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ABSTRACT

The research assesses employee career developraetitg at Nib International Bank S.C.
Banks are financial institutions who serve peopléumd circulation. NIB, as a service rendering
organization, its image, profitability and overaltistence depends on the quality of service it
offers. This needs manpower skill to attract artdineloyal customers. On top of that, the career
development system applied, employees perceptivartts that, weather the bank meet the
objective interms of handling employees affect qemance and participants in the
implementation are assessed to indicate betteroivdping things, suggest career advancement
mechanisms when findings show gap in the curreattjme.

Method applied to search for data includes desedaplype with primary and secondary data
collection inaddition to various literatures byngiquestionnaires and interview with employees
and supervisory (management) level personnel. nmétion was gathered by stratifying city
branches based on their grade prearranged by thke Waich indicate existence of high

transaction, work load and large number of staff.

From the study findings, the bank has a policydmiaister employees but the major problem

lies on implementation of procedures, informatitmwi transparency, performance measurement
and training scheme. There is a gap on procedurégheir implementation. Hence, the bank

should adjust its employee career development systethe current demand, expectation and
others in the industry. Observing realties thanem@ports and strict adherence to policies
should be established based on the capacity diahk. The report is organized by five chapters
focusing on background, literature review, reseaesign and method, data analysis and finally
summary followed by conclusion with recommendation.
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CHAPTER ONE
INTRODUCTION

In this chapter the basics including backgrounthefstudy, statement of the problem, objectives
of the study, significance, limitation and orgamiaa of the study are discussed. The background
of the study emphasizes the need for employee rcde@lopment, interrelated factors with it
and current career development practice of the b&t&tement of the problem deals grounds for
the research to be conducted. Next, objective ef dtudy implies why the study is for by
guestioning major gap indicators. The rest sigaifte and scope can bound the research for

being more down to earth assessment.

Banks are one of the most important financial midliaries whose primary function as well as
their ground is to mobilize funds and pass themr mrelend to those which need to finance
businesses or projects. In other words, banks saet laridge between those sections of society
which save and those who seek to invest but dbvane the financial means to do so. Because of
their intermediary function, banks also serve awehicle for the economic and social

development of a country (Credit Policy of NIB, 201

Economic development is not only a fertile groumdwhich banks nurture but is also a goal or
mission, which both share and consciously promogether with other members of society. As
one of the less developed countries of the worldwviath rich and untapped natural resources
Ethiopia has immense potential for banking servidess against this background, and indeed as
a result of some reforms, Nib International Bank.§NIB) has come into existence in October
1999. The major interest was delivering efficiemdacustomer focused domestic and
international banking services supported by theest&the art technology, motivated employees
and popularizing modern banking practices in thenty. Currently the bank has 2121 staff

members, 10 departments and 55 branches in A.Areidnal areas.



EMPLOYEE CAREER DEVELOPMENT PRACTICE AT NIB

1.1. Background of the Study

Employees are important assets and they shouldtiaetad, motivated, developed and retained wigh th
necessary support. Every organization has its oanking system on recruiting, training, promotinglan
taking actions in different ways of interaction kviexternal environment. In an organization with
effective performance management, an employee rtedu®/e a goal to thrive. Generally an employee’s
goals emanate from the work unit's goals and withdame token, the work unit’s goals are derivechfr
the organization’s goals, which are often clearigi¢ated in the strategic plan. One of employee’s
personal goals is getting up in the organizati@maaéer that is promotion from one position to thizeo
based on their qualification, performance, potérdiad work experience to become skilled at new
responsibility, scope of authority, expertise apddfits.

Career development is a critical activity in thenagement of HR. However, a majority of managers
simply perceive career planning as vertical movensenveniently sidelining the development parttof i
Objectively speaking, career upgradations withoesetbpment opportunities and orientation have no
meaning interms of competence building. The camemrements that are not accompanied by competence
building lack vitality and employees tend to feeladlequate and meaningless. Therefore, career
movement and competence acquisition should eithecepd parallel or competence possession must
precede career movement. This can be possibletiordygh a clearly targeted career development plan
(Kandula, 2004).

To accomplish the above interrelated subjects ecatevelopment is the basic requirement as it manes
employee to a job involving higher pay, status #mg higher performance requirement and it mayvderi
increased personal satisfaction. Hence it is tghdst motivating factor for employee retaining &iadd
work. In NIB, the major consideration of career eélepment is promotion and here afterwards the terms
are used simultaneously. So many researches leavedonducted on career related issues previdnsly.
the bank, eventhough there are no formally docuetkentaterials it is found that some studies have bee
made by employees on promotion practice (espedailyndergraduate study purpose). Thus, this study

attempted to identify the practice of employee eadevelopment in NIB.
1.1.1. Career Development Practice in NIB

Career development assumes greater importances inuient dynamic environment. The more it gets
simplified and competency based, retaining qualjfiaonest, loyal, belonging, expected successor,
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visionary and goal oriented employee will be high@rganizational goal should go with personal
achievement of employees as tall hierarchical giracis changing to flat and downsizing manpower
becomes preferable alternative. Also, career dewedmt can be one of the differentiating factors to
attract employee in the competitive market. So,thmtich focus should be given on planning,
implementing and evaluation of the career develoypeactice.

However, the real practices of career developmeNIB are as shown below.

a) An employee can compete only for the next positidrich has one job grade difference
above the current level except supervisory perdoopt® two job grade differences

(Personnel Manual of NIB, December 2012).

b) Very limited Succession plan is applied

c) Trainee bankers’ assignment to the next positiod lranch assignment is done by
lottery system than performance, background andct¥eness on the training base.
(Mostly quota system is applied)

d) Training need assessment and follow-up is not eggieriodically.

e) There is no genuine focus and consideration for leyee career development

(Observational information).

More to the point, every promotion of employeesasisidered with different committee schedules for
interview based on job level. On the other handeeramanagement means just promotions and up-
gradations for many organizations. In other woitlss simply a vertical movement of employees. This
approach has resulted in shortage of competentgaanan many organizations. Besides, there wilhbe
wide gap between quantity and quality of managdrsnia competency based career plan is nonexistent.
Absence of clearly defined and planned career managt program also contributes for skill stagnation

and consequential frustration among employees (#landp. cit.)

Thus, the current practice doesn’t consider the leyeps’ real capability, experience, educational
gualification that was clearly stated in the persirmanual (Policy) of the bank. Rather, initiatdyahe
nearest job grade even to sit for competition e pass to the next process of selection. Thaieatels
only help for competition between the selected kfpla grade level employees. This leads to lower
clarity of employee selection for promotion which done without competency check as so many

gualified are left because of the established gyste
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1.2. Definition of Terms

a) Conceptual Definitions

Career

Career Development

Training

“Career is a multifaceted concept. It can be aboeaning, sense
of purpose and direction. It also includes ideaprofgression and
development both at work and at a personal levethis way, it
embraces ideas about lifelong learning as well &8l s
development.” European Center for the Development of Vocational
Training, 2008)

“Career development is the olifgl process of managing
progression in learning and work. The quality ofstiprocess
significantly determines the nature and quality idividuals’
lives: the kind of people they become, the senspugpose they
have, the income at their disposal. It also deteesithe social and
economic contribution they make to the communiéied societies
of which they are part.”(Obe, 2004)

“Job Training is training required by mgeaent to: (a) qualify an
employee for presently assigned duties; (b) impavemployee’s
performance of assigned duties; (c) prepare an ayeel for a
future assignment subject to selection procedurgsipublished
Document, 2012)

b. Operational Definitions

Clericals

Credit analysts

Middle level management

Supervisory personnel

Employees who work under supervisory i@rdnd mostly assigned at

secretarial and counter clerk positions

Employees whose duty is analyzirggomer profile and preparation of

loan portfolio for credit facility approval

Includes Branch Manageirdsibn Heads and Section Heads

Employees who work on brasebtion, division and department head

level and others assigned on the same category.
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1.3. Statement of the Problem

When we consider the real practice of career dewedmt, it is more of promotion and done on
immediate job grade base. This affects employees$iviation, work specialization, career path ancelev
of achievement. Competency, capacity, qualificatlmlongingness are left aside to the limited numbe

of competitors who only fulfill the job grading fime. To mention more practices observed in thegssec

a) There are some differences between written proesdaund implementation.

b) Competency and qualification are not basic foiahgtep of selection for promotion.

c) External recruitment can be done before internaliegnts are exhaustively assessed.
Eventhough to some positions it is as a new blogetiion, some vacancies are posted
internally and external at the same time whicloistiadictory to personnel manual.

d) Training for new position and skill upgradatiomist scheduled well.

e) There is a replacement problem when someone gatsopion, resign or absent for long.

The consequences are gradually happening in rel&ithe current handling of employee career system
The warning signs like demotivated staff, high twer (especially resignation of qualified and
professionals like engineers, credit analysts, tatgliand the like) to other banks, and influencethan
newly employed staff members expecting less cateeelopment in the system are some confirmations.
If then, the study was carried out to assess erapl@mareer development practice and further validate

previous studies through additional perspectives.
1.4. Basic Research Questions

The research question deals what the study is &eghd¢o answer based on the information

gatheredHence, possible solutions were provided to thetalhg basic research questions.

What career development system does the bank apply?
How do employees perceive career development ingiiéstion?
How far career development practice of NIB meetsntended objective?

What are the results of current employee careegldpment practice?

o~ w0 bnp P

Who are the participants in career developmentemphtation?
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1.5. Objectives of the Study

Objectives can be broad with detailed targets tadbgeved step by step on a given period of
time. The followings were general and specific objes of the study.

1.5.1. General Objective

The general objective of the research is to assmgdoyee career development practice

in NIB by aligning to the solution for problemsa##d to the subject matter.
1.5.2. Specific Objectives
Corresponding to the general objective, it hafdhewing specific objectives.

1. To point out the factors that should be considémnegtie employee career development

implementation.
2. To verify the perception of employees towardeeadevelopment
3. To indicate the consequences of current camezlopment related issues.

4. To identify participants in the career developtimplementation.

1.6. Significance of the Study

Research usually has its own value to add for tkistieg practices. From this study, the
following particulars weréelieved to be possible benefits.

= |t will remind the concerned management to give doesideration on the existing career
development system vis-a-vis its implementatioroediag to the HRM policy.

= |t will help to call attention to on the conseques®f the current career development in relation
to staff handling and the likes.

= |t will suggest the concerned management on thesrappropriate way of competency plus other
gualification considerations for basic career depeient in the bank.

= It will help for employees to be aware of whatxpected from them for career development.

= |t will serve as a base for other researcherswiibstudy on the same or related topics.
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1.7. Scope of the Study

The study has been conducted:

a) Geographically- on selected 14 branches namely MBama, Sholla, Tiret, Ehilberenda,
Addisketema, Raguel, Adarash, Wellosefer, HabtgggorCatehdral, Urael and Arada:
which are found in Addis Ababa mostly around Meokatea as a trade center. Outlying
branches are not included due to remoteness of lttetion and with the assumption that
the method and practices of career developmenbiatiiis more or less the same to all
branches except to some variations based on localimate, working habit, lifestyle, etc.

b) People — the study incorporate employees who skevbank at least for two years.

1.8. Organization of the Study Report

This research report has five chapters. This @hstpter highlights introduction which includes
background of the study, research questions, obgedtatement of the problem and others. The
second chapter covered review of related literatvnéch includes information from books,
journals, articles and reports while the third deaghowed the design of the research method,
applied techniques sample, data type and methaltaf analysis. The fourth chapter presented
the findings of the study with interpretation basedthe data results and discussion. The last,

which was composed of summary, conclusions andwewndations, is chapter five.
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CHAPTER TWO
REVIEW OF RELATED LITERATURE

Literature review is done through gathering toptated information to strengthen argument,
justify reasons and accumulate the necessary kdgeléor further elaboration when the need
arise. It can be done from classic materials, oreci publications based on the concreteness of
the subject matter and periodic vents. Here theptehacovers issues including career
development, career path, organizational performapartakers in career development, basics
for career development, outcomes of effective cadegelopment practices and challenges for

career development.

Organizations are places where people and actvitedd together for a purpose or to achieve
common goal. This can be done through differenpsstestrategies, quality and quantity
assumptions of what to have, consideration of envirental and other resources to establish a
better ground for long existence. From the manytional parts of an organization, HRM is the
main one whether it is a service rendering, manufang or else. HRM is part of a management
work which is concerned with acquiring, developargd dispensing with the efforts, skills and
capabilities of an organization’s work force andimteining organizational relationships within
which these human resources can be utilized tolertAke organization to continue into the
future. This conception of HRM is essentially strategigtnemphasis on enabling the utilization of
employee efforts and capabilities to bring abouigléerm organizational survival (Watson, 2002).

Discussion points are the following.
2.1. Career Development

Employees are assets for every organization. Ajhdechnology is becoming highly advanced

and a single key can work more tasks at a timi nsiihing can replace the need for manpower
ability and functionality interms of various aspedhan a machine that work just as installed and
set up for a given activity. Hence, employees heenbajor ones to determine the existence of it
based on short and long term plans. Employees eandbivated, satisfied, and retained through
different mechanisms as they are not just workera given company for the mere purpose of

organizational goal achievement but also for thmérsonal career development and other
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additional factors like salary, benefits, etc. @mevelopment can be viewed from a number of
different perspectives. From one perspective aecdsea sequence of positions occupied by a
person during the course of a life time. This is tdbjective career from another perspective,
though a career consists of a sense of where a@rig in one’s work life. This is the subjective

career and it is held together by self conceptcbasists of:

a. Perceived talents and abilities
b. Basic values

c. Career motives and needs

Both, subjective and objective, focus on the irdlinal. Both assume that people have some
degree of control over their destinies and thaly tben manipulate opportunities inorder to

maximize the success and satisfaction derived frain careers. (Cascio, 2004)

The main functions of HRM include HRP, recruitmepiacement, training and development,
compensation, promotion, placement, handling teatron, turnover and other strategically
issues which are aligned to the corporate planhef ¢company. To fulfill organizational
objectives, it is unquestionable that employeesorefand availability of an organizational
system which can sustainably motivate, develomineaind help for optimal utilization of
human, material and financial resource adequately successfully. As both participants,
employees and organizations have common goal, andlogees major target is career

development, special consideration should be diwehetter results.

Thus overall updated and flexible management sysdental as management is the coordination
of all resources through the process of planninggamizing, and controlling to achieve the stated
organizational objective effectively and efficignt\arious literature studies are undertaken in
career development and the related points careamilg, career management, performance
appraisal and the like. In this literature revidactors in designing and implementing career
development are considered in such a way that singethe bank’s performance in relation to

career development and the current real practicamie.
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2.1.1. Organizations and Career Development

Organizations should focus on their existing systeirether it can go with the changing
environment, employee needs and availability of ikeded supply interms of manpower and
materials, under the competitive market. Compathiasignore career issues are mistaken if they
think those issues will somehow go away. Givendtwnsizing mentality that has characterized
most large organizations over the past decadeercdmelopment and planning have been de-
emphasized in some firms as employees wonderedhethdtiey would even have jobs, much

less careers. Here are some reasons.

Risking concerns for quality of work life and pemsblife planning.
Pressures to expand work force diversity througladidévels of an organization

Rising educational levels and occupational aspingti coupled with.

A

Slow economic growth and reduced opportunitiesafbvancement. (ibid)

2.1.2. Traditional Versus Contemporary Career Development

In previous periods, career is assumed as theféraasd promotion of an employee from one
position to another and from one organization ®dther solely so that, the cognitive side is left
and the organizational structure (hierarchy) idofeed based on some criterion to fill vacant
posts. Moreover it was believed that organizatiamsthe role players for career development of
an individual than employees’ contribution, selteesn, self concept and self efficacy having
equivalent share on it. Fred and Pegy (1992) dte(Dessler, 2005) in their study compared the
traditional versus current career development aydig identifying that, careers today are not
what they were several years ago in the table beldvey were traditionally viewed as an

upward, linear progression in one or two firms sistable employment within a profession.

10
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HR activity Traditional focus Career development focu
HR planning Analyzes jobs, skills, tas- presen| Adds information about individui
and future. Projects needs usdsterest, preference and the like |to
statistical data data
Training anc| Prcvides opportunities for learnin| Provides career path informatic
development skills, information and attitudesAdds individual growth orientation

related to job

Performanct Rating and/or rewar: Add development plans al
appraisal individual goal setting

Recruitng & | Matching organization’s needs w| Matches individual and jobs based
placement qualified individuals a number of variables includirg
employees’ career interests

Compensatiol Rewards for time, talen| Adds nor-job related activities to k
and benefits productivity and so on rewarded, such as leadership positiTns

2.1.3. Factors for Career Development Consideration

In some organizations, the knowledge, potential@ardonal development efforts were not given
due attention except the plotted prerequisitescéoeer development. As the previously stated
factors use for career planning, succession plaming and performance appraisal and the likes,
much emphasis should be given for effective chdrga traditional to updated career system.
Cascio (2004) op.cit. discussed that, traditignedreers tended to evolve in the context of one
or two firms and to progress in linear stages as moved upward through the hierarchy of
positions in an organization. Careers are bountmy-and tend to be characterized by features

such as the following.

- Portable knowledge, skills, and abilities acrosdtiple firms.

- Personal identification with meaningful work

- On-the-job action learning

- Development of multiple networks of associates eer-learning relationships.

- Responsibility for managing one’s own career. (€asip.cit.)

Related issues to be discussed are the following.

11



EMPLOYEE CAREER DEVELOPMENT PRACTICE AT NIB

2.1.3.1. Employee Performance Management

Organizations, mostly, consider performance apara@s one factor for career
development of an employee. Employee performanpeaggal helps for distinguishing
the needs, step of the current status, future gagsexpectations, revising or upgrading
systems, and the level of overall activities of teenpany. It can be useful for detecting
which employee should get training or who has theessary skills and ability for a
given position and can be easily coached to the pesition. Employee performance
management is a process for establishing a shavddaxce understanding about what is
to be achieved at an organization level. It is aladigning the organizational objectives
with the employees’ agreed measures, skills, coemogt requirements, development
plans and the delivery of results. The emphasi®rsimprovement learning and
development in order to achieve the overall businsgategy and to create a high
performance workforce (Ethiopian Managemkndtitute, 2011).

To accomplish the intended purpose of performamqeadsal it should be done on a
manner that can lead to fruitful results thanrfdliformats for the sake of procedure and
periodical reports. It must have a purpose to rattiae corporate goal of a company as it
is the central component of overall performance agament. On the other hand, the
objective can be achieved through clear and stdnaee performance appraisal system
which include common understanding between thaggaats in the process, feedback,
training and ability of appraisers, measurableedons, documented profiles than one
time success or failures, common trust with positrtitude and responsibility between
the parties and others. So that the concerned @exdph company should facilitate as
(Renee, 2008) suggest that a fundamental respbtysddi line managers is the delivery

and implementation of HR Practices and to ensuaettie perception of support, trust,
fairness and consistency are maintained amongskensor At a practical level, it is

noteworthy that these influential factors fall vistithe purview and control of human

resource policy makers and practitioners. Moreos®&nagers could exert an influence
on commitment, job satisfaction, work-life balarsaisfaction, trust and support given

by helping to establish and maintain selection fras; employee voice; employee

12
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involvement; communication; performance manageménmtning and development;

decision making and team working.

In other point of view, performance of an emplogaa be a measure for reward or other
benefit but not for promoting her/him to the nemb jlevel. This is because, if the
performance of an individual is good at a givenits, the reasons may be she/he
specializes it, experienced and educated in thet ar more interest, and also external
factors like the supply and demand situation foe twork, current market and
organizational system may favour the high performérereas that doesn’t mean she/he
is also good for the next position as mostly reafeptial, competency, internal and
external necessities and expected results in tine assignment than previous scores

which by themselves may be one grounds or indisdt@an critical basics for promotion.

Kuman, (2006) clarifies that, if an employee isupexior performer at her/his present
job, she/he should be paid for her/his performafbe. problem arises when we promote
for performance. The implicit, assumption is tHahe employee is good at this job then
she/he will likely be good at the next job. Basedtus assumption, we have tied pay and
promotion together. Unfortunately, the result, isglently that we take the ‘super-star
and turn her/him into the also-ran.” The dangeehsgrthat we try to make our best sales
people into managers, our best designers into astnmgtors, and our best programmers
into project managers. The link between pay andmptmn needs to be broken.

Promotion must be based on potential. Individuasehexpected to be promoted up
through the ranks simply because money and stagus associated with level within the

hierarchy. With many organizational levels beinmoged, individuals can now expect,

to stay at each level much longer than ever betbexefore, we need to motivate and
reward individuals separately from promotion. Retbgn and other softer rewards like

lunches and dinners, recognition in company newterleand company achievement

awards are also effective.

Moreover, the real capacity or potential of an esype should be investigated through
time by using different testing mechanisms inlinghwtraining and coaching for new
responsibilities. This leads to minimization of tesd effort, preparation to effective

succession plan and utilization of skill and apilaptimally as long follow-up and
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feedback seed more than applying two or three séqai(criterion) at lump sum in just
the case happen situation to make a decision orcaheer of an employee. Hence,
assessment of current employees is vital to ganfadowing benefits listed by Global

Books and Subscription Services (1998). Tests efm h

Measure whether present employees are properlyhetto their jobs
Uncover potential for improving performance

More objectively select candidates for promotion

Compare performance before and after training

Write definitions of job requirements

Reduce costs of poor performance

o O O O o o o

Improve moral by instituting objective performameasures.

2.1.3.2. Coaching

The guidance and shaping of an employee for thermesponsible position is one way for
developing the career. Coaching is improving thefgpmance of someone who is
already competent: it is not suitable for initigining. It is usually done on a one-to-one
basis, set in the everyday working environment, igna continuing activity. It is gently
nudging people to improve their performance, dgvdlweir skills and increase their
confidence. It is helping people to take on mopaoasibility and develop their career
prospects. Although it is usually done by peopléhwheir immediate subordinates, this
is not essentiaMany times a new boss has been coached by drlisiséal team. The main
prerequisites are expertise, experience and judgri@e essence of coaching is delegation
and discussion where the delayer is not giving [gefmbs to do: it is giving people scope,
responsibility and authority. Discussialepends on a good working relationship where

comments are welcomed, not resented or mistrugteightman, 2003).

As stated above, a competent employee having tbeseary potential shall be coached
to the expected level by seniors to handle thedriglosition. It will help for dignifying
own expertise, growing the level of activities ®erformed by the person, widening the

scope of authority and responsibility to develagaeeer.
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2.2. Career Path

It is one of the basics for career developmenttaluility as it shaves the way for the
company for estimating and ascertaining the manpeoeguirement and existing ones
change establishment. It starts from the lower ll@gehigher following procedures,
capability assessment, organizational structure iadiyidual commitment. Ivancevich
(2004) identifies, the result of career pathinghis placement of an individual in a job
that is the first of a sequential series of jobenk-the perspective of organization, career
paths are important in workforce planning. An ongation’s future work force depends
on the projected passage of individuals through rtreks. From the perspective of
individual, a career path is the sequence of jpasthe/he desires to undertake inorder to

achieve personal and career goals.

Although it is virtually impossible to completelgtegrate organizational and individual
needs in the design of career paths, systemagercptan has the potential for closing the
gap between the needs of individual and the neédsganization. Traditionally, each

job, or “rung’ of the career ladder is reached whtes individual has accumulated the
necessary experience and ability and has demoedtfadt she/he is ready for promotion.
Implicit in such career path is the attitude thailure has occurred whenever and

individual does not move up after a certain amainime has elapsed.

Here, it can be said that, the best way to maxirtiezeperformance of an organization is
planning and doing tasks as planned. Thus, carathing is one of the significant
decisions and thinking ahead for better resultshé organization establishes a well
acquainted system of career pathing for employeather than waiting for sole
organizational structure fulfilment, the outcomeillwbe attaining qualified and
knowledgeable workers by satisfying their intergstthe mean time, as a whole the
organization’s overall activities can be managedaath level by stratifying each ladder
based on individual and material requirement. Adivaton and satisfaction are key

ingredients for good performance, related ideasls@issed next.
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2.2.1. Motivation and Satisfaction

Career development system of an organization isfacter to be competitive in the market and
attract potential outsiders to be a part as itighlls motivator and increase the satisfaction level
of individuals through flexibility, new challeng@sd extra obligation inside the responsibilities
given. As an employee changed to new higher positmore varied working conditions,

benefits, job description, compensation and sdifesement will appear. This by itself enhance
motivation intrinsically and extrinsically, inaddih to other factors like self development, good
organizational performance, reward, achievementtiaicing and through time the motivational

factors lead to satisfaction by current job whickams the employee commitment, loyalty and

maximum exertion of effort is well maintained.

Nowadays differentiation can be done through d#fér mechanisms to retain and attract
employees and customers respectively. Marchingtah Wilkinson (2002) underlined this, in
the light of the increased emphasis in recent yearpeople as a key source of competitive
advantage; it is not surprising to see corporatéiaiives introduced to buy employee
commitment. But how successful are such campaggrms on what assumptions are thy based: It
seems sensible to take a step back and try to staderthe complexities of motivating people at
work. This is important at three levels. Firsisitimportant for management, who clearly need to
know and understand what motivates people becausféects work performance, recruitment
and retention. Second employees should think thougdt expectations they have of work and
whether they are happy with their lot. Finally, fBiR professionals, issues such as these
influence the design and implementation of rewangctures and systems which they implement
or monitor. Money is certainly a factor that cantivete people at work, but even here things are
not straight forward. Many people are motivateavtok hard regardless of financial reward, and
for some the level of monetary reward is importagimbolically as recognition of worth.
Clearly, there are other benefits from being atknes well as money such as activity, variety,

status, and social contacts.

So, it is better to implement a career developiygiesn that can really motivate employees for
further encouragement, satisfaction, job varietpteptial base and in the mean while

organizational goal achievement.
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2.2.2. Empowerment

Employees can be empowered by their career whenfdte new experiences, control their
work and being competent. It is, as Bloisi (200xplained, a multifaceted and highly personal
motivational force. It can be from within the indlual, from peers or from a manager.

Empowerment aspires to bring about positive seltgmions and task directed behaviours.

Managers encourage empowerment by designing jobpramote self-reliance, providing
challenging goals and meaningful rewards, and Exgonsiderable leadership. Other people
are empowering if they are accepting, provide aehta others to be self motivated performers

and exert the patience to be mentors.

The thing here is, let employees feel confidencéheynselves through the necessary ingredients
to make control of their work and sure the resuitl whange the performance of the
organization. Career development is a life long cpss which takes individual and
organizational commitment and goal for a commoniea&@ment. This can be done by career
planning, career pathing, coaching, motivating, ewsgring and upgrading performances.
Organizations need to give due attention for theeradevelopment of their employees as the
more the staff is strengthened, being qualified godl oriented, the same is true for the
organization to attract, retain, be competitive gedorm highly in the current dynamic market

environment.

Once the mission statement of an organizationdarly stated, it is the eagerness, quality, job
first attitude and knowing what is expected by iné¢ and external bodies that may balance the
long range existence. Employees, internal contoisubf the company should be treated in such
a way that help them for being experienced, qualifiand employable and considered as an
asset. Career development is one of the factorshwiave greater impact on the performance of
employees and the organization. Well implementecearadevelopment system motivates,

satisfies, retains and qualifies employees forcbaetork.

To accomplish this, potential, competency, reaésssent of performance should be done than
mere organizational hierarchy or job grade fulféimh and routine periodical tasks. Experience,

performance appraisal and training plays an impontale in employee promotion but they are
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indicators and parts unless accompanies by coacliegelopment, empowerment, positive
attitude and feeling of belongingness by employieewhich all this can be gained by using
different mechanisms, individual and managemerdrethrough time for high performance of

an organization.

The arrangement and control of activities for beingthe right truck according to a given
purpose is unquestionable for safe existence insopation around. This means everything
needs management to be implemented and followetngy for better results. Management is
the coordination of all resources through the psscef planning, staffing, organizing, leading
and controlling such as human, materials and filmhranes efficiently to meet the intended
purpose. Human resource plays an important rokeloeve greater performance thus selecting,
retaining, developing and making use of them tontfa&imum potential by establishing a career
wise system in the company is helpful for delivgriquality service and manufacturing

marketable product.

Individual and organizational goal should be mes@he point where mutual benefit of the two
directs to high performance and profitability basedthe nature of the business. By virtue of
nature, individuals need to be recognized and dgeel on their work and organizations ought
to get the necessary skill and abilities for begtomes. And this can be done through a system
which considers employees starting from lower/ahikevel in the company to higher ones in the
hierarchy based on plan, coaching, empoweringngivequal opportunity of promotion and
benefits, feedback and visible assessment of gegformance for better career development in

the long run.

Various literature studies were undertaken in tiea @f career development to assist the reader
for understanding the concept. Habitually, caremretbpment has also been called promotion,
change of a job from one organization to another shift of an employee from one position to
another without concrete grounds that should bélléd. Hence, factors in designing and
implementing employee career development are ceretidn a way that the current real practice
of the bank and its process in line with objectaral resulted outcomes. Points to be discussed

are compiled below.
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2.3. Organizational Performance

Organizations have their own purpose i.e. what 8tagd for and a market, social or global role
in the business world, and while doing this, thgureements including legal, societal, cultural,
internal capacity, human resource and others masednto consideration before running the
physical property into reality. Also, these factansst go along with the operational life of the
organization by creating favourable conditions avell installation from the root. Lusthous,
Adrien and Carden (1999) stated that organizatiggeaformance can be measured through
outputs and their effects. It may be technical arethanical aspect base for the organization.
But the major indicators of performance organizatitclude effectiveness, efficiency, relevance
and financial viability inadditon, other variableke employee morale, timeliness of financial
information economic indicators, absenteeism andnber of new funders. Also the
organizational motivation (History, mission, cubur incentives or rewards), external
environment (Administration and legal, social ctdlutechnology), organizational performance
(Effectiveness and efficiency) and organizationspaxity (Strategic leadership, HR, financial

management, organizational process) have impact.

Thus, the performance of an organization is deteechiby its materials, background and future
target, employees and environmental or internatigggants. Human resource, as one part,
should be developed and trained for good performafcom the internal factors employee

development is one contributor and the followinthis discussion on it.
2.3.1. What is Employee Development?

As one of organizational performance indicatoryeéased effort for better achievement
through the accumulation of knowledge, skill andiiemmental adaptability leads to
individual development. Employees should be dewsdopy training, learning and
mentoring inaddition to other requirements likenfiat education, job rotation for not
only benefiting themselves but also for organizaiosuccess in the field where the
operation exists. Formal educational level canheebiasic one for selection but it should
be developed by informal learning and experiencthéwork area in order to gain the
expected results. Lusthous et al. (1999) op.citpremizes that developing human

resource in the organization means improving engaeyperformance by increasing or
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improving their skills, knowledge and attitudes.isTallows the organization to remove
or prevent performance deficiencies, make employea® flexible and adaptable, and
can also increase their commitment to the orgaoizalhe development of HR can take
several forms such as, training for a job, trainiaga role inside the organization, and

training for a career.
2.3.2. Training

Training can help employees to upgrade what’s diyrdaarnt, adapt new skills and

techniques, prepare for assuming new positionsirapdove communication, social and
material usage skills. It may be long term i.e. elepmental (especially given for

managerial level workers) and short term for imraggliactivities and mostly give to

clericals, some professionals and others. It ipstjve for gathering information on

whereabouts of the current skills and accept feddba the- would be improved parts of
an operation. Grugulis (2007) suggest that trairdiag be developmental. It can equip
workers with skills that give them power in the dab market, improve their career
prospects and add considerably to their lifetimeniegs. But none of these results are
inevitable and it would be naive to assume thafalhs of training take us one step
closer to knowledge based economy.

Employees should get the necessary training andl@ewent to cop up with the current
dynamic market situation. This will help both thengany and individuals as they share
skill utilization and application commonly. It i®ha one time action and to be stopped as
enough as the demand for different activities snging frequently. Specially, in service
rendering companies like banks, it is mandatoryupmlate employee’s interms of

Information Communication Technology (ICT), custarhandling and new job areas.

When employees developed and get training on theessary skills, beside the
educational qualification, experience in the wond gersonal attributes, it is a sign of
preparation for assuming different tasks and resipdities and potential test i.e. the path
of their career should be planted. Also career mplag career pathing, coaching,

motivational activities through career developmaaicess should be considered.
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2.3.3. Career Development

Employees and their organization usually have sdiffierent and common interests in doing the
operation of a business. That may be individuaditaklishing a career ground and going up in
the hierarchy of the organization whereas havirtgm@l, qualified and loyal staff members for
better performance is ultimate goal of any compdiys should be managed, starting from the
planning to evaluation and hence, as Adekola (2@hticipated, career management requires
initiative from both organizations as well as indivals in order to provide maximum benefit for
both. Career development is about the developmieatployees that is beneficial to both the

individual and organization, and is a complex pssce

2.4. Participants In The Career Development System

Usually, individuals, organizations and other l&gise and external factor responsible organs
participate in career development of an employeat Bie major ones are individuals
(employees) and organizations are the decision reak® the pros and cons of the situation

directly affect them.
a) Individual Contribution

The development and growth of employees usuallefisnthe company more than the
individual in literal way of saying i.e. what evskill and competency gained by an
employee will be applied for work especially iistby motivated and committed one and
the result ensures the success of the organizatidividually, they upgrade and go up in
the structure for better salary, position, benafitl work variability. Thus both should

participate in the process in that employees antagers or supervisors. (Unpublished)

It is important to give a chance for employeesdoide on their own based on the scope
limit and prepare the career path a head of timthbgnselves. Training, job rotation and

supervisors’ advice may help for this. Andrew (20#g&scribe, to enhance individual
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factors in career management and employee develdpemployees need to engage in
career counseling, attend career workshops andnaesniuse career workbooks, enroll
for e-learning programs, choose job rotation anel fesmal and informal networks to

discuss career interests and explore career ogtiomsgh learning and training. To boost
managerial factors managers need to provide cogchentoring, continuous feedback
on performance and also provide opportunity fomgho They should try to find out the

employee’s career interest and provide them theomppities. Career paths and

succession planning should be communicated to them.

To enhance organizational processes as they #fffectareer management and employee
development organizations need to introduce systdmat are fair and just. Provide
opportunities for growth and development by allogviemployees to engage in special
assignments and provide detail information abouioojunities for career growth and
development. Introduce more horizontal growth aon8l pnrichment, by providing
challenging assignments and a variety of tasksnpl@yees. Organizations need to
create a proactive and developmental culture wintslolves around maintaining and
forging positive friendship and relations among rbems of various levels, job rotation
and enrichment program to develop new skills amth&b career guidance programs.
Opportunities should be created by increasing taber of positions and roles in the
organizations that are not only challenging bub alhere employees can experience

growth and development and leverage their pastresques.

b) Organizational Contribution

Moreover, continuing development programs shouldriemented by organizations as
(Sreedhara, 2011) discussed the employee growthdamelopment activities include

continuing education courses, tuition reimbursemeateer development skills training,
opportunities for promotion and internal careeratbhement, coaching, mentoring, and
leadership development programs. Therefore compaméed to encourage individual
development plans to upgrade and well acquaint graployees by the necessary skills.

If each individual tries most the system alloweddt so, then the performance of the
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whole operation will be high gradually. In 2010,eTimdividual Development Plan (IDP)
Guide put it as individual development plans aitotad and describe objectives and
activities for the employee’s career developmedBd can be a win/win strategy because
they benefit both the employee and the organizatiémployees benefit, because
implementing an IDP helps them enhance their kndgde skills, and experiences.
Improved competencies help them achieve persorthcareer goals both inside of and
external to the organization. The organization bienby developing improved employee
capabilities, work load planning, and resume ne&asnpetent employee performance,
plus the added bonus of improved moral, and petgobasatisfaction can make the

organization more effective.

IDPs work by helping an employee and supervisorifglahings that are important to
them and plan to achieve them. In the IDP are casbgctives, and the knowledge,
skills and abilities needed to achieve these objest as well as, activities that will
provide employees the opportunity to learn and yapple knowledge and skills..
Furthermore, developing individuals may help fosyeéunctionality of human resource
management in the organization by facilitating dieal staff for effective delivery of

service and competitive performance.

There are different ways to penetrate the idea o&r@er path in an organization for
individual development by managers or immediateestipors, as they are the first to
share and look after the work case of each empld@aecer discussion is one way of
open conversation about the work life in the conypamdividual targets and

organizational expectations. (Hirsh, Jackson amttlKR001) devotes on the issue that,
career support is more central to employees thganwations choose to recognize.
Career development has little to do with the foméch get put on the end of the typical
performance management system. Career developnsergbout someone's future

working life. It is a key issue for employees amey are amazed and frustrated that
organizations do not engage in it properly. Prongpgffective career discussions should
be an important part of a wider career developms@ategy. Good discussions improve
people's career plans but are also important ntotisalndividuals were affected by good

and/or bad experiences for many years.
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We need to face the fact that boss-subordinateagggbris not the main arena for career
discussion. Career support is mainly the job of lihe, but this should be the line
management as a community, not just the direct. lBxssses are often in a poor position
to help individuals with their career issues. Indials need to be encouraged to have a
range of informal, confidential discussions witlopke they trust and who have the right
knowledge, skills and information to help them. 3&evill most often be other managers
within the business or their peers. More formaleearinterventions (e.g. formal
mentoring, workshops, counseling) can all be uséfhk providers are chosen with care,
and individuals can be supported over a periodirmoé t(e.g. by including follow-up
meetings after events such as workshops).

The HR function needs to clarify its own role iropiding career support to individuals.

Employees and line managers want an HR functiorchvis both active and credible in

this area. We ought to recognize that people needlkt about their careers as a normal
part of organizational life. Part of the strengftite idea of effective career discussion is
that it makes the link between the abstract conckejotareer development' and something
as tangible and everyday as a conversation. Alkingrpeople need to learn how to do
this well. Employees need to know how to get a gdisdussion as much as managers
need to know how to give one. The skills and atgtifor effective career discussion

need to be part of the mainstream corporate cudtndeincorporated into training.

To accomplish this there should be a human resomaeagement which involves as
strategic unit than traditional personnel sectidiis is because HRM focuses on
development, motivation, training, career, and otoeporate functions by adopting clear
policies and procedures for overall organizatioadlivities that involve HR efforts.

Purcell (2004), cited by (Umsanhal and Ashok, 20@jR)es clear evidence existed
between positive attitudes towards HR policies @ndctices, levels of satisfaction,
motivation and commitment, and operational perforoea Policy and practice

implementation (not the number of HR practices #eldpis the vital ingredient in

linking people management to business performandetas is primarily the task of line

managers.
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An intended purpose of any company can be metchlasiby its strategies towards the
vision and mission accomplishment. HRM, one oftegmally viewed process in an
organization, use HR planning, retaining and deuelp schemes mainly by organizing
all efforts for better outcomes especially serviemdering companies rely on their
employee’s qualification, communication and expe@&as service usually need face to

face interaction.

2.5. Requirements for Career Development

Career development is a process of rooting indadiduork life from the beginning to the
expected higher level. It can be done through itngincoaching, empowerment, promotion,
formal education, using updated system and teclyyolor effective results. There are some

requirements to establish and maintain a careerldpment system in an organization.
2.5.1.Competency

Employees should have the necessary skills, alaitity competency for a given job. This
can be gained through direct experience on workn#éb or informal education and
different backgrounds interms of personal behavemad culture. For a higher position
than the one that is held currently there is nobtldlmow much more effort, qualification,

experience and competency is necessary.

Competency to do a job using maximum knowledgetirae, with quality and quantity,
by performing within the given scope and respotisjpiovercome any challenges and
obligations has a lion share on career developnidr.current global business system
allows expanding competency through various oppdras than old times as the talent
criterion which are needed for selection and praomot(Brown and Hesketh, 2004)
explained that, based on employees talent, compgtematurity, ability, communication
and attraction, the reward of a fast track appoamtinis the preservation and development
of one’s individuality. They are more than a cogtle machine, but someone whose
efforts, skills, and talents could make a diffeea the company. Gone are the days of

the off-the-shelf career package with neat diagramahat can be expected of a fast-
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track trainee at various stages of what can beat@geof a fast track trainee at various
stages of their careeAnalyzing individual working attributes lead orgaations for
great success as it facilitate good selection, gebignment, succession and planning

human resource availability.

2.5.2.0rganizational Structure

It is a ladder for every position in the organiaatifor smooth flow of information and
tasks up and down in the hierarchy. Many orgaronstiuse this as employee career path
as a main requisite or vacant fulfilment. But thias its own negative impact i.e.
neglecting employees’ capacity and individual iegtrjust growing up in the ladder up
doesn’'t mean a person is promoted effectively dredhe can do the job as expected. If
so, other parameters including the performancearorgtional target, nature of business
should be accompanied for best results. Organizatistructure may be tall with more of
downward pressure and low upward interaction darwiéh different work units at limited
departments and improved transfer of work and méiron. (Bender et al, 2008)
described the career development and hierarchyninrganization as, sometimes, the
firm’'s organizational structure and career pathsai@ remarkably stable, even in
turbulent times. But in the other side, the firntd@es top loaded and promotions are

blocked when, in all tiers of the firm’s hierarcaycept for the lowest one, both:

a) More managers are hired from the outside market
b) Fewer managers leave the firm
In general firms are frequently limited in theipe&ity to maintain career paths and other

elements of internal labour markets when their mmment changes.
2.5.3.Learning and Training

Learning is a change of behaviour. In organizati@oatext learning needs to acquire
new knowledge, innovate or create ideas, adoptr@mvient and cop up challenges.
Training is one way of learning and developing Iskibr performance and increasing

productivity. Learning and training may be formalom the job at a continuing basis.
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As International Labour Organizations (2002) diseuas the situation, learning and
training for work in a lifelong learning perspe@iare a means to empower people,
improve the quality and organization of work, ent®rcitizens’ productivity, raise
workers’ incomes, improve enterprise competitivenggomote job security and social
equity and inclusion. Education and trainings aerdfore a central pillar of standardized
work. Human resources and skills are becomingkiéye competitive instrument in
internal markets for goods and services. Worketsngied more knowledge and higher
technical skills inorder to be able to exploit theoductive potential of advanced
technologies, particularly ICTs. They will also deeew behavioral, team work and
social skills to help them adjust and retool rapidhs markets, technology, work
organizational and opportunities change, knowledge particularly skills quickly
become obsolete and have to be renewed on a counsirhasis.

2.5.3.1.0rganizational Policy and Learning

Learning is not limited to individual level. Orgaations can learn and improve
their work conditions for employees and the envinent for clients. Every

organization has rule and regulation to abide bg aocomplish a given task.
These rules are formulated by the concerned, conuaiieéd to employees and
even for stakeholders as the need arise. To prépase governing articles, as HR
is one aspect of an organization and usually facusguided by personnel policy
manuals, procedures and benefits, the users imguthanagers, employees,
board members, legislative organs and others sHhmrilear in mind before laid

down for practicability.

Also, amendment, revision and change of this docuirigeobligatory since the
dynamism in every aspect of work life is becomirggtient. Static views are not
as such attractive and not much helpful for sebectretention, development and
career pathing of employees. If policies are pregdor easy going of individual
and organizational objectives, then both partidshei bounded by, based on their

willingness and gain. (Lecuyer, 2002) comply abthis as, in organizational
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learning if there is great pressure for change ted actors agree to change
conventional standards. (e.g. new work rules asgituted by promoting a
different approach to the user, favouring advicerosupervision in the case of
labour inspectors, or offering specialization fareer facilitation units following
the introduction of self-service facilities, it m longer enough simply to adjust
old rules and make them more precise. They need tamended or changed, and
new ones established. The first step consistsangrzing that the rules must be
changed, rather than managing better with the also Establishing new rules
inevitably sparks conflict. Consequently, what reeed be done is to create
situations prompting individuals and groups to imvesolutions, such as fine-
tuning for which they must be trained and the appate testing carried out, so
that they develop new rules within this situatidgmutual independence. Change
is essential when the actors were aware of thability to solve a problem within
the framework of old rules. They need to invent reves, and this can be done
only by allowing individuals faced with a new sitiga and therefore a different

set of relations to assess these new rules thriiagland error.

Furthermore, it must be ensured, on the one hdmat, these new rules are
assimilated by the different groups with the orgation, which pre supposes that
they have provided a sufficient response to theirements of the actors and the
demands of the situation, and, on the other hdrad,all the actors, and not only
those directly involved, have used these rules gimdimes to have memorize
them. Every activity has its own step and condgiofCompanies follow
procedures for leading employees and managing vgatiedules. Therefore,
policies are baselines for taking action, interagtiwith workers formally,
communicating with different units internally andternally, and for overall

survival of the company’s system.
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2.6. Outcomes of Effective Career Development Practice

Career development is a lifelong activity of leamitraining and developing individuals and
organizational performance as well. If employees mterested, challenged and keep their
personal path based on existing organizationaksysthey will be motivated, loyal, developed

professionally and retained for long.

2.6.1.Career Development for Motivation

Employees can be motivated through benefits, amgdle, variety of jobs, promotion,
growth, compensation and feedbacks from internal anvironmental parties. Well
practiced career development in an organizatiopsi@E motivate employees by growing
them, creating challenged new task in their wdik Igiving opportunity to optimize their
potential, facilitating a way to pass through ie ttareer path, compensating their efforts
by different means and rewarding material or méntay recognition, participation and
being valuable for the job. (Katz, 2004) initiatéet, if organization’s employees believe
their work is challenging, innovative, significaahd exciting, then no demands are so
difficult that they cannot be met. The degree otiwational potential of any specific job,
then, is dramatically influenced by how a persoewsd the job assignment on which
he/she is working at a given point in time, inchglhow tasks, information, reward, and

decision making process are organized, structunddrenaged.

2.6.2.Retention of employees and Reduction of Turnover Ra

Employees have to be retained for long inordertilize the capacity held in their mandate.
Career development is useful for reducing the odtéurnover by increasing individual’s
motivation, growth, meet personal career interest satisfaction level. Organizations may
lose talented, professional and experienced emetoifendividuals’ assumption interms of
career development is not well satisfied. The mammeemployee goes up with the needed
level of competency, benefit and value, then tmeses true for the company as all the fruits

are to be collected for high performance and prafitetherit is directly or indirectly
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achieved. Right Management Guideline confirms thaing economic conditions, the last
thing companies want is to lose their best peophes will, in turn, result in the loss of
intellectual capital, decreased productivity andréased cost of hiring and training. Of
significance is the negative impact on client ielahips and customer service experienced
when key people leave. Researchers found that whesloyees experienced a favourable

climate for career growth it had a significant irapan retention.
2.6.3.Professional Development

Work life has its own ethics, discipline, obligati@nd regulations. And all of them
should be followed strictly by an employee to suevin a given company. The ethics or
discipline in one profession may be different frohe other interms of job position,
nature of the business, risk factors, internal axternal communication systems.
Nevertheless, each individual must accept workrande in every direction towards the
common goal i.e. being competitive and well perfernTo make these real, employees
should be assigned in different positions to a@juirious skills and abilities, in the
mean time developing their career professionalifzofmas, 2009) defined, the sense that
one is working on meaningful tasks, making choiges,forming activities well, and
actually achieving the task purpose gives workefislence that they are developing
professionally. This also, inaddition to intringiotive, lead to innovation i.e. to exercise

their intelligence in choosing new ways of accostghg a purpose.

2.7. Challenges for Career Development

In the current market situation everything haseacbanged based on the global business system
to insure the existence. And no company can beobtite market system. At the same time
challenges are growing for every activity in anagation as environment, people, technology

are altering. Some of them are stated hereunder.

2.7.1.Highly Varied Individual Motives

The more the environment is changing, the samehbeilbn individuals change of interest and

high demand on work variety, compensation, benedaary, office layout and others. Hence,

30



EMPLOYEE CAREER DEVELOPMENT PRACTICE AT NIB

understanding individual interest helps to catemgpthe career path, job assignment, planning
and measuring activities. To fulfill and match th&erest between organizations and employees,
it is better to gather different personal and woelated attributes and then analyze it to job
oriented behaviours (shaping, coaching, and mergprin 2003, Jane (op. cit) indicates that
understanding the motivation of motivation of p@&pplt work means admitting that different
things will have different values to different pémpThis suggests that we need to understand

that those who work with us may not have the saneattion to work as ourselves.

We all have different reasons for going to work avelwant different things from work. Some
of us are looking for totally involving jobs thafffer opportunities for responsibility and
recognition, for example becoming general managetfsers are looking for a little more money
and the freedom to get on with things away fromkwdYe have different attitudes to work.

2.7.2.Company Mergers and Downsizing

Merger of two or more companies becomes common daysg This is because, it helps to
administer, recruit, and handle customers withtikohimanpower and internal capacity. Also,
intellectual aspect to run the business is constleHence, companies need to downsize the
number of their employees and this leads to dismgement of individual career path
expectation. This becomes the unsolved dilemmadopanies to satisfy the need of employees

and the organization at the same time and stayeiwibrant business environment.

2.7.3.High Learning Leads to Easy Resignation

Increasing organizations, professional bodies aedgbvernment are emphasizing the need for
individuals to develop and learn throughout theies so they can cope with the rising speed of
change. The argument is made that the more leatmdgrtaken, the easier it becomes and the
more confident the individual will be in facing neslsanges and moving from the employer to
another now that lifetime employment is rare (Jame, cit). Accordingly, the career path
application in organizations gives a chance to eye#s to get a better learning while doing
variety of tasks through different positions. Bl tonsequence that lead employees to be more

employable by any company lets organizations minineontrol on their staff members.
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Summary

Career development is a long run process by whugbl@yees can be responsible and capable to
be assigned in every position based on their gramdl organizational working system. This
includes assigning, delegating them to differentkéa empowering, coaching, training,
standardizing performance appraisal, following-umo @ocumentation of every achievement of
individuals, communicating information through tsparency and participative way, motivating,
satisfying of employees and others. Organizatiategdacity, objective and external factors

should be considered for effective implementation.

The other point is that main participants in caréewvelopment are individuals and the
organization. The effort made by the two can leadguccess and mutual benefit in the area.
Employee’s perception towards organizational admesnt and their personal development
matters on career development. Individuals shoalgetplan to accomplish own achievement by
conjugating with organizations objective than wagtfor only one side determination. However,
there are challenges to be faced like merger agdisition of companies, high educational level

of employees leading to high expectation, unlimiteed of individuals and more.
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CHAPTER THREE

RESEARCH DESIGN AND METHOD

Research design and method indicates how the tpogetiation is chosen, subjects are selected
and information is accessed. Moreover, proceduwesdllecting, organization and analyzing
data were explained. Explanation on what techniquese held in the process, approaches
applied and ethical considerations taken is constdn a single study, multi-methods may be
combined inorder to compensate the disadvantagenef method to the other, to gain the
confidence by addressing the most important issunes ensure that the data are telling what
already thought they are telling. In this chaptiee research design, instrument of data
collection, population and sampling techniques, hoet of data analysis and ethical

considerations are discussed.

Qualitative research is applied in this researatadise it is more concerned with understanding

why people behave as they do: their knowledgeudts, beliefs, fears, etc.

Qualitative research allows the subjects beingistuth give much ‘richer’ answers
to questions put to them by the researcher, and gnheyvaluable insights which
might have been missed by any other method. Not daés it provide valuable
information to certain research questions in its1aight but there is a strong case
for using it to complement quantitative researchihoes. (Peninsula Research and
Development Unit, Help Sheet, No year of publicalio

3.1. Research Design

Research design is the conceptual structure wittiich research would be conducted.
The function of research design is to provide fog tollection of relevant information
with minimal expenditure of effort, time and mon®escriptive research was applied to
the study for describing the existing situation @nid followed by finding gap with the
standards that are supposed to be implemented.ifdligles surveys and fact-finding
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enquiries of different kinds. The major purposedescriptive research is description of

the state of affairs as it exists at present.

3.2. Population and Sampling Techniques

Sampling helps to minimize bias and address tlgetaropulation easily. The bank has
2121 employees in its 36 city and 19 outlying bleescled by 10 departments at head
office. Here, the sampling technique followed wastgied sampling by first dividing
city and outlying branched and select 14 brancheA.A. as the major operation and
number of staff are accumulated there. Each strdtasnhomogeneity of personnel and
operational activities. Then 6 grade IV and llig&de Il and | city branches, and 10
departments at head office were selected. Stratgmmpling is done by dividing the
population into two or more relevant and significatrata based on one or a number of
attributes. (Saunders et al, 2003). The basicssétecting these branches are higher
grade branches have work load, their location dairad trade centers like Merkato and

experienced employees than the other ones withrhughber of staff.

Interview was conducted with 12 supervisory and di@dlevel management staff
members, which include 3 department managers, @cbramanagers, 2 division heads, 1
deputy department manager, 2 deputy branch mandg#os study was applied to 20

employees before the final questionnaire distrduti

Thus, the more specialized and work hard; employegsect more career path for
development relative to the others. Next to thisn@loyees were selected randomly

from each branch as shown below.

Total population of the bank 2121

Total population of 36 city branches 1050
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Employees having 2 years and above experienceliaitk 840

20% of 840 (Sample size) 168
Minus: 10 Departments (5 employees from each) 50

* 8 or more employees from 14 branches 118

The basis for determining the number of respondevds sample size which was taken
randomly. Then the number of employees from eaahdir was allotted by distribution of the

total sample size. Mostly in one branch there ampesvisory, clerical and non-clerical

employees are assigned. And from these the clednak were selected for questionnaire
response purpose.

3.3. Sources of Data

The data collected were primary data type, by w&ring supervisory personnel and
administering questionnaire to employees in thectet! 14 branches in Addis Ababa.
Selection was made by preferring those who have bexking in the bank at least for
two years. Also secondary data were collected bieweng previous records, manuals,
formats and others which help to gather informabarbank’s practice and other related

points on career development.

3.4. Instruments of Data Collection

The data collection was based on direct sourcdediyng at the sample documents that
are related to the case. Close ended type queatresrwere distributed to employees of
the bank in line with making a detail problem as#&yWhile, at last open ended question

which asks information on general idea on careeeldpment was included.

“At its simplest, a questionnaire is a list of quass used to collect
information. There are two ways in which responddtite people completing
the questionnaire) may answer the questions. Tkeif an interviewer may
read the questions out loud to a respondent whaveassverbally. The
interviewer then writes the answers down. Thissisally known as a structured
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interview. The second is a printed copy of the tjaemaire is given to the
respondent who then fills it in and returns ithe interviewer. This methodf
collecting information is the one that we generathean when we say
‘questionnaire’.” (Coleg Gwent Learning Advisor§12)

Thus to handle large number of respondents, whanaresupervisory personnel, it is
better to use questionnaire for data collectiomtif&smore semi-structured interview was
scheduled with the concerned management bodiesréot dhe study close to real
situation. It is used because it provides much nsoope for discussion and recording of

respondents’ opinions and views (Sahajahan, 2004).

3.5. Procedure of data collection

In the research, there were 168 close ended quesaires distributed to employees of the
bank. Out of these 156 of them (92.8%) returnedk laaxl 12(7.6%) could not be collected.
The analysis was based on 156 clerical employeesstepnnaire response and 12
supervisory personnel members’ interview infornmatiéhe standardized error on the whole

analysis process is 0.05 and the percentage isdeved to the nearest previous decimal.

Interview was scheduled with 12 senior and middieel management bodies which include
3 department managers, 4 branch managers, 2 divigiads, 1 deputy department manager
and 2 deputy branch managers. Whereas, questiesnaare distributed to 50 employees in
10 departments (5 from each) at head office andraach staff members by taking 8 or
more clerical employees randomly from every categ®his helped for aligning the idea of
the beneficiaries (employees) to the higher orgafke whole questionnaire was
administered based on the requirement i.e. empdoyd® served the bank at least for two
years. Pilot study was conducted to 25 employe&wdé¢he final questionnaire distribution

is made.

36



EMPLOYEE CAREER DEVELOPMENT PRACTICE AT NIB

3.6. Method of Data Analysis

“Data analysis consists of three concurrent flofvaativity- data reduction, data display,
and conclusion drawing/verification”. (Savenge dwbinson, No year of publication)
The data analysis was held on searching for reighip that exists among the data
groups using descriptive statistics which includeqéiency table and equivalent
percentage having each description and interpoetatord processing and excel were

used for tabulation and interpretation purpose.

The responses from questionnaires were categoizedeven tables each having their
own topic for assessment. The interpretation wasbéshed on the findings from the
data. Following was discussion on the points anétwhey indicated based on the
answers given by majority of the population usikegrt scale having five options for

each questions.

3.7. Ethical Considerations

The collection of data was done by confirming resjemts that their responses are
confidential. Research ethics refers to the appatgbehavior of research concerning to
the rights of those who become the subject of thekwr are affected by the work (Mark,

Philip and Adrian, 2003). Thus, the anonymity oftggpants has been given due care

and the volunteer participation, as valid and bdiasource, was highly respected.
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CHAPTER FOUR

DATA ANALYSIS AND INTERPRETATION

Respondents were asked different questions aboplogee career development system of the
bank to assess employee’s position and feelingsbgactivity of the system and its effect on the
performance of the Bank. Subsequently, their respamanalyzed and presented by aligning the
response of interview informants with each relajadstions below interpretation of data in the
table. The interview conducted was helpful for elabing the points raised as a management
side view. The questionnaire has divided in to fiwajor categories inaddition to personal data

and general comments on the overall process.

4.1. Characteristics of the Respondents

Respondents were requested for informing about temder, age, educational level and work
experience to gather the necessary data in relédiarareer development as whether they are
male/female dominant, young/adult enough stafflified/under and junior or senior members.

These all characteristics confirm the organizatiengployee career implementation practice

from the base.

a. Questionnaire Respondents

Respondents were selected based on their experiettee bank at least for two years.

The personal background is reviewed in the foll@wmanner.
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Table | — Distribution of Respondents by Gender, Ag, Educational Qualifications and
Work experience

a. Gender Number Percentage
Female 66 42%
Male 90 58%

Total 156 100

b. Age Number Percentage
20-25 years 33 21%
26-30 years 69 44%
31-35 years 27 17%
36-40 years 21 13%
>41 years 1 5%

Total 156 100

c. Educational level Number Percentage
MA/MSc 2 1%
BA/BSc 107 69%
Diploma 47 30%
Below diploma - -

Total 156 100

d. Experience in the bank Number Percentage
3-5 years 10% 67%
6-8 years 37 2%
9-12 years 17 11%
>12 years 2 1%

Total 156 100

a. Gender- As can be seen in the above table, 58% of theorekents were male and the
rest 42% include female employees. Thus, the nurmberale employees is more than
the female ones. But the difference is not in lapgeportion as the bank usually
promotes as an equal opportunity employer. Alsio,detribution of gender on clerical
positions was seen as this help for strengthenotganizations manpower fulfillment
using different skills.

b. Age —The table shows that more employees’ age laysdarrahge between 26-30 years
i.e. 44%. The rest 21% ranges 20-25years, 17% {$te8s), 13% (36-40years) and 5%
ages 41 and more years old. Hence, the majorigngfloyees are between 20-30 years

old indicating young population is high. But to smextent, senior staff members, having

39



EMPLOYEE CAREER DEVELOPMENT PRACTICE AT NIB

d.

b.

more experience and lifelong skill is less. On tileer hand, the need for high career

development, benefit and updated system is morecteg by the younger age group.

Educational level —69% and 30% of the respondents were degree anonipholders
respectively as tabulated. The rest 1% have sedegree. This shows most employees
have expected level of education for the operatibthe bank that is a minimum of

diploma requirement for clerical positions.

Work experience -Based on the respondent’s work experience in th&,baore of the
employees stay (67%), 3-5years, 21% worked 6-8syddri% stayed for 9-12 years and
1% experienced more than 12 years in NIB. Here,sdr@ority, somehow, is blocked
much at 5 years and then upto 8 years. So that emgloyees are retained on average
but long years experience in the bank is almoshtitipated and this also confirms the
gap on loyalty, belongingness and others resuitirand lack of planning a head for ones

career in the bank.

Interview Informants

Interview was scheduled with supervisory personfugl more elaboration and two side

clarification on the case. Supervisory and managerevel personnel are those who have a

decision power based on their scope and intermedibetween subordinated to higher organs in

the bank. This includes department managers, diviand section heads, branch and deputy

managers, inaddition to other assigned employees.
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Table 1l — Background of interviewees

a. Gender Number Percentage
Female 3 25%
Male 9 75%

Total 12 100

b. Educational level Number Percentage
MA/MSc 2 16%
BA/BSc 8 68%
BA + ACCA 2 16%
Diploma - -

Total 12 100

c. Experience in the bank Number Percentage
1-3 years 2 17%
4-6 years 4 33%
7-9 years 4 33%
>10 years 2 17%

Total 12 100

a. Gender - Gender distribution of the informants is 75%28% with huge difference as
the bank has a minimum number of female supervisargl personnel. This put the
bank’s equal opportunity policy under question witeocomes to higher organizational
level as the shown in the data and observed onlyrfehe bank.

b. Educational level - Educational level of informants is at good positas shown in the
above table. Most of them are BA holders and tlse A and ACCA certified ones. In
relation to experience, they have more of 4-9 yedrservice, including below 4 and
above 9 years long in the bank. Thus, qualificasrone career development part, it is
supportive inaddition to long experience.

* Management View

1. How long have you been in the current position?

It is indicated by informant’s response that, mokthe informants have been in the
current position they held for more than 2 yeardsl aome less than it. Thus, the
information gathered becomes more reliable.
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4.2. Data Analysis and Interpretation

The respondents were expected to choose from $yrédagee (SA), Agree (A), Disagree (D),
Strongly Disagree (SD) and Neutral options (or pseales with the same sequence) based on

the given assumptions.

Table Ill — General Opinion on the bank

Item Description SA A D SD N | Total

a The bank’s mission statement is clear for 35 78 20 14 9 156

22% | 50% | 13% | 9% | 6%

b | I am assigned to the position which is paralle 17| 51 48| 27 13| 156

my qualification.

11% | 33% | 31% | 17% | 8%

¢ | I am provided with job descriptiion time 19| 62 49| 22 4| 156

12% | 40% | 31% | 14% | 3%

d | The bank has good image compared to other k 28| &4 28 6 10| 156

18% | 54% | 18% | 4% | 6%

e | | have got training before assuming the cur 35| 48 48| 20 5| 156

position.

22% | 31% | 31% | 13% | 3%

a. Mission statement awareness H this respect, 72% of the respondents agreethiegt
have clear idea about the banks mission stater@fs, didn’'t agree and the other 6%
align their response to neutral. Thus, most of@hmwloyees know the banks reason of
existence and can be abide by the rules to achievegoal of the organization and

individual interest.
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b. Parallel position —From the respondents, 48% are not assigned toagiegn which is
parallel to their qualification. Whereas, 44% adtes the current position relates to their
gualification and 8% remain neutral on the cases pabint here is the bank doesn't still
proportionate employees ground and position théy. gt it is also seen that somehow
there is an effort to utilize employee’s capaciyyassigning to the right working area.

c. Job description —The table shows 52% of the respondents have jotrigésn give to
them. But 45% of employees not provided and 3%rassuneutral. It is clear that job
description helps as guideline for what to do, wikagéxpected, to whom to report and
others. Also an employee can measure herself/hirts@lhat extent she/he is doing in
line with the stated objectives. In consequencenthough more than half of the total
employees are provided with the job description lamgje numbers of staff have no
description yet. The findings show that many emeé&syin the bank do their job without
guideline and copying from others traditionallyhrat than standard instrument.

d. Good image -Most employees i.e. 72% agree on the good imagfeedbank gained than
others. But 21% of them didn’t agree and 6% havelaion on the issue. Hence, the bank
has good image than other banks but somehow ésis than expected. Then after, this
lead employees confidence and dependability om litet declined gradually inaddition to
the loss in the individual’s long career achievetmen

e. Training and position —In the table above it is depicted that 53% of #&spondents get
training before job assignment. Among the rest 448agree on it and 3% stayed neutral.
This clarifies that majority of the employees geining before assuming position and it
is a good practice to start from the scratch irettgyving career path of employees.

* Management view

1. How much is the employee career development peadifcthe bank aligned with the

strategic objective/mission?

From the response given by interviewee, it is imfed that in the mission statement of
the bank “... motivated staff and state of the acht®mlogy” are the bank’s reason of

survival. But in reality the motivation part of elapees is not done as expected. This is
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because of benefits, salary, training, promotiooykwenvironment and other related

problems.

2. Does the bank have written policy regarding thdiaegion of career development? How

it iIs communicated?

There is a personnel policy in the bank. It states promotional and performance
appraisal aspects but the policy is not known ey rijority of employees including

supervisory ones. Usually requesting informatiomellation to personnel matters is done
through memorandum or telephone because of ladkaasparency and it is just the
manual at hand rather than discussion. Even somne@dments are not communicated to

supervisors on time.

3. What do you think in the current new employeesr{ga bankers) treatment in the bank?

It is believed by all that it is good to recruiegh graduates and train them for position
assignment. But, the problem is for instance a ekedrolder trainee banker who is
recruited newly gets higher position than the éxiststaff who has the same
qualification. This influences the willingness ansor staff to train (mostly on the job

training is given) new ones as they are experiehecgdot assigned to the right position.

Moreover, follow-up on the training of new recruits not well done, usually by the
concerned and sometimes they may not get the aggd of operation for the on job
training scheme. Then after, they are assigne@mmanent positions with lottery system
but with some evaluation grounds. Hence, this &sfactor that, the resignation of junior
staff is high and the bank is also becoming trgraanter for other organizations as they
catch the attention of skilled manpower by usingjttte more benefit and retaining

mechanisms.
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Table IV—- Career Development System in the Bank

Discussion points are presented in the followinginea for creating interrelationship between

the results.

*Very likely (VL), Likely (1), Unlikely (UN), Very Unlikely(VU), Neutral(N)

Ite

m Description *VL L UN | VU N | Total

a | | clearly know the promotion policy of the ba 12| 38 43| 42 21| 156
8% | 24% | 28% | 27% | 13%

b | There is a training schedule applied periodic 12| 49 59| 24 12| 156
8% | 31% | 38% | 15% | 8%

¢ | Job performance is the ror criteria for promotiol 20| 37 49| 42 8| 156

13% | 24% | 31% | 27% | S%

d | Sufficient promotional benefits are held in the k 10| 37 59| 31 19| 156

6% | 24% | 38% | 20% | 12%

€ | The criterion for employees testingappropriat. 12| 42 50| 27 25| 156

8% | 27% | 32% | 17% | 16%

f | Employees can get promotion information ea 13 34 68 30 11| 156

8% | 22% | 44% | 19% | 7%

g | Internal mployees compete for an over posit 12 39 63 27 15| 156
before external vacancy.

8% | 25% | 40% | 17% | 10%

h | Employee track records are kep the concerne 16 541 40 21 25| 156
well.

10% | 35% | 26% | 13% | 16%
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a. Promotion policy —In relation to the promotion policy 55% have nodadm it. The other
32% know about the policy and 13% remain neutralick is an instrument (rule and
regulations to be arise) to be abide by and wotk wi Every policy in the organization
should be communicated to employee’s inorder teelgelated. Promotion is one way of
career advancement and every procedures, pre-iteguasid post requirements should be

clear for better implementation.

b. Periodic training — As shown in the table 53% of the respondents Welibere is no
training schedule held periodically. Out of theatd®®9% believed it to be likely on time
schedule and 8% neutral. Training is importantdpdating, giving knowhow on new
systems and refreshing existing skills. It shoul diven periodically based on the

allotted time frame in the plan.

c. Performance Vs promotion —According to the response in the table above, 58%e
employees accept performance is not likely theegatfor promotion. Whereas 37%
assumes performance is the major ground for pramotind 5% remain neutral.
Employee job performance should be assessed anduredafor better achievement.
Employees will have a chance to be more develogesgd on their good performance
and corrected to the direct way in case of poofoperance for self development and

organizational outcome.

d. Benefit Vs promotion —With this regard, 58% of the respondents believe unlikely to
get sufficient expected benefits compared to obfaks in relation to promotion. The
rest 30% confirm there are promotional benefits 4@#% responds neutral. Promotion
usually leads to a better position, salary and rothenefits inadddition to the
responsibilities. Thus, the benefit and extra improents should go with the promotion
an employee acquires on the job. More encouragenagmt enthusiastic work
performance can be gained while empowerment of @yepk for career achievement at
the same time held, if promotion is enclosed by theemsary benefit schemes. As the

majority does not accept sufficient benefits, thiicates currently the bank fails tio so.
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e. Criterion for employee testing —At this point, 49% of the respondents assumes the
criteria is unlikely to be liable for employee iegt But 35% believe on it and 16%
admits as neutral for the point. Hence, the majasftemployees are not welcomed by
the banks testing mechanisms for advancement. g lead question on the trust
between employees and concerned management aamntefmints are not set to measure

the skill and knowledge necessary to the job.

f. Promotional information — It is shown in the table that, 63% of the respotsieannot
get promotional information easily. On the othenda30% believe it is likely to get
information easily and 7% wait neutral. This indésa majority of employees have no
access for career information by the bank sidethadcommunication system is not as
such transparent. Hence, employees cannot prepamseélves with the necessary

gualification and the bank will not rely on its fftiay being ready for replacement.

g. Internal Vs external vacancy —In line with this, 57% of the respondents replgatth
internal employees chance of competition for bgttesition before external vacancy is
unlikely held in the current system of the bank.aMas, 33% respond it is done for
internal’s first and 10% answer is neutral. Intérm@anpower should be exhaustively
assessed before posts are out for external vaemapt new blood injection demand is
necessary. The bank uses internal and externahewncsystem inappropriately as the
majority believes competition for an over positioefore it is posted externally is less
likely to happen. As a result the bank will facdraxcosts for recruitment and training.
Moreover, existing employees will be discouragedtlesr expectation for promotion

becomes doubtful.

h. Employee track records —Accordingly, 45% of the respondents believe thapleyee
track records are kept by the concerned well. B@b Besitate that it is unlikely and 16%

reply neutral. As overall ratio, 54% are not s&fby the banks employee document
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recording mechanisms. So that, decisions on trgimeed, educational achievement,
promotion and others may be done without concretdeace. It is critical for employees
to get every career opportunity in the bank ancatgxdirecords are the major grounds for

easy way of processing personnel matters.

* Management View

1. What are the basics for employee promotion in tarkB Are they fair? If not their

effects on overall performance before and aftedémentation.

The response justifies that educational qualiferatijob grade, work experience and
performance appraisal results are requirementshén pgolicy. But in practice it is
friendship, kinship, and other lobbying mechanisresapplied to get promotion. It is not
potential wide and job grade is the first factofobe considering all the others. Hence,
weather the employee has high qualification or erpee if the job grade is not
approximate to (only one grade difference) the mapasted, the chance for competing
and conducting interview will be limited. And sonme¢s it is visible that many
employees assigned to different positions withcungetition and examination while

others still perform well but not allowed to gebprotion.

On the contrary, some interviewees respond thatetly the bank faces excess
manpower interms of educational qualification amel dpen positions are limited. Unless
the management restructures the current persopstelns or branch expansion consumes
the existing demand (before recruiting externdts}, chance of promotion is less and it

becomes the major reason for employees to resign.

The other spot here is that, usually employees gdiahe chance for promotion didn’t

assume their position during the period statedhédersonnel policy of the bank that is
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maximum two weeks to stay in the previous place.rédweer, benefits related to
promotion for example salary increment will notdieen if an employee promotes after
the second quarter. This hinders the real benefnaployee should get in the given year.
Inaddition to others, some informants reply waitlisfy process for promoted employees
is not fair as it needs 6 months and an employealdiwait for it but in the mean time,

other vacancies will be missed if it is not perfedras per the schedule.

2. How much effort is done to inform employees on &lailability of future vacant posts

earlier? Internal versus external vacancy appbc&ti

It is replied by most informants that there is mbormation of future vacant. When
considering recruitment system of the bank sometimé&ernal and external vacancies
may be posted at the same time before exhaustasessment of manpower is taking
place. Eventhough, in some areas external appéicamployment is mandatory, the
current practice discourage the ones who have tgp@ed necessary grounds for the

position internally.

Additionally, recruitment of new employees havimgd qualification than internal’s is
done because of the minimum requirement. This higldmoralize professionals and

seniors as it can be seen from the rate of turnioemigration of skilled manpower.

3. How is manpower planning implementation in youra#ment/division/branch?

Most of the respondents claim that, they usuallysthdf strength report monthly and
manpower requirement plan annually. But their ngexderally do not fulfilled as per the
request as the HR department is extremely cergdaliwith domineering effect on

assignment of employees.
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Mostly, supervisors have no idea about their subatds ground, qualification,
experience for training need, delegation and ottetated purposes. This kind of
information is gained informally from employees rthauthenticated information from
HRD. Sometimes an employee may be transferred wuiitthe@ consent and prior notice of
the manager, who may plan to delegate that persaeruhis supervision for some
purpose i.e. communication on personnel matterseadly with a gap and lack of

transparency.

4. Do you think the HRD and administration departmapply updated systems and

information technology oriented work processes? ¥Why

At this point most of the informants believe thia¢ tturrent working method of HRD is
somehow backward relatively to others as everythmgextremely centralized and
confidential, some procedures are theoretical bupractical, manual processing is more
done than updated ones and the knowhow of HR peetom operation is not enough for

training, assignment, recruitment, promotion antido&ommunication.

The above factors influence, the supervisors datisiaking power on their subordinates
as they have no clear information on them and @slieexcept limited meetings.
Sometimes supervisors recommend subordinates fiberbgosition as they are front
liners to the operation and customers but the respérom HRD is not welcoming. Also
on the other hand they suggest poor performersettdined or transfer to other areas
where they are capable of but still the acceptatimited and considered more personal

than job oriented.
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Table V — Employees Perception towards Career Devaggment

Employee’s insight towards career development m@aah the bank was assed and tabulated

hereunder.

* Highly supported (HS), Supported (S), Low suppb8)( No support (NS), No Answer (NA)

Ite

m Description *HS| S LS | NS | NA | Total

a. My supervisor recognizes job related eff. 19| 29 62| 36 10| 156
12% | 19% | 40% | 23% | 6%

b. | I have given a reward for my job achievem 11| 17 42| b5| 31| 156
7% | 11% | 27% | 35% | 20%

C. | clearly know the objective of the be 39| 40 53| 17 7| 156
25% | 26%| 34% 11% 4%

d. | There is equal promotional opportunity in the t 13| 12 36| 70 25| 156

8v| 8% | 23% | 45% | 16%

e. | The training system of the bank helps employet 28| 30 48| 33 17| 156

upgrade their skill.
18% | 19% | 31% | 21% | 11%
f. | have given a training opportunitt least twice ¢ 14 15 34 77 16| 156
year.
9% | 10% | 22% | 49% | 10%
g. | My personal expectations are met in the b 17 17| 46 56 20| 156
11% | 11%| 29% 36% 13%
h. |Job pe_rformance discussion is encouraged b 17 25 55| 44 15| 156
supervisor.
11% | 16% | 35% | 28% | 10%
i. In my opinion, personal job related achievem 23 25 34 52 22| 156

are documented well by the bank.

15% | 16% | 22% | 33% | 14%
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a. Recognition by supervisors -This can be seen in the table as 63% of the regmsd
didn’t get recognition from their supervisors. B81% supports the idea of the
recognition and the rest 6% opts neutral. It &aclthat the majority of employees have
no chance of recognition by the concerned. Theltresthis leads to dissatisfaction and

lack of credit to what is done by the employeefimure reference in the career.

b. Reward —1t is indicated in the table that 62% of the resgents didn’t get a reward for
their job achievements. Whereas, 18% have got arteand 20% remains neutral for the
issue. Thus, almost 82% of employees had no chaincmvard to support their efforts.
This affects the way of doing assigned tasks byimzing the necessary effort and

increasing discouragement.

c. Objective awareness -In this response, 51% of the respondents are olghr the
bank’s objective. The remaining 45% employees dosapport the objective as being
clear to them and 4% stayed neutral. Every emplsheeld have known the objective to
attain the necessary requirements and target adistmgnt. The majorities have the
direction but equivalent number of employees dagshave the expected knowledge on
the bank’s objective. Employees can reconcile tbaieer objective with the bank if the

awareness is created on time.

d. Equal promotional opportunity for all — In this regard, 68% of employees do not
support the existence of equal promotional oppdrtfor all employees. The other 16%
convinced on the equal opportunity and the rest I&%tral on it. Large number of
employees has no equal chance for promotion. Big dne of the key elements for
development by giving more respo9nsibility and sdp an employee to gain the

necessary knowledge and skill.

e. Training system - As shown in the table 52% of the respondents dosnpport the
existing training system’s helpfulness. But 37%nkhit's helpful and 11% abstains
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neutral. Training should be given based on demandréitful result and continuous
assessment on it is mandatory by participating eygds on the how to area of
implementation. From the data gathered, the bamm&ising means is not acceptable by

the greater part of employees.

f. Training twice a year — The response for this point by 71% of the respotslenthat
they didn’t have a chance to get training at ldaste a year. Although, 19% of the
employees are given, and 10% remains neutral omssiue. Hence, the majority of the
employees do not get training in a year even flo clerical employees. Bank as a
service rendering company, should have work muchtraming especially for non-
supervisory personnel because of their direct @vntacustomers. And also, employee’s
confidence on the job will increase through timehié expected skill is gained from

training.

g. Personal expectation versus the bank 4n the table, 65% of the respondents not
support the idea that their personal expectatiomsreet in the bank. Where, 22% met the
expectation and 13% waits as neutral. The majdliin’t align their expectation to the
bank so that this leads to the belongingness, ithaliyy career interest and job satisfaction

level under question.

h. Performance discussion -As depicted in the table, 63% of employees do reit g
encouragement on job performance discussion. Onother hand 27% support the
existence of supervisors’ encouragement and 10%raiewDiscussion on the job,
between supervisors and subordinates is highly at&gde for problem solving,
upgradation and better work environment. As mospleyees in the bank do not
encouragement to job performance discussion withir tisupervisors, there are

information and communication barriers on the flofwvork.
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i. Job achievement recording —The point here is 55% of the respondents do ngbatip
the opinion that well documentation of employeed) pchievement by the bank. The
remaining 31% believed and 14% assumes neutralorBemn job achievements are
helpful for employee’s upward movement in the orgatonal hierarchy and easy
categorization of manpower for the company. Bueh#re majority of employees have

no trust on it.

* Management View

1. How do you perceive poor performers variation withh ones in the appraisal process?

Their impacts on individual performance.

Concerning this the informants agreed on the ctriapraisal format's lack of
objectivity or it is not job oriented. But otherctars including motivation, background,
capability, training, position assignment differeachave influence on poor versus high

performers.

2. How do you perceive training application in the lbarnterms of relevancy, periodic,

need assessment and follow-up.

According to informant’s idea, there is a trainidiyision. Training is held to some
coverage. But the points including relevancy, timeds, plan and follow-up, need
assessment are not concrete enough. Also thereoigeal communication from
subordinates and supervisors to training divisiBometimes training is done on year
endings (Closing period) for budget accomplishmastially the same topics are chosen
for the purpose than new ideas or repetitive patteiheld. Mostly, training is given for
new employees but not for supervisory personnelvibas development) and seniors as
this create the gap of refreshing existing skitl a@irect person is not assigned to training

rather those around may have a chance for training.
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Table VI — Employee Career Development Grounds

The following points tabulated and detailed showpomdents reply to career development

objectives.

* Very Important (VI), Important (1), Less Importaitl), Not Important(NI), No Answer(NA)

'r;e Description svi| 1 | L | Nl | NA | Tota
a. Employees have confidence on working with 53| 19 ar| 24 13| 156
bank.
35% | 12% | 30%| 15% 8%
b. | Employees are motivated to do assigned t 51| 21 47| 28 9| 156
33% | 13% | 30% | 18% | 6%
c. | The current position | assumed meets 34| 20 39| 50 13| 156
capacity/potential.
22% | 13% | 25% | 32% | 8%
d. | I have less interest to resign from the b 27| 28 38| 32| 31| 156
17% | 18% | 24% | 21% | 20%
e. | The organizationédadder of promotio is clear for 21| 29 37| 50 19| 156
me.
13% | 19% | 24% | 32% | 12%
f. | expect a goochance of promotion in the futu 43 13 37| 47 16| 156
28% | 8% | 24% | 30% | 10%
g. | There is equal promotional opportunity for male 40 17 36 38 25| 156
female employees.
26% | 11%| 23% 24% 16%
h. | My edu_calonal achieveme is considered fo 36 28 32| 47 13| 156
promotion.
23% | 18% | 21% | 30% | 8%
i. The promotion system of the bank is transpa 19 21 36 57 23| 156
12% | 13% | 23% | 37% | 15%
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a. Confidence on work - As shown in the table, 47% of the respondents agre¢he
importance of employees’ confidence to work witle thank. Whereas, 45% have no
confidence and 8% stays neutral on the matter. ,Heman be said that, the more the
employees have confidence to work with the compamg, higher will be motivation,
retention of staff, personal growth, and qualitynairk. Currently, there is still a gap on
this issue as the data shows that half of the Isaekiployees have less confidence on
working with the company.

b. Motivated to do assigned tasks The data in the table shows 48% of employees are no
motivated to do assigned tasks. But 46% are metivand 6% not clear at the point.
There is an even proportion of employee’s opiniorthis regard. But, despite the fact
that motivation is a backbone for every job assignirand career achievement, the bank
has not yet fulfill this gap from the table indiedt

c. Position and capacity —On this subject, 57% of the respondents do not aiigpe
current positions assignment with regard to theteptial. But, 35% agreed and 8% keep
on neutral. Employees’ capacity/potential shouldthe basic in addition to others, for
assigning in different positions as they can exeetr maximum effort and in the mean
time qualify what is expected from them by the bankl individual experience. Large
number of employees is not assigned to the positieny are capable of in the current

arrangement of the bank.

d. Less resignation interest -As shown in the data 45% of employees have intdrest
resign from the bank, whereas 35% have less irttened 20% not decided as they
classify themselves to neutral. Turnover is thestvehortcoming in the performance and
existence of an organization. The rate of turnaeseals the personnel handling of a
company towards organizational and individual ies¢iconfiguration. Almost more than
half of the respondents need to resign or undendiia to stay. It is not a good indicator

for service rendering company to lose manpowera@sibe professional ones.
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e. Ladder of promotion — At this point, 56% of the respondents have no cidaa on
promotional ladder whereas 32% do have and 12%aleart it. Employees should know
upto what level of organizational ladder (positidthy can achieve to plan and make
effort for their career. But, the majority of empées have less clear idea on promotional

steps and accomplishment.

f. Expected promotion —As shown in the above table 54% of respondentaadexpect
promotional chance in future. Conversely, 36% ekpad 10% remain neutral. Positive
expectations particularly promotion has its owreefffon employee’s motivation and rate
of turnover in a company. The findings show thatNIB the large portion of employees

does not have future chance of promotion they gaee based on the findings.

g. Male/female promotional opportunity — In this regard, 47% of the respondents do not
support the existence of equal promotional oppdarguor female and male employees.
Though, 37% believe and 16% stays neutral. An egppbrtunity offer in a company is
mandatory in the current dynamic market. Alsosibhe way of retaining employees for
long if there is fair distribution of benefits aadvancement opportunities. Based on the
biography data of respondents, the bank offers tggsortunity (mostly for higher

positions) for promotional treatment of female eoyples.

h. Educational achievement for promotion —In reply to this, 51% convinced that their
educational achievement is not considered for ptmmoWhereas, 41% believed it is
considered and 8% neutral on the request. Eduedtiqualification is one of the
criterions for progress and benefits inadditiorotbers. The more qualified personnel a
company held, the higher will be its strength t@ agp different internal and external
challenges. The bank has not yet give due congiderdor employees educational

achievement as it can be seen from the majoriéigsanse in the table.
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i. Transparency of promotion —With regard to this, 60% of the respondents’ hvelethat
the promotion system of thbank is not transparent. The rest 25% assumes fkere
transparency and 15% chosen neutral. Transpareheyanagement’'s decision initiate
employee’s trust and willingness to be abide bgswdnd instructionfom the concerned.
Promotion is sensitive to employees if there isaimndlecision going on it. The results

show that, as 60% not support, the bank has lessgarency and information flow.

* Management View

1. How does the existing formal organizational struetinelp career development of

employees?

From the informants, it is said that, hierarchigaliere is enough system for operational
flow except the difficulties in general service anfbrmation technology area. But for
personnel handling the structure should be chatmméte current market expectation and
be competitive with other banks in the industry.c®ese it lacks accountability,
responsibility and even to whom to report (claimjtpf personnel matters. It is mostly

downward flow and assignment with some block of oamication.

2. How is employee coaching/empowerment/delegatioficgin in the bank?

Most of them respond that under their discretibieytare trying to help employees by
directing and delegating is applied. But when ocdesnhg the bank’s system it is
somehow not encouraged in particular branch a@asxample, the password and other
accesses given to supervisors and deputy managerdiféerent. So it is risky and
prohibited to transfer this kind of activities tal®rdinates. Thus, there has to be an
improved system to enhance and allow concerned tmnssme extent, to delegate and

coach as much as possible by rooting trust anduatability.
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3.

Is there a succession plan in the bank? How ippti@d? It's effect on organizational

performance.

For this question, most informants reply that almtbgere is no succession plan in
practice. But currently there are some trials tal@dsh on a regular basis. The problem
faced because of this is that if one employee getnption to other branch, resign or
leave for long by different reasons, the only chogupervisors have is burdening
colleagues and themselves (this also creates wifis on service) until another

employee is assigned after long requests. Evempribioted employee may stay more
than one or two months, after a letter is distelli.e. contrary to the personnel policy of

the bank which states weeks shall be enough.

How well is done equal opportunity for female ana@lenemployees for promotion?

Supervisory level proportion of female employees.

Concerning this, most of them assures that in adégpositions female employees are
proportional but at supervisory level there is ofgly. This is because of the bank’s side
that old culture following and belief in they aretmisk takers, can be easily manipulated

by externals (to be cheated), measuring the gehdarthe potential inside and others.

In the females side, mostly they are not ready atesnto shoulder new practices,
endeavor for upgrading self qualification is lessme prefer to be supported for being
female than self-reliance, frequent absenteeisatively) without good reason and
others. Even if the stated points from both sidesraasons for less number of female
supervisors, it is the bank’s obligation as an pizmtion to proportionate, train,
empower, believe in qualification (potential) theackward thoughts is this issue as

others in the industry currently apply and keejrtsigength in reality.
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Table VII — Career Development Practice and its eficts on Performance

* Highly Accepted (HA), Accepted (A), Less Acceptan(LA), Not Accepted (NA), Neutral (N)

'r;e Description *HA| A | LA | NA | N | Total
a. | The performancappraisasystem of the bank 19| 18 46| 58 15| 156
bias free.
12% | 12%| 29% 379 109
b. | The overall performance of the bank is at g 9 22 63| 44 18 156
position when compared to others in the industry.
6% | 14% | 40% | 28% | 12%
C. There is a reward for good performai 12 12 45 66 21 156
8% | 8% | 29% | 42% | 13%
d. The promotion system of the bank helps for bgob 20 14 52 54 16 156
performance.
13% | 9% | 33% | 35% | 10%
e. Information on new systems disseminate on time 16 20 53 50 17 156
employees.
10% | 13% | 34% | 32% | 11%
f. In my opinion, the bank’s quality of service 16 32 52 47 8 156
increasing.
10% | 21% | 34% | 30% | 5%
g. In my understanding, leave of absence is reed by 19 22 39 45 31 156
at least one employee in a day.
12% | 14% | 25% | 29% | 20%
h. | The criteria used to measure performance 16 28 50| 43 19| 156
equally relevant to the tasks | am actually engaged
10% | 18% | 32% | 28% | 12%
i. | have planned to stay lo in the bank 6 10 44 64 32 156
4% | 6% | 28% | 41% | 21%

The relation between employee career developmeaitipe and overall performance

summarized in the above table and discussed below.
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a. Bias free performance appraisal -As shown in the table, 66% of the respondents do
not accept the existence of bias free performappeagsal in the bank. The remaining
24% accept and 10% responds neutral. If performappeaisal is done without bias, an
employee can learn from it and improve her/himéadfthe future. But, in NIB, large
number of participants believes that is done witis bh.e. the value lies on it is becoming

immaterial.

b. Overall performance of the bank —From the data analysis results it can be shown tha
68% of employees believe the overall performancéefbank is not at good position.
But the rest 20% says it's in a good position a2% assumes neutral on the case. As the
majority didn’t support the point, the overall pmrhance of the bank is not at the
expected level. This may indicate there is a gagmployee’s side or management or
else any concerned part. Also, this can influesroployee’s career development, where
the major cause for performance declining usua#iated to employee’s lack of

standardized customer handling and operationaloitgpa

c. Reward for performance —In response to this, 71% confirms that there igeward
practice for good performance. But 16% claim thexea reward and 13% position
themselves at neutral. Reward is one of the meshrenwhich can encourage employees
for better performance. Thus, the current rewardiygfem of the bank is not fair (even

not exist as such i.e. only 10% agree) as the o@m#gms the case.

d. Promotion for better performance —From all, 68% of the respondents assume that the
promotion system of the bank doesn’t help for gtexrformance. While, 21% agree on
it and 10% seems neutral. As the majority of empésydo not accept, the promotion
doesn’t help for improved performance in the bahlad it been a fair promotion
structure, transparent and capacity wide, the sugpobetter performance will be high
as employees feel recognized, expect more develupara belongingness when they

get a chance for promotion.
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e. Information flow — 66% out of the total respondents, as shown indhket assures that
information doesn’t flow on time to employees. Ba@B8% accepts and 10% remain
neutral. The majority didn’'t accept easy informataissemination in the bank. So that
there is a communication barrier and timely fee&hbacabsent. Information is blood in
the current business weather it is from internaddernal source. Employees can prepare
or update themselves if they clearly know whatxiseeted from them while empowering

themselves for better.

f. Quality of service —As can be seen from the table, 64% of respondemsver the
banks quality of service is not increasing, 31%eptas growing and 5% restrained
neutral. Hence, the bank’s service quality is daeéatj as indicated by the majority. As a
service rendering company, this affects all empdsydirectly or otherwise as the overall

existence and profitability lies on it.

g. Leave of absence frequency #n this regard, 54% respond that frequency in leaive
absence is not high, 24% suggest there is highngdziem and 20% split to neutral for
the point. Frequent absenteeism indicates luck atfvation on job because of different

reasons. But here in NIB, it is still at good pmsitas confirmed by the majority.

h. Relevance of appraisal criteria —The relevancy of criterion on performance apprassal
not accepted by 6% of the participants from theadatthe table. But, 28 says it is
relevant to the task they are assigned and 12%imensutral. Performance appraisal
should measure the real job with results seen pediorming. This enables employees to

identify their strength and weakness easily fof sglpowerment.

i. Plan to stay long —As can be seen from the table, 68% of the respdsdave no plan
to stay long in the bank, 10% have plan to contiané 21% remarks neutral. Thus, us
the majority of employees believe that they haveolam longer to stay long i.e. turnover
will be high from time to time. It is an indicat@f employee dissatisfaction and the

company’s treatment of employees.
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* Management View

1. How well is the deposit mobilization of the bank®etall organizational performance.

The informants specify that till last budget yeamias somehow smooth (2011/12).
Currently, there is an increase from the same geridast year but at a decreasing rate of
progress than previous years is shown. As the numibbanks specially long pioneer
ones in the countries market is low may be the lxiitlkhave a chance to gain profit.
However, inaddition to external factors, the baskaicing deposit problems that can have

major influence on the functionality and employetention.

2. How do you perceive the rate of employee turnowvethie bank? Possible cause and

solutions inrelation to organizational and indivadlperformance.

Informants all agreed that, it is high. The reasoeisind are salary, benefits, promotion,
work environment, training problems and newly réexdiemployees’ (young) instability
are stated. Inaddition, the newly opened banksadttemployees through different

mechanisms and lobbies.

Furthermore, it is highly influential that, proféssal, educationally qualified and senior
staff members are resigning because of promotipradlems. Through time, and in fact
currently one of the reasons for overall perforngadeclining phase, it will be impossible
to retain those employees who are seniors, fe@nlgelgness and loyalty to the bank.
Moreover, the succession plan scheme can alsofbetead as there is no replacer for

higher positions and the bank is usually postincanaies externally in fear of this.
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Table VIII — Participants in Career Development Implementation

The next table has issues on participants in ca®ezlopment implementation in the bank and it

is enclosed by detail explanation.

* Highly Expected (HE), Expected (E), Below Expec{B&), Not Expected (NE), Neutral (N)

No. Description HE E BE | NE N | Total

a. Employees are well aware of organizational 19| 20 62| 39 16| 156
ladder.

12% | 13%| 40% | 25%| 10%

b. | Mostly decisions are made through discus: 14| 19 40| 64 19| 156

9% | 12% | 26% | 41% | 12%

C. Employees’ comments are well acceptec 17 21 49| b4 15| 156
supervisors.

11% | 13% | 31% | 35% | 10%

d. | Employees can compete to positions they 15| 24 59| 42 16| 156
capable.

10% | 15% | 38% | 27% | 10%

e Promotional process is done committee 20| 22 41| 38| 35| 156

13% | 14% | 26% | 24% | 22%

f. | have trust on the concerned promotion deci 11 22 39 50| 34| 156
makers.

7% | 14% | 25% | 32% | 22%

g. | | have an interest to be delegated by my super 35 31| 46 26 18| 156
on certain task.

22% | 20%| 29% 179 12%

h. The work environment of the bank is attractive 17 24 41 56 18 156
employees.

11% | 15% | 26% | 36% | 12%

i There is a labor union in the ba 13 9 9 91 34 156

8% | 6% | 6% | 58% | 22%
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. Organizational hierarchy -65% of the respondents are not well aware of thekba
organizational hierarchy. Whereas 25% are awarel®dd not clear on that. Organizational
hierarchy determines the flow of work operationadlgd promotional steps for personnel
purpose. Employees should expect the hierarchyottowf for their development and
organizational job fulfillment. But, in NIB, it sees large number of employees do not know
organizational job hierarchy.

. Decision discussion -As detailed in the table, 67% of employees not ekplecision to be
made through discussion. But 21% expect and 12%s stautral. Participative way of doing
things enhance belongingness and willingness skduolgl of responsibilities in the mean time,
increasing confidence and accepting decisions ipgekitwill be developed. Here, although
NIB doesn’t follow discussion wide decision trends it is indicated by majority of the

respondents.

. Acceptance of employees commentAs shown in the table, 65% of the respondents do no
expect the acceptance of their comment by the coade Whereas, 24% of employees
feedback is accepted and 10% remains neutral. Hecan be said that, majority of the
employees believe that their comment is not apatediby supervisors, implying that mostly
downward communication is held than upward. Thill discourage employees from taking
part in every activity and expect less coachingnfritieir immediate as only instructions are
downward direction.

. Capability for competition — It is pointed out that, 65% of the respondents db expect
competing for promotion based on their capabilByt 25% believe capability is the ground
for promotion and 10% assumes neutral. Potentadaidity is the basic measurement weather
employee can assume a position or not in the caaghr But in NIB, it is not considered as the
majority responded.

. Promotion by committee —As shown in the table, 5% of employees do not aghee
promotional process is done by committee. But 28%uies committee decision is applied for

promotion, and 22% stays neutral. The issue inrdgard is, in NIB, employees have no clear
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understanding on what’s going on if promotion decis, in actual terms, are not made by
committee and transparency is less, there is nbtdhat, employees career will be affected

one way or another as they have no informationcamimunication on the matter.

Trust on promotion decision makers -In this regard, 57% of the respondents have no trus
concerned promotion decision makers. Whereas, 249 trust and 22% left neutral on the
case. Trust between management and employees [kay ®le to facilitate easy interaction
and common understanding on job and personnel reatteNIB, it is rare to expect, trust on
the concerned personnel decision makers, as cladmypédue majority.

. Delegation interest —-From the given data 46% of respondents do not éxgpelegation by
their supervisor but 42% have interest to be dédeand 12% not clear with that. Delegation
of authority and responsibility helps for employee&mpowerment and future readiness for
higher positions. But currently there is an interiesthe employees (subordinate) side to be
delegated. However, in actual practice, it is reosach expected from supervisor’'s eventhough

some are implementing it.

. Attractive work environment — In line with this, 62% of the respondents assurheswork
environment is not attractive for employees whe&#% reply there is good environment and
12% remain neutral. Work environment should beaative for employees to be safe and
perform tasks with clear mind. As large proportafremployees claim it is not welcome for
employees for fruitful results.

Labour union — For this item, 64% of the respondents do not exflextexistence of labour
union. While the 14% believes there is a union 22%h remain neutral. This shows there is no
labour union as indicated by majority. But it iscaessary to determine employee’s career

related issues like promotion, benefits, safetyarel and the likes based on other factors.
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* Management View

1. Do you consider employee comment (feedback) onopeed related matters and

decisions?

For this question, most of them reply that undeirtecope they try to discuss on some
matters with their subordinates. But as the ovemahployees comment (feedback)
particularly in HRD & Administration is not as sueleceptable. For example, there is a
rate comment line in the performance appraisal &rfome employees write positive or
negative aspects faced by them. The responsiblenofgy this is the supervisor and
HRD. But there is no clue even weather it is agskss not as less improvement is seen

in practice.

Other operational ideas are somehow accepted bycoheerned like if there is a
computer system failure and material requests @@ personnel oriented feedbacks.

To summarize, it is suggested by informants thatlthnk should improve its working system,
personnel handling, information dissemination merm, benefits and rewards, performance
appraisal application, training schedules to retmployees and increase overall performance.
Also should keep up its strong sides and currdtiaiives for change and be competitive in the
industry inspite of the external factors influen&®y using deep assessment, restructuring,
modernization of HRD through updated way of doingbsj and transparent policy
implementation the bank’s mission can be accomgtiséind its employees will be well treated

as others in the same line of business.
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CHAPTER FIVE
SUMMARY, CONCLUSIONS AND RECOMMENDATIONS

This chapter presents summary of findings, conchssiand recommendations. The summary is
drawn from the findings in the information assesg@dnclusions are done based on the idea
shown in findings and recommendations are drawrcdynterchecking all processes in the

research with practicable points.

Career development has its own contribution for ttevelopment of individual and
organizational performance. Banks are service mamglerganizations and their effort is high on
customer satisfaction and manpower skill. Thereftre quality of their personnel, the system
implemented on the operation and usage of techgaletermines the existence alongside the
external factors. Also these confirms whether therstandardize career development system
applied or not as qualification, capacity, commatian system, record and information flow

using updated tools help for better achievementeasy doing of tasks.

5.1. Summary of Findings

In this research, effects of employee career dewedmt practice on performance at NIB is
assessed through questionnaire and interview irgtiom gathering ways by aligning what is
observed. From the findings in the data collected analyzed, the following points are

summarized.

To start with the awareness of mission statemenstramployees have awareness as it is the
ground for all activities. Inrelation to job assimgent, employees are not appointed to the position
parallel to the qualification they held as this taet on productivity and career path. Despite this,
most of them have not yet provided with job dedwmipi.e. an instrument for performing tasks

but the training given for them, before assignim@asitions is a good practice to be followed.

Next to this, the career development system remangs of the bank are assessed. The ground

for every rule to be abided is policy. Most emplegyehave no clear information about the
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promotion policy that regulates them and transparem promotion is blocked somehow. The
testing points for employee promotional competitgwa not well accepted by most inaddition to
the minimum benefits to be gained because of prmmodob performance is theoretically one of
the criterions for promotion but in actual practiceis not- including external employment
without search for internal ones but having compie¢enployees, who lose the chance, is regular

in the current process.

When considering employees perception, towardsctreer development application in the
bank, supervisor’'s recognition, reward for achiegata and equal opportunity of promotion is
uncommon. The training scheme is not as such He#pfd employees are not clear with the
objective. Discussion on performance is not enageaadocumentation of achievements is not

well guaranteed and these lead to the variatiowdst personal expectation and actual practice.

Furthermore, most employees have less interesayol@eng in the bank and the rate of turnover

is high as informants in the interview confirmedheTorganizational hierarchy, as one factor for
career path in the company, has its own shadeat&known by most employees and expects less
chance of promotion especially for higher positigagpervisory) female employees are out of
the shot as the number of currently enrolled supery females are not more than fingers at one
hand. Besides, performance appraisal is applidablee bank but the criterions are vague and
some are not job related including subordinatesdfaek (comment) not welcomed by

supervisors and HRD and administration department.

Finally, the trust between subordinates, supersismd management has a gap with the lack of
clear information communication between them ors@enel matters. Also, there is no labor
union to support employees for their unfair decisi@nd even the majority of the employees
believe the bank’s quality of service is declinifgnally, the bank has some good practices but
on the other hand gaps on information, communinaticansparency, trust, participation are
major problems for employee’s career developmenpléementation in future success of

individual and the company.
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5.2. Conclusions

Points discussed in the summary are the basicsdioclusions. In the research, major things
described and issues which have high effect oropegnce inrelation to career development
practice are concluded. Also, responses for th& lvasearch questions raised at the beginning
are incorporated.

The patrticipants in career development are emptowgeel the organization they work for. The
common understanding and support between them eetdretter achievement for the planned
activities. When considering the current practitéhe bank, major indications are blinking and
some root activities are implementing. Policy, rinag scheme, recruitment exercises are
grounded. But, most of the time theory and impletaigon varies because of communication

hindrances.

The consequences from the above are shown as daheermain core performances are missing.
Employees are resigning from the bank with incregsate as observed in the study process, the
profitability and meeting targeted budget is sonvehidifference based on the response from
supervisory personnel. If employee’s career devekg system is sound, the beneficiaries will
be both the company and individuals recruited th&herefore, from the results, the existing
handling of employees career path, manpower plgnrgaccession plan, coaching, promotion
and empowerment of staff is not deep rooted.

As well, there is a huge gap between the paper svand actual practices like preparation of
policy, objective to meet, committee assembling cpdures, performance appraisal and
promotion processes. This leads to the malfunctadn processes (existing system) as
accountability, responsibility and participative magement are under question. The current
dynamic environment needs change, quality and patestaff members for service rendering
companies. Banks, as a financial institution, sttiouse updated system for customer and

personnel handling inaddition to other factors whgovern from external stakeholders.
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5.3. Limitation of the Study

This study has limitation on the following areas.

- Much focus on internal factors than external emmnent in the subject matter.
- Some related documents or information were confideto open.
- The time constraint was also there in additionhe tlisadvantages of questionnaire and

interview.

5.4. Recommendations

Recommendations are done by considering the caonkisobserved factors and real situation in
the bank for practicability. Existing market, cony's economy and regulations, capacity of the
organization, the demand from employees, livingtcoend others determine the way an
institution perform and change its system for betehievement. Employees should be
participants based on their job area by commumgathem through memos, questionnaire
assessments, making transparent decisions anavfafjoon real implementation of procedures.
If the bank establishes better structure by comsigethe current business market, gathering
information on other bank’s working system and gsemployee’s feedback as one indicator,

there will be improvement on communication betwparticipants in the career development.

Moreover, employees are assets for an organiz&afiogy have to be selected, trained, evaluated
and promoted with equal chance for better achiemésnand retain them for long. The major
factors here are motivation, information acces&grggngness, empowerment, trust, satisfaction
and the likes. The bank should facilitate employeeser path, succession plan, encouragement,
rewards, training, benefits, coaching and be chérigen traditional thinking to modern one.
This enables them to attain qualified employee$ecafe delivery of service, loyal and
responsible staff to meet the objective set byditganization. In NIB, there are some positive
actions with regard to career development but gifflculties are happening which control the
overall profitability. So the bank should keep pusitive actions up and try to improve problems

related to career development.
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- Inaddition, employee career development should d @nd parcel of organizational
strategy and the bank shall establish clear praesdwrganizational hierarchy, vacancy
process, training and performance appraisal schehaes letting it to be routine and

isolated way of doing HR activity.

- The bank’'s HRD and Administration department shopldy strategic role than
traditional personnel work by integrating with ogigonal units through rotational on the

job training, visit and learning from others.

- Also employees as asset of an organization, motentain should be given to

competitive benefits based on the bank’s capacitiyathers in the industry.

- On top of that, the management should give equpbrpnity for employees as this
highly encourages professional and competent ones.

- Also, check whether employees are motivated, sadisperforming as expected or not
by observing realities like frequent absenteeisatk |of replacer, occupied by less
experienced staff.

- Finally, communicate policy makers and employeeangtlevel based on the need and at
least gather once/twice in a year for actual inftion and communication

establishments.
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R

St. Mary’s University College
School of Graduate Studies

(Interview questions for management and supervisorpersonnel)

What is your educational background?

How long have you been working for the bank?

How long have you been in the current position?

How much is the employee career development peadaifcthe bank aligns with the
strategic objective/mission?

Does the bank have written policy regarding thdiegfion of career development? How
it is communicated?

What do you think in the current new employeedr{g@ bankers) treatment in the bank?

7. What are the basics for employee promotion in #r&B Are they fair?

8. How much effort is done to inform employees on &iailability of future vacant posts

9.

earlier? Internal versus external vacancy appbecati

How is manpower planning implementation in youratément/division/branch?

10.Do you think the HRD and administration departmepply updated systems and

information technology oriented work processes? ¥hy

11.How do you perceive poor performers variation vhtfjh ones in the appraisal process?

12.How do you observe training application in the Bankterms of relevancy, periodic,

need assessment and follow-up.

13.How does the existing formal organizational struetinelp career development of

employees?

14.How is employee coaching/empowerment/delegatioticgijon in the bank?

15.1s there a succession plan in the bank? How igglied?

16.How well is done equal opportunity for female analenemployees for promotion?

17.How well is the deposit mobilization of the bank?

18. How do you perceive the rate of employee turnowehé bank? Possible cause and solutions.

19. Do you consider employee comment (feedback) oroped related matters and decisions?
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St. Mary’s University College
School of Graduate Studies

(Questionnaire for clerical personnel)

Dear Respondents,

The purpose of these questions is to present &stheacerning effect of career development

practices on performance in NIB as partial fulfint of Master of Business Administration.

The report is intended to assess the career deweluppractice and its effect on performance
and make recommendations based on findings in @odsuggest possible solution for the case

as well as creating favorable environment for work.

Therefore, kindly cooperate to the success of gmessment by giving information on the
attached questionnaire. You can use the back $ittesopaper in case of space inadequacy. The
information given by you will be kept as confidehti

Instructions: 1.There is no need of writing your name.

2. Please complete the following tables by plaantick mark ¢') in the appropriate
block.

3. You can use the back side of the page for iaddit points.
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_ - Strongly : Strongly

No. | Part 1- General opinion aTes Agree | Disagree cim s Neutral
1 The bank’s mission statement is clear for me.
2 | am assigned to the position which is

parallel to my qualification.
3 | am provided with job description on time.
4 The bank has good image compared to

other banks.
5 | have got training before assuming the

current position.

Very . . Very

Part 2- Career development system likely Likely | Unlikely e Neutral
6 | clearly know the promotion policy of the bank.
7 There is a training schedule applied

periodically.
8 Job performance is the major criteria for promotion.
9 Sufficient promotional benefits are held in

the bank.
10 | The criterion for employees testing is

appropriate.
11 | Employees can get promotion information easily.
12 | Employees compete for an over position

before external vacancy.
13 | Employee track records are kept by the

concerned well.

Highly Not
. Suppo Low

Part 3- Employees per ception supgorte rted | Support supgorte No answer
14 | My supervisor recognizes job related efforts
15 | I have given a reward for my job

achievements
16 | I clearly know the objective of the bank
17 | There is equal promotional opportunity in
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the bank
18 | The training system of the bank helps
employees to upgrade their skill.
198 | I have given a training opportunity at least
twice a year.
20 | My personal expectations are met in the bank.
21 | Job performance discussion is encouraged
by my supervisor.
22 | Inmy opinion, personal job related achievements
are documented well by the bank.
Part 4-C devel t objecti Very | import | | 5 Not No A
ar areer development objectives important ant Fﬁ a important 0 ANSWET
23 | Employees have confidence on working
with the bank.
24 | | am motivated to do assigned tasks.
25 | The current position | assumed meets my
capacity/potential.
26 | | have less interest to resign from the bank.
27 | The organizational ladder of promotion is
clear for me.
28 | I expect a good chance of promotion in the
future.
29 | There is equal promotional opportunity for
male and female employees.
30 | My educational achievement is considered
for promotion.
31 | The promotion system of the bank is
transparent.
] Highly Accepte Less Not No
Part 5- Career practice and performance accepted 4 Accepted | Accepted | response
32 | The performancappraisasystem of the
bank is bias free.
33 | The overall performance of the bank it
good position when compared to others in the
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industry

34 | There is a reward for good performai

35 | The promotion system of the bank helps
better job performance.

36 | Information on nevsystems disseminate
time for employees.

37 | In my opinion, the bank’s quality of service
increasing.

38 | In my understanding, leave of absenc
requested by at least one employee in a day.

39 | The criteria used to measure performance
are equally relevant to the tasks | am
actually engaged in.

40 | | have planned to stay long in the bz

Highly Expecte | Below Not

expected d Expected | expected Neutral

Part 6- Participantsin career development

41 | Employees are well aware ofganizationa
job ladder.

42 | Mostly decisions are made through discussion.

43 | Employees’ comments are well acceptec
supervisors.

44 | Employees can compete to positions t
are capable.

45 | Promotional process is done by commi

46 | | have trust on the concerned promot
decision makers.

47 | | have an interest to be delegated by
supervisor on certain task.

48 | The work environment of the bank
attractive for employees.

49 | There is a labor union in thenk.

. Other comments, suggestions and recommendatitimearareer development practice of the bank (if
any).
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