed  

1 Career goal setting      

2 Career advancement opportunities       

3 Career advancement learning       

4 Career advancement readiness      

5 Relationship with superior      

6 Job involvement      

7 Network       

8 Feedback       

9 New skill learning       

10 Creation of Network with Other institution      

11 Change of management attitude toward 

career development  

    

12 Line manager’s role in career development      

13 Management spend time with employees      

14 Coaching and Workshops      
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SECTION D: Impact of Career development  

 Variables Strongly 

Agree  

Agree  Don’t 

know  

Disagree 

1 Increase work performance        

2 Increase payment and other benefits      

3  Recognition      

4 Reduction in employee turnover      

5 Increase in employment      

6 Increase in employee satisfaction      

7 Increase in job motivation      

8 Reduction of Employee turnover      

9 Increase work performance and productivity     

 

SECTION E: Rating the factors affecting employees career development in 

banking industry 

1 = strongly disagree 2 = Disagree 3 = Neutral 4 = Agree 5 = Strongly agree 

 

 Factor       

1 Employee ability and Interest         

2 Prestige affects career development       

3 Personality affects career development       

4 Norms and values affect career development       

5 Self-esteem affects career development       

6 Opportunities affect career development       

7 Privileges affect career development       

8 Peer group affects career development       

9 Role models affect career development       

10 Mentors affect career development       

11 Social groups affect career development       

12 Governmental policies affect career development       

13 Political associations affect career development       

14 Socio-economic status of parents affects career development       

15 Tribal sentiments affect career development       

16 Position of individual in the family affects career development       

17 Family affects career development       

18 Age of the individual affects career development       
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19 Poverty affects career development       

20 Wealth affects career development       

21 Needs affect career development       

22 Demands affect career development       

23 Wants affect career development       

24 Educational status of parents affects career development       

25 Position of students in schools affects career development       

26 Educational status of peers affects career development       

27 Skills affect career development       

28 Experience affects career development      

29 Knowledge about a particular occupation affects career development       

30 Lack of Information about a particular occupation affects career 

development. 

     

 

 

 

 

 

 


