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Abstract

This study sought to establish the factors perckite influence career growth among
employees in Multiple hauliers (E.A) Ltd - Kenyatuations where some people are more
successful than others in their careers make thély ©bjective vital and valid to research on
in an organization. The objective of this study was establish the perceived factors
influencing career growth among employees in Midtipauliers (E.A) Ltd - Kenya. The
study adopted a descriptive survey design. A samiplelO respondents was drawn from the
study population of 1400 employees of the orgarumatStratified random sampling was
employed for the selection of the sample unitsmBry data was collected using self-
administered questionnaires. Data was analyzedyud#scriptive statistics such as mean,
mode and standard deviation. Tables, bar grapleschmrts and percentages were used in
presentation.From the study findings most of the respondentgedjthat job commitment,
training and development, job satisfaction influesyccompetitive rewards, personality and
work characteristics influenced their career groaghwell the company has more males than
females, most respondents have secondary edu@attbabove. Five factors; organizational
commitment, job satisfaction, training and develepm competitive rewards and personality
were identified as significant influencers on cargewth. The study concludes that all the
five factors studied in this research are instrulem enhancing career growth of the
employees in the organization. The study recommendésigning and aligning of human
resources strategies to support the implementatfotine five factors identified to boost
employees career. Further studies should take sagoe of the limitations of this study by
expanding the contextual focus by using more thaa @>mpany in the sample in order to
have results that can be generalized.
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CHAPTER ONE: INTRODUCTION

1.1 Background of the Study

Today an individual's career is no longer tied wirgle organization, as career changes
and job mobility have become common phenomena $&aus1998). Employees have to
balance the relationship between their desire &oear growth and their attitudes toward
their current organizations. The main focus is vaing some people more successful in
their careers than others?. An understanding otitess factors will enable employees
to have a clearer focus on their career manager@anéer growth is of concern for both
individuals and organizations. Therefore, a stumyards establishing the variables that
influence career growth will eventually contribui@vards a better understanding of
organizational success. Organizations that prom@ehanisms for employees’ career
growth create a mutual investment type of relatigqmsvith their employees (Portet al
1997) a relationship that ties career growth toartgnt outcomes such as organizational

commitment (Wengt al 2010).

Besides, one would expect that any relationshipvéen career growth and employee
outcomes would depend on whether the employee natttted to pursuing a career,
rather than simply holding a job. In essence, ¥iesv of career growth is an individual-
level, organization specific, concept (Wemty al 2010). The contemporary work
environment both internal and external is in comstlux. The external environment is
characterized by unprecedented change,which includergers, acquisitions,
technological change and globalization. This isré@son why career growth is important

and the need to keep up-to-date with changes itomess’ needs and on an ever-



changing environment as mentioned by Brown and etesk2004) of a complex and
changing labour market, lifelong learnings to equighviduals to cope up with ongoing
transitions through re-skilling, up-skilling and emtification of transferable skills.
Attitude and behaviour of individuals are influedcéy their experiences of the
environment and by changes in these experiencédseggyrow older (Beck and Wilson

2001).

It is through this diversity, competition and teological advancement that allow career
growtht to be gaining more attention from variougamizations as an effort to improve
job satisfaction and organizational commitment.atidition, this focus negates career
commitment, which is an umbrella used to describe'socommitment to a number of
work related targets; namely, to one's career,sopgfession and one's occupation
(Cooper-Hakim & Viswesvaran 2005). In practice heere career professional and
career commitment are often used interchangealie € al 2000). They argue that

career commitment has the right amount of spetyfieeggarding commitment to one's
line of work. That is, one does not have to be iprafession to develop a sense of
commitment to that chosen line of work. Thus, thege the term professional

commitment as overly restrictive.

1.1.1 Concept of Perception

According to Robbins (2004) perception can be daefires ‘a process by which
individuals organise and interpret their sensorprssions in order to give meaning to

their environment’. Perception is not necessarisdal on reality, but is merely a
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perspective from a particular individual's view @ situation. (Amstrong 2006)
perception is the attitude towards policies conedrwith pay, recognition, promotion
and quality of work life and the influence of theogp with whom they identify.
Perception affects our working relationships in gnavays relating to the factors of
organisational behaviour, such as: individual, graar structure. When individuals
perceive that they are treated fairly, they exprgssater satisfaction with social

relationships to boost their career growth (Clayriéaet al 2005).

1.1.2 Career Growth

Career growth can be defined as a planned efforlisk individual’'s career needs with
organizations’ workforce (Gutteridget al 1993). Hence it is hoped that employees
develop themselves in ways that relates to theisqmal effectiveness and satisfaction
with the achievement of organization’s strategialgoEmployees too are seeking work
that offer them more satisfaction, where they hineefreedom to use their creativity and
initiative to perform their jobs (Jaffe & Scott 189 Career growth involves an
organized, formalized, planned effort to achievmknce between an individual’s career
needs and the organization’s workforce requiremenis important for an organization
commitment in the career development program (ldpsiall 2007). Career growth
consists of objective (or extrinsic) and subject{ee intrinsic) components. Objective
career as well as objective career growth condisxternally visible factors such as
occupation, job level, job tasks, promotions, aatify situation, whereas subjective
career growth reflects a person’s subjective vidwthe career (Arthuret al 2005).

Subjective career growth has been described “asivithdl's feelings of
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accomplishments and satisfaction with their care@redgeet al 1995). Objective career
growth is most typically measured as promotionsaary (Arthuret al 2005), although
for instance remuneration, job level, employabijlitgreer plateau, and job performance
have also been used (Boudretal 2001; Judge, Thoresen, Pucik, & Welbourne 1999).
Career growth consists of factors such as satisfacwith income, advancement,
achieving career goals, and development of skiflseénhaust al 1990). A variety of
other measures have also been used to assess fiagftecting subjective career success
(Arthur et al 2006). These include ; work-life balance (Boudretwal 2001), goal-
specific environmental maintenance and resourcsoffers social and material supports
for personal goals of employees (Barnett, Bradl@®92 higher income, higher job
satisfaction, perceived development of knowledgd ahills, personal development,
perceived job stress related to lower career sscqeceived opportunities for

professional growth and peer support at work (BudeJohnson 1992).

1.1.3 Factors|Influencing Career Growth Among Employees

Situational changes in the external environmentsvall as increasingly competitive

international markets in the operations of busiegsgsose major concerns for career
planning and choice for employees thus the pushdoger growth. Organizations need to
strengthen or expand the knowledge base, skilts ahilities of their employees. For this

purpose, career growth and training must be ingatpd into a systematic and formal
manner, if the goals of employees and corporatiares to be attained (Liu 2002).

According to Tsaet al (2007) employees who are committed to learningvelgoa higher

level of job satisfaction that has negated a paséffect on their performance.
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According to Madihaet al (2009), career growth and factors influencingsiseen as “the
absolute conglomeration or constellation of psyobwal, sociological, educational,
physical, economic and chance factors which intbeethe nature and significance of
work in the total lifespan of any given individudturthermore, a person’'s way of
reasoning may have been developed genetically @olsgically. Sociological factors
that affect career growth include peer groups, mkedels, mentors, social networks,
socio-economic status of parents and family infagsnconsidering that sociology is the
study of characteristics and behaviours of indigldun association or group. Okorodudu
(2006) opined that the family is the first contadtthe child in this world, and that
interaction of the child with members of the famahich include father, mother, siblings
and other relations, does internalize certain \&ligeals, norms, and develop a sense of
career in the child. Cutlest al (2006) indicated that personal factors such astigees

personality type and lifestyle preference playedngportant role in future career growth.

FurthemoreSngaravelu et al (2005) stated that significantly, others includitige
influence of family members, peers and loved omésyed a pivotal role in steering
employees towards a career path. Career growthperidient on various factors (Feety

al (2000). Amongst the more important ones are: tyfEcbool attended; cultural factors
gender; job satisfaction, experience and persamabifs prestige; lifestyle preference;
personality type and commitment. Other primarydeginclude: enthusiasm; challenge;
variety in a profession; motivation to help othefisancial reward and the ability to
define ones own personal goals. (Kerka, 2003; Wikson and Phelps, 2004; Ososkiet

et al 2006, Fleminget al 2005 and Rubin and Biekeman 1999).



1.1.4 MultipleHauliers (E. A) Ltd, Kenya

Multiple Hauliers (EA) Limited was formally establied in 1982 as a family business
with only a handful of trucks. The aim was to be timain service provider for the
haulage industry in East Africa. The company watsaity conceived in the early 1970’s,
from a small residential yard in the South C areldarobi. The truck enthusiasts, started
with 3 brand new Leyland bodied trucks and workaddhto build the business well into
the 1980’s until acknowledging there was a neetfilita void in the bulk haulage, with
particular focus on Petroleum Products. It hasrataeal presence in Kenya, Uganda,
Tanzania & Rwanda and has over 1,000 employeesigduHauliers (E. A) Ltd has a
fleet of above 1000 Trucks. The fleet is comprisé@ mixture of general cargo trucks,
skeletal for carrying containers, bulkers for cargybulk cement, tippers for ferrying
goods such as clinker, soda ash, gypsum ,fuel asdagkers. The company operates as a
subsidiaries of Multiple Group namely; RT Roadwalanzania Ltd, Muloil Ltd,
Multiple ICD Ltd, Multiple ICD Kenya Ltd, MultipleSolutions Ltd, Multiple Industries

Ltd and RT (E.A) Ltd.

1.2 Resear ch Problem

Career growth my be construed as a planned etimiisk individual’s career needs with
organizations’ workforce. There exists a situatidrere some people are more successful
in their career than others. Why does this happ#hat influences the upward career
mobility of people? This study attempts to expltre above situation by establishing the
perceived phenomena where some individuals mowbeipcareer at a faster rate and to

a higher level compared to their peers of simige and attributes. People who succeed

6



have certain qualities, and these are attributablework values, commitments,

gualifications, job satisfaction, competitive redand personality traits.

Perception is a process by which individuals organand interpret their sensory
impressions in order to give meaning to their emvwmnent (Robin 2004). Amstrong
(2006) perception is the attitude towards policescerned with pay, recognition, career,
promotion and quality of work life and the influenof the group with whom they
identify and it affects our working relationshipgm@ng employees of an organization.
Torrington et al (2005) points out that throughout employees waykife, it increase
their levels of knowledge, experience and skillattincrease performance, opens up
opportunities and personal development. Multiplelieas (E.A) Ltd, Kenya has been
grappling with career growth issues, with most eaypés complaining about inadequate
career growth initiatives for employees and Popd@@05) points out that employees
tend to feel less committed when their career gnawitiatives are less considered. It is
therefore, paramount for the organization to idgnindividual employees’ abilities,
talents and educational background and develop tttemnhance career progression.
Intense competition in the market place and rap@hges in technology calls for more
quest for career growth drives among employeesl¢MH003). Therefore, when the right

people with right skills are not continuously deymdd, then this affects efficiency and lowers

profitability (Cole 2006). Robin (2008) explained that developing a careerucesd

individuals_| obsolescence. Alepin (2009) emphasises that, athg@a career ,opens up
professional opportunities. Organizations neechtatk employees, contrarily employees
need career developing opportunities and competéeeelopment(Prince, 2005 cited in

Madihaet al (2009).



A review of previous local empirical studies oe flactors that affect career growth have
revealed various factors. According to Munjuri(2pXbncluded that job performance,
gender and human capital characteristics seem \te hasignificant impact on career
growth. Kelley (2012) concluded that career growthmost organizations is shaped by
employees attainment of necessary qualificationsgpelity, aligning to organization
structure, policies, cuture and availability of &atpositions. Kaburuku(2011) stated that
career growth is influenced by gender disparityaoization culture, networking and
work-life balance of employees. It is for this sea that more research is needed to
establish perceived factors influencing career ginoamong employees in Multiple
hauliers (E.A) Ltd, Kenya. The study will attemt answer the following questions:
What perceived factors influence career growth amemployees in Multiple hauliers
(E.A) Ltd, Kenya? How does job satisfaction, jolairting, personality, reward and
organizational commitment influence employees’ eargrowth in Multiple hauliers

(E.A) Ltd?

1.3 Research Objective

The objective of this study was to establish peexifactors that influenced career

growth among employees in Multiple Hauliers (E.A{l in Nairobi, Kenya.

1.4 Value of the Study

The findings of this study were expected to be fokl those in the Transport and

Logistics industry as it would provide them witlbetter and in-depth understanding on



the demographic characteristics of the employeakslylto demand for career growth

initiatives thus help in planning for training addvelopment programmes.

It would help the management of Multiple haulieSA) Ltd in managing career
development needs of their diverse work force toree effective employees’ retention

strategies and policies within the industry to addrthe research question.

The research findings would provide vital infornoatifor future and further references

for other researches in the transport and logigtidsstry in Kenya.



CHAPTER TWO: LITERATURE REVIEW

2.1 Introduction

This chapter gives a detailed literature reviewtlmn perceived factors influencing career
growth among employees of different industries. iBesit gives the background

information to aid the understanding of the redeafgjective.

2.2 Career Growth

Career growth involves an organized, formalizeénpkd effort to achieve a balance
between an individual's career needs and the azgtian’s workforce requirements, it is
important for an organization commitment in theeeasrdevelopment program (Lips &
Hall 2007). Career growth is related to the welklgeof the individual and has
organizational relevance since successful satistiekers are likely to be more

productive (Sorensen & Yim 2009).

Much of the research by vocational psychologistd arganizational scholars on the
effects of career growth focuses on objective amgjestive measures of one's career
growth (Sorenseret al 2005) over one's work life or career stage, andbsac
organizations, in contrast to viewing career groexiperiences from the perspective of
one's experiences within their current organizati@onsequently, in this paper career
growth will be referred to as career growth toeeflthe fact that it refers to one's career
growth within one's current organization, rathearthone's assessment of their career
growth over their total career in the workforce. Myg2010) expanded on this notion of

development and advancement by proposing that gm@loccupationall career growth
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could be captured by four factors: career goal r@eg) or the degree to which one's
present job is relevant to and provides opportesitor one to realize their career goals;
professional ability development, or the extenivtoch one's present job enables them to
acquire new skills and knowledge; promotion speedemployee's perceptions of the
rate and probability of being promoted; remuneratioowth, or employee perceptions of
the speed, amount, and likelihood of increasesompensation. This multi-dimensional
conceptualization implies that career growth ishbatfunction of the employees' own
efforts in making progress toward their personaéengoals and acquiring professional
skills within the organization and the organizasogefforts in rewarding such efforts,
through promotions and salary increases. This rduttiensional view of career growth is

consistent with (Rousseau 2004).

Career growth, for most people, is a life-long gsx of engaging the work world
through choosing among employment opportunities enadailable to them. Career
growth in an organization should be viewed as & dgnamic process that attempts to
meet the needs of managers, subordinates anddheipation. Increase in skills and the
opportunity to manage their career successfullypdhdb retained valued employees
(Shermaret al 1998). Depending on which stage of their carbey thave reached, the
larger the gap, the higher the levels of both tuendntentions and job dissatisfaction
(Tseret al 2004). Each individual undertaking the processfisenced by many factors,

including the context in which they live, their penal aptitudes, and educational

attainment (Banduret al 2001). Professional growth related career progyadsr staff,
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drives a bid to retain them (Muliawan, 2009). Cargeowth within the organization

actually lower turnover intentions (Barbara 2012).

In the present-day society characterized by inangaglobal competition, life-long
learning (Jarvis 2009) has become a key factostiocess for individuals as well as for
organizations (Beairsto & Ruohotie 2003). Accordiogyoung (2006) people go through
life with their own career plans. To have a carnseto engage in a series of job tasks
essential for professional growth in ore occupational life. Career growth in an
organization should be viewed as a very dynamicgs® that attempts to meet the needs
of managers, subordinates and the organizationedse in skills and the opportunity to
manage their career successfully helps to retauwsded employees (Sherman al
1998). Depending on which stage of their careey tmave reached, the larger the gap,
the higher the levels of both turnover intentiond @b dissatisfaction (Tset al 2004).
Career growth through their cordial relationshipthwitheir supervisors results to
organizational commitment thus low turnover as taey satisfied at work (Foong 2008).
An emphasis on career growth would make employdew \their jobs and their
employers with a positive attitude (Sims 2006). k.at career growth opportunities can
result in frustration and the feeling of not beimglued within the organization. For
organizations, career development for employeesreaghat they develop the necessary
skills to sustain a competitive advantage (Harri2®92). It ensures that people with
good qualifications and experiences are availablght organization when needed.
Career growth benefits the employee as well asethployer and therefore needs to be

considered carefully by both parties (Mondy 2008).
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2.3 FactorsInfluencing Career Growth Among Employees

Factors influencing career growth among employeeMoltiple hauliers (E.A) Ltd
company in Kenya, can generally be divided into foategories: personal, family,
organization, organizational psychology, and soci&dersonal factors included
demographic background variables, such as gender, marital status, work division,
and education attainment (Lambetrl 2001; Peluchette 1993; Ladkin 2002) personality
or personal characteristics (Lounsbetyal 2003) communication skills, job knowledge,

work experience, and motivation (Judgal 1995; Pine, 2003).

Demographic variables, such as age, gender, edacatarital status, and years in the
industry, were used as the moderator variableaftoeince career growth. The personal
characteristics which included being careful, outgp confident, and vigorous were
positively related to both job satisfaction andeesrsatisfaction. Organization factors
incorporated company background (Melamed 1996)eeship and management styles
(Butler and Skipper 1983) salary, promotion oppaittas, and training (Finegold al
2000; Pratten 2003) the availability of mentorstwoeks, and resources and the job
itself and its characteristics (Lambettal 2001). Family characteristics may have far-
reaching effects for example to the occupationsliea®@ment of an individual (Flouri
2006; Mensah & Kiernan 2010; & Reynolds, 2008; &ltwt& Long 2001; Sirin 2005)
and even to the development of stress reactivitgr®er & Vermetten 2001; Evans &
Kim 2007; Heimet al 2002; Luecken 1998) and health of the offspringd&tti, Taylor,

& Seeman 2002), which might affect career growthrlan life. Family factors included

family structure, family and work role conflicts, catthe level of support from one’s
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family (Judgeet al 1995; Wang 2001). Conducive family atmosphere aittarized by
encouraging parents is related to indicators ofupational career growth even when
examining a rather homogenous group of academiggilgd (Nokelaineret al 2007).
Similarly, negative family atmosphere is relatednicators of lower career growth.
Individual factors may affect career success thosgheral pathways. For instance,
temperament traits have been associated with aca@demevement (Mullolat al 2011)
which in turn is predictive of future educationséfasnment (Huurrest al 2006; Schmitt,
et al 2009) that is an important predictor of careerwgho Furthermore, individual
factors may be related to different interests, edment motivation and goals. For
instance, temperament traits have been shown teelbeant in selecting achievement
related goals (Elliot & Thrash 2002). In the prdsstudy, objective career growth was
assessed with continuous employment vs. unemploynvdmereas subjective, career

growth was assessed with subjective perceptiomsod{ characteristics.

Although individual dispositions have been shown glay an important role in
organizational behavior (Herok al 1996) few studies have examined the associations
between individual dispositions and career growthd aeven fewer studies on
comprehensive personality (or temperament) modets Gareer success exist. Higher
negative emotionality has been shown to be reltddw social support (Katainest al
1999) and some characteristics similar to negativetionality have been found to be
predictive of later unemployment (Kokled al 2003). High sociability has been linked
with higher social support (Katainest al 1999) and traits sharing resemblance with

sociability have been related to higher job sedrehaviour (Kantrowitzet al 2001).
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Lower personality-related resources, characteribgdlower optimism, lower self-
efficacy and lower explorative tendencies, havenlsssociated with downward or erratic

downward career paths (Reitdeal 2009).

Previous research examining traits included in mmehensive personality model (as
opposed to detached traits or factors. These studave consistently shown that
extraversion (a concept resembling activity andiamlity) is related to higher career
growth, and neuroticism (a trait conceptually samilto negative emotionality) is
associated with lower occupational career sucdgssdreauet al 2001; Lounsburyt al
2012; Seibert & Kraimer, 2001; Wu, Foo, & TurbarD8D Associations with other Five-
factor Model traits have also been reported butéselts have been mixed (Boudreshu
al 2001; Judget al 1999; Lounsburyet al 2012; Seibert & Kraimer 2001). It has been
shown that traits conceptually similar with low aéige emotionality, high activity or
sociability are associated with higher occupatiaraaker success as assessed with work
conditions (Hintseet al 2010) linked with job satisfaction (Mackliet al 2006). More
specifically, a trait resembling high activity ah@jh sociability as high novelty seeking)
has been associated with higher decision latitiedé@igher skill discretion and higher
decision authority. This trait has also been asdediwith lower job strain. Similarly, a
trait resembling high negative emotionality has rbdéieked with lower occupational

career growth in terms of lower decision latitude &igher job strain (Hintsa al 2010).
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2.3.1 Organizational Commitment

Organizational commitment is defined as the calbectof feelings and beliefs that
managers have about their organization as a whkoleeget al 1998). The commitment
of employees that arose from organization’s contawards their career growth and thus
, retaining them from leaving the organization. h&mced reward system in organization
also improves the satisfaction level (B&ytal 2000 cited in Nawab&Bhatti 2011). If an
employee is happy with the organization, it is guikely that this employee may be
committed to the organization in which he or shecusrently working (Slattery and
Selvarajan 2005). Organisations are continuoustedawith the demand and supply
challenges of the changing market. In order fordlganisation to adapt to the intense
competition in the market place and the rapid ckanig technology, it requires its
organisational members to be internally committddillér 2003). According to
Greenhaus, Callanan, and Godshalk (2000) therefiagestages in career growth:
occupational choice: preparation for work; organael entry; early-career:
establishment and achievement; mid-career, ande:ckreer. These career stages are
characterized by some demographic variables like &wgrking experience and company

tenure.

Meyer and Allen (1997) argued that one can achiaveetter understanding of an
employee's relationship with an organization whérthmee forms of commitment are
considered together. These components have alsofbeed to correlate differentially
with variables purported to be antecedents of cdmemnt (Lok and Crawford 2004;

Meyer et al 2002; Park and Rainey 2007). Each component deseds the result of
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different experiences and has different implicagiofor on-the-job behavior and

performance (Hackeé#t al 1994; Wasti and Can 2008).

Employees, whose experiences within the organiza@we consistent with their
expectations and satisfy their basic needs, teni@velop a stronger affective attachment
to the organization. The development of commitmeridased on the general theories of
life development which provide a framework for thiidy of changes in individual
physiology, behaviour, and personality as a pemsamves from conception to death,
including transactions associated with work (Becid aVilson 2001). The relative
stability of commitment level along with increasdifficulties in leaving the organization
weaken the relation between age and organizatioor@amitment in the mid and late-
career stages. These propositions have been cewffitfm number of studies (Cohen,
1991; Morrow; Winteret al 2000; Kumar and Giri 2009). Organizational comnaitrnis

an umbrella used to describe one's career committeea number of work related
targets; namely, to one's career, one's professidrone's occupation (Cooper-Hakim &
Viswesvaran 2005). In practice, however, careenfgssional, and organizational
commitment are often used interchangeably (lateal 2000). They argue that
organizational commitment has the right amountpafceicity regarding commitment to
one's line of work; that is, one does not havedanba profession to develop a sense of
commitment to that chosen line of work. Thus, thege the term professional
commitment as overly restrictive. Career commitmentthe other hand, is used by some
to represent a series of jobs/occupations overcthgse of one's work life and is,

therefore, too general. Consequently, organizatioommmitment may be define as the
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“psychological link between a person and his ordwupation that is based on affective

reaction to that occupation” (Leeal 2000).

The development of affective organizational comnetinbegins with career choice and
changes based on actual experience. Early in oageer commitment is typically low,
but positive job experiences that illuminate cargeals, explore different careers and
achieve better person-job fit help build affecte@eer commitment (Goulet & Singh
2002). Therefore, the degree that an organizatioviges for career growth via activities
that meet career goals, develop one's professatibiies, and rewards individuals for
those activities should enhance their emotionalcathent to their chosen career. This is
consistent with the works of Thomas (2000) showihgt meeting career goals and

developing new skills are related to career attastim

2.3.2 Employee Job Training and Development

Ridgeway (2006) who asserts that training and agreént are beneficial tools to both
an employee and the organization. Training is reteto as a planned and continuous
effort that facilitate the learning of job-relatddhowledge, skill, and behavior by
employee (Noest al 2006). In general, training is referred to as anped effort that
facilitate the learning of job-related knowledgkillsandbehavior by employee. Training
an employee at work is important as the employdieb&iable to meet the requirements
of the organization in the present and in the fi{@eardwelkt al 2004). It has a current
orientation and helps employee's master specifilssknd abilities needed to be

successful (lvancevich 2007). According to (Benstfl06) the primary reason that
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organizations train their new employees is to iaseethe level of the knowledge, skills
and abilities that they possess. It can be useodhasof the ways to retain its existing
employees, as training will give them an opportundg develop new skills and gain

knowledge.

When talent is fostered and nurtured, competittheaatages in performance are attained
(Bowling 2007; Davenport 2006). Furthermore, thgamizational commitment or “the
relative strength of an individual's identificatioand involvement in a particular
organization” (Pool 2007) depends on effectiveniraj and development programs.
Employees getting more training opportunities hiegs intention to leave organization.
This relationship is based on contingencies thaihsic motivation is acted as moderator
(Dysvik & Kuvaas 2008). Training can be used a®a to enhance commitment that
ultimately reduces turnover (Newmah al 2011). Huselidet al (1995) finds that an
increasing in high-performance work practices condecreasing in turnover (Bradley,
et al 2004). Organizations need to strengthen or expla@dknowledge base, skills, and
abilities of their employees. For this purpose,upational career and training must be
incorporated into a systematic and formal mannkerthé goals of employees and
corporation are to be attained (Liu 2002). Accogdio Tsaiet al (2007) employees who
are committed to learning showed a higher levejobf satisfaction that has a positive

effect on their performance.
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2.3.3 Job Satisfaction

Job satisfaction is the pleasurable emotional sestigiting from the achievement of one’s
job values in the work situation (Locke 2000). Therature suggests that commitment
results from adequate training and developmentstmrcessful job completion and an
increase in job performance (Tshial 2007). In addition, the larger the gap between the
skills required to perform a task and the actudlssavailable for performing a task, the
greater the lack of job satisfaction. Conversegntmot having the skills to perform a job
correctly can set up employees for failure andtpatbusiness at a less-than-competitive
disadvantage. Rowden and Shamsuddin (2000) and &owdd Conine (2005) argue
that the most thoroughly trained employees willtdretsatisfy the needs of their
customers and employees hence advance in theersar8atisfied employees are known
to show higher levels of work performance in orgations and to make them satisfied
they need to be provided with motivation factorstsas working environment, safety,
growth as pointed out by Kinnear and Sutherlandd{20Maertz and Griffeth (2004).
These are the factors that really helps the empldgebe motivated and these are the
factors that the company should take care of ireotd keep their staff motivated retain
their experts as well as get maximum benefits fribieir work and experience. The
personal satisfaction and fulfillment derived fraocupation, was cited as a desirable
factor (Ososkieet al 2006). Employees emphasized the importance a gapdrvisor
could make on their motivation to help others adl ws their contribution to the

community.
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Firms that seek to increase employee morale, camenit and satisfaction, and reduce
source of stress and problems at work, will imprdlveir ability to recruit and retain
talented and valued employees (Cappelli 2000). Apleasis on career development
would make employees view their jobs and their eygis with a positive attitude (Sims
2006). Lack of career development opportunities result in frustration and the feeling
of not being valued within the organization. Fogamizations, career development for
employees ensures that they develop the neceskdly t® sustain a competitive
advantage (Harrison 2002). It ensures that peopiéh \ood qualifications and

experiences are available to the organization wiseded.

Adherence to the government policies such as dnirg recruitment, remuneration
strongly influence the employees’ career direcéma growth in this company. This is
via compliance with National Industrial Training #ority directives , Employment Act,
2007 compliance ,Ministry of Labour yearly diregtivon Minimum wages and
compliance with Apprenticeship Act where, Technieald vocational education is
broadly defined as “Education which is mainly taadeparticipants to acquire the
practical skills, know how and understanding, aretessary for employment in a
particular career, trade or group of occupationshdarena ( 2001). Such practical skills
or know how can be provided in a wide range ofirsgst by multiple providers both in
the public and private sector.( Technical Trainingtitutes, Youth Polytechnics, Kenya
Polytechnic, Mombasa polytechnic, Kisumu politeghwehere they obtain certifications

such as Grade I, Il, I and Ungraded. These daterstheir level of pay thus drives
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career growth and plan. Career development ben#fégsemployee as well as the

employer and thus needs to be considered cardfulboth parties (Mondy 2008).

2.3.4 Competitive Reward System

Reward plays an important role to retaining empésyeMultiple hauliers (E.A) Ltd
upholds on to this by offering competitive remutiera to its employees. The
remuneration strategy is one link in a chain of hamesources initiatives and processes
that support each other and the organization. Thst wbvious one being organizational
strategy and career development are no less signtf(Gillet al 2001). Compensation is
recompense, reward, wage or salary given by annarg@on to persons or a group of
persons in return to a work done, services rendened contribution made towards the
accomplishment of organizational goals. Researcheteved that displeasure with
salary and pay robustly motivate employee turngiawmanet al 1993). The lack of
different compensation packages like fringe begsefitd incentive pay (Heneman 1985)
definitely create an impact on retaining employedeaparting from the organization thus

foster career growth.

Compensation practices are positively related wattaining and enhancing the skilled
employees that are considered assets of the oegemz(Mondy and Noe 1993).
Providing respectful and competitive compensatmthe employees of an organization
has soothing effect of both organization and emgasyperformance (Jamil and Sarfaraz
2011). They argue that compensation practices awsitiyely associated with

performance of the employees in all sectors of eason (Opkara 2004) and (Samad
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2007) states that if employees are happy withr tjodis as well as the organizational
settings including its age group, compensationamdrol, they will be more loyal to the

organization and would want to pursue their cafether in it. Singh (2004) argued that
compensation is a behaviour aligning mechanismgfleyees with the business strategy

of a firm.

Organizations which are interested in their grothttough employees’ participation must
pay attention to compensation practices (Margtat; Wright et al 2003) argued that if

proper performance management is in place andpgposted by compensation system
then employees will exert discretionary efforts. n@pensation practies affects
organizations job satisfaction and thus influertee ihtention to leave or retain. Higher
compensation leads to higher job satisfaction atention. Katz (1987) in his research
concluded that better payment not only makes thi¢ satisfied with their career but also
help in the retention of the staffs. Akerlof (198dso supported the above mentioned
findings by Katz and also included that better pagtrmethod increases the loyalty as

well as the productivity and the efficiency of thganizations.

2.3.5 Personality

Career growth is potentially the most powerful seuof individual satisfaction of needs,
because social and economic status depends moa@ ordividualls occupation than

anything else. An employee’s personality must Iselemotivated type, as to investigate
career possibilities from early on in their livasd not the procrastinating type that waits

until they are compelled to decide. Robin (2008plaixs that developing a career
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reduces individuals obsolescence. Alepin (2009) emphasises that onleeoimportant

aspects of advancing a career is that it opens rofegsional opportunities, and is
frequently used by those who seek to climb the w@ate ladder. Also know-how
competencies may be affected by individual tradts éxample through motivation and
interests. In line with this, it has been shownt tmativation mediates the association

between dispositional factors and career successdi@acet al 2001).

Although mediating mechanisms through which indisb traits are associated with
career growth are not well known, there are seveatlidates one of which is an ability
to build effective mentoring relationships. As skmoly a recent study, and in line with
the present findings (with the exception of acyivitaving mixed associations with
subjective career success), traits conceptuallylairto high sociability and activity are
related to wellfunctioning mentoring relationshipst in turn are associated with higher

objective and subjective career success (What2008).

Helping employees in developing mentoring relatiops may be one way to help
especially those with lower activity and socialyiltowards career development and
career success. By reducing career developmeraaddstand hindrances and promoting
career development in individuals with differensmbsitions the maximum benefit is
gotten from their talent and abilities. umulativareer competencies presented by
Defillippi and Arthur (1996) form categories thatciude possible mediators between
individual factors and career success. These ayedrhy, know-how, and know-whom

competencies. Know-why competencies refer to “cargetivation, personal meaning
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and identification” (Defillippi & Arthur 1994). Kna-why competencies are related to
interests and may be helpful in finding meaninganying work and career experiences.
Know-how competencies include performance-relatetlss knowledge and abilities,

whereas know-whom competencies are related to trk-melated and private networks

of the employee.
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CHAPTER THREE: RESEARCH METHODOLOGY

3.1 Introduction
The chapter sets out the research methodologywhstused to meet the objective of the

study. It includes the research design, the popmatsample size of the study, data

collection and data analysis method

3.2 Resear ch Design

A descriptive survey design was used. This desigsciibed the characteristics of a
particular individuals or group of people in theganization. It also allowed the

collection of cross-sectional data at one poirtirire from the organization of study.

3.3 Population

According to Zikmund (2003) the target populatioefers to a group of specific

population elements that are applicable to thearebeThe population of this study was
1400 employees of Multiple Hauliers (E.A) Ltd, KenfHuman Resource Department-

Multiple hauliers (E.A) Ltd Kenya , July 2013).

3.4 Sample

Stratified sampling design was used to select tmapée size. This procedure was
preferred because the entire population had anl edniznce of being selected. The

method ensured inclusion of small groups which wtiee could have been omitted by
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other sampling methods. A sample of 10% of thettte population was used to give a

sample size of 140 employees.

3.5 Data Collection

Primary data was collected by using semi-structgggestionnaires. It comprised of both
open and closed ended questions. The questionnages divided into two sections;

Section A, captured demographic information of cegfents and Section B sought
information on perceived career growth influendadtors among employees. The semi-

structured questionnaires were self-administered.

3.6 Data Analysis

The study was analyzed using descriptive statistiesh as mean, mode, standard
deviation and presented in frequency tables, patshand bar graphs. Factor analysis
was used to establish how the perceived factoruenited career growth among

employees and ranked in order of preference.
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CHAPTER FOUR: DATA ANALYSIS RESULTSAND
DISCUSSION

41 Introduction

This chapter presents the results of the studydasulissing them. First, the demographic

results are presented and finally, a presentafidactor analysis results is shown.

4.2. Quantitative analysis

4.2. 1 Response Rate

Out of 140 expected questionnairest, 114 were vedanaking a response rate of 81.4%
which would be used for analysis,. A response o&t)% and above is a good response

rate for statistical reporting (Mugenda and MugeBd@a3s3).

4.2. 2 Demographic Characteristics of the Respondents

Table 1: Categories of Employeesin the Company
Frequency
Yard 27
Stores and Maintenance 31
Logistics and Security 35
Head Office 21
Total 114

The results in Table 1 show that 27 of the respotsdevere in the Yard category of
employees (Mechanics, Electricians, Jackmen, Welded Panel beaters), another 31 of

the respondents were in stores and maintenance§Stterks and Cleaners), 35 of the
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respondents were in logistics and security(Dris¥egchmen and Turnmen) while 21 of
the respondents were in the head office(Financenaturesources, Operations, IT and

Health and Safety).

Figure1: Gender of the Respondents

The results in Figure 1 show that 78 percent ofrédspondents were males whereas 22

percent of the respondents stated that they waralés.

Table 2: Age Brackets of the Respondents

Frequency
20-30 years 32
31-40 years 55
41-50 years 20
51 years or above 7
Total 114

According to Table 2 , 32 of the respondents wesvben 20-30 years, 55 of the
respondents were 31-40 years while 41-50 years gsetpof 20 of the respondents and
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7 of the respondents were over 51 years and abidvs.indicates that most of the

respondents were of age bracket 31-40 years.

Table3: Highest L evel of Education
Frequency
Primary 10
Secondary 53
Diploma 38
University 13
Total 114

The results in Table 3 show that 10 of the respotsdstated that their highest level of
education was primary, 53 of the respondents wesecondary education level, 38 of
the respondents were of diploma level while 13hef tespondents were of university as

their highest level of education.

Table 4: Basic Salary Range
Frequency

11,000 - 20,000 36
20,001 - 30,000 33
30,001 - 40,000 16
40,001 - 50,000 17
50,001 or above 12
Total 114

The results in Table 4 shows that 36 of the respotsdstated that their basic salary
ranged between 11000 and 20000, 33 of the respts@eated that their basic salary
ranged between 20001 and 30000, 16 of the resptsdtated that salary ranged

between 30001 and 40000, 17 of the respondentsdstaat their basic salary ranged
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between 40001 and 50000 while 12 of the respondgatsd that their basic salary was

50001 and above.

Table5: Time Taken by Employeesto Advance in their Career in Multiple

Hauliers (E.A) Ltd

Frequency
Less than 1 year 35
1-3 years 21
3-6 years 36
6-10 years 17
Above 10 years 5
Total 114

Figure2: Time Taken to Advance Career in Multiple hauliers (E.A) Ltd

Time Taken to Advancein a Career by employees

35 36

35

30
M Less than 1 year

25 H 1-3 years

20 3-6 years

15 W 6-10 years

M Above 10 years
10

6]

The results shown in Table 5 and Figure 2 show 3Babf the respondents stated that
they had taken less than one year to advancedaeer in multiple hauliers Ltd, 21 of
the respondents stated that they had taken betaeno three years to advance their
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career, 36 of the respondents stated that theytdiah between three and six years to
advance their careers, 17 of the respondents stias¢dhey had taken between six and
ten years to advance their careers while 5 of éspandents stated that they had taken

above ten years to advance their career in muligtdiers (E.A) Ltd, Kenya.

4.3 Factors|Influencing Career Growth Among Employees

This section presents the results of the analysigjuestions regarding the perceived

factors influencing career growth.

4.3.1 Organizational Commitment

The results of the descriptive analysis are preskimt Table 6.

Table6: I nfluence of Organizational Commitment on Career Growth
Frequency

Yes 99

No 15

Non response -

Total 114

The results in Table 6 show that 99 of the respotsdagreed that the organizational
commitment influenced their career growth whileaf3he respondents disagreed.

This finding suggests that the use of organizaticoanmitment practices is positively
related to career growth. While there contraditianh this evidence in this area with
several alternate explanations. One is related hatvBrowning (2006) calls ‘self-
justification’. To diminish feelings of being studk a career, employees rationalize that
the career is not as tight as it seems, hence ¢heeiped affective ties are based on
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rationalization and benefits rather than genuirfectibn for the organization. Kamoche
(2002) explains that while progressive organizaiocommitment values people and
invests in personal development leading to highelkevof trust, participation,
communication and caring. This feeling is exacetyaespecially in situations of limited
job opportunities. Alternatively, in situations whechoice of jobs is scarce, employees
are only too grateful to be retained by an empl@amed a commitment which may have
developed as a result of fear of lost employmewives into an emotional attachment.
This is even more likely where the organization dawnsized and laid off employees.
The survivors compensate by sub-consciously idengf with the organization and

verbalizing their gratefulness for being committed.

4.3.2 Employee Training and Development
The study sought to examine how training and dgreknt influenced career growth of
employees in Multiple Hauliers (E.A) Ltd, Kenya. & hesults of the descriptive analysis

are presented in Table 7.

Table7: Influence of Training and Development on Career Growth
Frequency

Yes 96

No 17

No response 1

Total 114

Table 7 shows that 96 of the respondents agreel WHiof the respondents disagreed
and 1 of the respondents didn’t answer this quesfilhose who disagreed stated that

there was no time for training and that the compaidynot recognize further training.
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Providing opportunities for growth and developmimough training and promotion may
be a good motivator as many people like to grovskills, capability and experience
hence this finding concurs with Dessler (2001) thaut that, many people experience
satisfaction when they believe that their futureogpects are good. Respondents
maintained that if people feel they have limitecpbapunities for career advancement,
their job satisfaction may decrease. The findimgg tespondents were unhappy with pay
levels concurs with Bull (2005) which found outtth@ost employees were less satisfied
with advancement opportunities and pay in theiaargation. The respondents see it as a
source of achievement and recognition. This meigts drder needs such as status, self-
esteem and self actualization. The respondentsareship with the organization would
be one of affection and emotional attachment & friactice is enhanced. According to
Becker (1994) any investment on employees includiiaming entails a risk on the part
of the employer because there is no guarantee ttiatemployee will maintain

membership long enough for the results to be redliz

4.3.3 Job Satisfaction

The results of the descriptive analysis are preskimt Table 8.

Table8: I nfluence of Job Satisfaction on Career Growth
Frequency

Yes 100

No 11

No response 3

Total 114

Table 8 shows that 100 of the respondents agresddh satisfaction influenced their
career growth in the organization while 11 disadreed 3 of the respondents didn’t
respond to this question. Those who disagreeddsthtg there was overworking and so

there was little time for development and that ¢hesas no future in the company and
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thus there was no job satisfaction. Promotionabojmities, good working environment,
flexi-working hours therefore, have differentialfesfts on job satisfaction, and it is
essential that this be taken into account in cadesre these policies are designed to
enhance employees’ job satisfaction. The advancemedirectly will change
individual's needs. In consequential, it would hehglividuals to put extra effort to
continuously achieve their needs and satisfactiocke (2000) reveals the dimensions
used in the assessment of job satisfaction asothégelf, payment, promotion, working
conditions, benefits of the work, fellow workersdampersonal values enhance employee-

employer cordial relationship.

4.3.4 Competitive Reward System

The results of the descriptive analysis are preskimt Table 9.

Table9: Influence of Competitive Reward System on Career Growth
Frequency

Yes 103

No 9

No response 2

Total 114

Table 9 shows that 103 of the respondents agreatd dbmpetitive reward system
influenced their career growth in the organizatamle 9 of the respondents disagreed
and 2 of the respondents didn’t respond. Those digegreed stated that the competitive
reward system is not practiced in the company sinsediscriminative on racial outfits.
These findings coincide with Luthans (1998), wharfd out that salaries not only assist

people to attain their basic needs but are aldoumental in satisfying the higher level
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needs of people. Most respondents were not sakisfieh how well they are
remunerated. However, the role of money as a mwotivés controversial. Many
employees appear to value money highly and somebmayghly motivated by money.
It can therefore, be deduced from the above firglithgit those in one departments do
compared their salaries with those of other depamterwith the same qualifications

experienced lower levels of job satisfaction.

4.3.5 Personality

The results of the descriptive analysis are preskint Table 10.

Table 10: Influence of Personality on Career Growth
Frequency

Yes 97

No 13

No response 4

Total 114

Table 10 shows that 97 of the respondents agreggénsonality influenced their career
growth in the organization while 13 of the respamdalisagreed and 4 of the respondents
failed to respond. Those who disagreed stated tthexe is tribalism from the top
management and that it greatly undermined theieesagrowth. The most prevalent
reason given for organizations to use personadgtirig was their contribution to improve
employee fit with the job situation and improve emr success (Rothstein & Goffin,
2006). Barrick et al (2001) investigated severffedent moderating variables that could
influence the personality-performance relationskipch as performance dimension and

occupational type hence the findings confirms what other literatures.
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Table 11: I nfluence of Other Factorson Career Growth

Frequency
Parents 31
Siblings 22
Supervisor 23
Peers/mentors/friends 25
No response 13
Total 114

The results in Table 11 show that 31 of the respotsl stated that their parents
influenced them in achieving their career growth,a? the respondents stated that their
siblings influenced them in achieving their cargeswth, 23 of the respondents stated
that their supervisors influenced them in achievimgr career growth, another 25 of the
respondents stated that their peers, mentors emti§rinfluenced them in achieving their
career growth while 13 of the respondents gaveespanse. The findings of this study
concur with Amoth (2008)’s findings that parentsypl key role in career growth for
individuals careers. These results show that, tegfiiorts to attain gender equity, Africa
still has a long way to go especially when it cortegareer choice. Peer pressure was
also indicated as a factor that influenced cardmice and this concurs with Arudo
(2008). According to Oyamo and Amoth (2008) studie&enya show that employees

tend to seek help from parents more in their cazkeices and growth drives.
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Table 12: Factors Analysis Influence Ranking on Career Growth

Frequency
Mean SD
Competitive Reward System 103 2.6020 2973
Job Satisfaction 100 2.3700 1.3062
Organizational Commitment 99 2.15481214
Personality 97 2.300 1.1565
EmployeeTraining & Development 96 2.281B.3732

The results in Table 12 show that competitive remsystem was the most influencial
factor for respondents career growth with a resparisl03, then Job satisfaction with a
response of 100, followed by organizational comreitm with 99 respondents,
personality had 97 respondents and finally empldyai@ing and development had 96
respondents. It could be concluded that the stadggnises all the five factors studied in
this research are instrumental in enhancing cageewth of the employees in the

organization.
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CHAPTER FIVE: SUMMARY, CONCLUSION AND
RECOMMENDATIONS

5.1 Introduction

This chapter present the summary of research fgsditonclusions made from the
findings, limitation of the study, recommendatiofgr policy and practice and

suggestions for further research.

5.2 Summary of the Findings

The results showed that the respondents were faislyibuted from various sections in
the organisation. Majority (78%) of the respondentse male. Most of them (76.3%)
were aged less than 40 years suggesting that thgatyy comprised of youthful

employees. 104 of the respondents had secondalydducation and above. Further, 69

of the respondents earned a salary of Ksh 30,00ssr

The most influencial factor on career growth amaegpondents was competitive
rewards systems with 103 response. 100 of the nelgmds noted that job satisfaction
influenced their career growth. 99 of the respoisieagreed that organizational
commitment influenced their career growth, 97 @& thspondents noted that personality
influences their career growth. Further, the ressliowed that 96 of the respondents

agreed that employee training and developmententtad their career growth.

The results of factor analysis showed that fivedexcwere identified as being significant

influencers of career growth in the organisatiohege factors were employee training
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and development, competitive rewards systems, agdonal commitment, personality

and job satisfaction.

5.3 Concluson

This study intended to establish the factors infltieg career growth among employees
of Multiple Hauliers (E.A) Ltd, Kenya. The studyradudes that all the factors studied in
this research are instrumental in enhancing cap@svth viz organizational commitment,
training and development, job satisfaction, contpretirewards and personality. From the
factor analysis, it can be concluded that six factdfect career growth of employees in
the company. These factors are training and dewsdop, rewards, organizational

commitment, personality and job satisfaction.

5.4 Limitations of the Study

The study was constraint by the use of current eyggs as opposed to those who had
left, as they would have given the real factorg thluenced their career growth in the
company. Secondly, the researcher found that nideeaespondents were not willing to
volunteer information for fear of being victimizeat their workplace. However this
limitation was overcame by assuring the respondt#ras confidentiality and integrity

would be adhered to.

55 Recommendations

The study recommends that the company should heséoicon ensuring that the factors

identified in this study such as training and depetent, competitive rewards,
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organizational commitment, personality, and jobs$attion be taken into consideration
when designing human resources strategy in thenma@#on in order to enhance career

growth of employees in the organisation.

The study also recommends that other organisatioats aims to enhance the career
growth of their employees should focus on the factidentified here viz. training and
rewards, organizational commitment, personality gob satisfaction for they are very

important in enhancing career growth of employees.

5.6 Suggestionsfor Further Research

Further studies should take cognisance of the dions of this study by expanding the
contextual focus by using more than one comparthensample in order to have results
that can be generalized. Secondly, multiple metloggles would be used to carry out a
similar study in future as this would enhance tbeliy of such results as it would aid in

data triangulation.
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APPENDI X II: RESEARCH QUESTIONNAIRE

Instructions
1. Kindly note that information provided in this quesinaire will be treated with

confidentiality and respect.
SECTION A: (DEMOGRAPHIC DATA)

Fill in the blanks provided by a means of a cross (V) by indicating your correct

Choice.

1. Please indicate your Level of Management inGbmpany.

Yard{ } Stores & Maintenance { } Logistié& Security{ } Head Office{ }

2. Gender M ( ) F ()

3. What is your Age Bracket (Years)
i. 20-30 (
ii. 31-40 (
iii. 41- 50 (
iv. 51- Above (

4. Please indicate your Highest level of education

i. Primary ( )
il. Secondary ( )
iii. Diploma ( )
iv. University ( )

SECTION B: (PERCEIVED CAREER INFLUENCIAL FACTORS).

5. What is your basic salary range?
i. 11,000-20,000 ()
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iii. 20,001- 30,000 ( )

iv. 30,001-40,000 ( )

v. 40,001-50,000 ()

vi. 50,001 and above ( )

6. How long have you taken to advance your caredtultiple hauliers E.A Ltd ?

Lessthan lyear{ } 1-3Years{} 3-6Yedr}6-10years{ }above 10 years{ }

1. Organizational Committment

7. In your own view, does job commitment influengeur career growth in the

organization?
YES { } NO{ }

If NO, Explain

8. How do you rate the following aspects of orgatianal commitment’s effect to your

career growth in the organization?

1. Strongly agree 2. Agree 3. Neither agree nor disagree 4. Disagree 5. Strongly
disagree

Organizational Committment 1 |2 (3 |4 |5

| take this organization as my own

| do feel emotionally attached to this organization

| would be very happy to spend the rest of my canmeehis

organization

The organization also listens to my problems wimeneed

| have a sense of belongingness to this organizatio
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2.Employee Training and Development
9. Does Training and development affect your cageawth ?
YES{ } NO{ }

If NO, Explain

10. How do you rate employees training and devetayrim Multiple hauliers E.A Ltd?
1. Strongly agree 2. Agree 3. Neither agree nor disagree 4. Disagree 5. Strongly

disagree

Employee Training and Development 112 (3 |4 |5

Training and development policy is followed

| do attend trainings on my related profession

Employees are trained according to training calende

Training and development adds value into the quafitmy work

3. Job Satisfaction
11. Does Job Satisfaction influence your careewtiran the organization?
YES{ } NO{ }

If NO, Explain

() R i

12. Indicate your level of agreement with job datidon on these statements.
1. Strongly agree 2. Agree 3. Neither agree nor disagree 4. Disagree 5. Strongly

disagree

Job Satisfaction 1 |2 1|3 |4 |5

My contribution is well recognized by the manageme
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| have the room for independence in all that | do

My job offers me flexibility

The organization also listens to my problems wimeneed

| have a security of tenure in my job

The working conditions are favourable

The dress code provides satisfaction for me indbmpany

4. Competitive Reward System
13. Does competitive reward system influence yeaueer growth in the organization?

YES{ } NO { }

If NO, Explain

14. How do you rate the following aspects of corntpet reward in influencing your
career growth?
1. Strongly agree 2. Agree 3. Neither agree nor disagree 4. Disagree 5. Strongly

disagree

Competitive Reward System 1 12 |3 |4 |5

Salaries and benefits offered are fair

| receive yearly bonuses based on my performance

Salaries and benefits are yearly reviewed

| get paid based on my qualifications and expegenc

Overtime payments are equitably done
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5. Personality

15.Does Personality influence your career growtthéorganization?

YES ( ) NO ( )
If NO, Explain

16.How do you rate the following personality aspentterms of influencing your career

growth?

1. Strongly agree 2. Agree 3. Neither agree nor disagree 4. Disagree 5. Strongly

disagree

Per sonality 12|34 |5

Extroversion improves my networking thus acqupeartunity

Agreeableness/teamwork

Conscientiousness

Emotional resilience

Openness

Introversion

17. Were you influenced by any of the followingttas in achieving your career growth?

Parents 0
Siblings ()
Supervisor ( )
Peers/Mentors/Friends ( )

Thank you for taking part in this Research Project
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