
CAREER DEVELOPMENT /\'.\ID EMPLOYEEPERFOR1\1ANCE TN UGANDA 

A CASE OF UGA~DA NATlONAL RURl<:AU OF STA.i~DARDS 

BY KYOMUGTSHA CAROLINE 

REG. NO: 16/U/13324/GMBA/PE 

A RESEARC H DISSEHTATION SUBMITTED TO KY AMBOGO UNIVERSITY 

GRADUATE. SCHOOL JN PARTIAL FULFfLLMENT OF THE REQUil~EMENTS 

FOR THE AWARD OF A MASTER'S DEGRKE OF BUSINESS 

ADMINISTRATION OF KY AMBOGO UNfVERSITY 

DECEMBE.R, 2018 



Decla ra tion 

I Kyomugisha Caroline. hereby declare that this dis. ertation on ··Career Development and 

Employee Per formance in Uganda·· is 111} own work and that it has not been submitted anywhere 

for academic award. Sources of in formation used here have been according!) acknowledged 

Kyo mu gisha Carolin e 

. ~ 01-1~ ~c 2-.Dtf 1gncd ......... ....... ... . . . . .. . . . . ..... .. ..... ... ............ .. ... .. Date . ................. . . . ... .. .. ... . . .. .... . 

ii 



Approval 

This dissertation on .. Career Development and Employee Perfo rmance in Uganda ··has been put 

forward with our approval as the Kyambogo Un iversity superv isor. 

Dr. Regis Zombcirc (Ph.D.) (Principa l Supervisor) 

Signature. ~. Q@ ......... .. ........ .... ......... .. ....... ... ... .. Date. gJ.\.~.\~~-~ ........ . ... .. 

Dr .. Jaco b L. Oy ugi (Pb.D.) (Seco nd Supervisor ) 

.. -.
1 
....••••• • ••. . •. . .• .Datc ... gj. J. .~. 1 .~.~··· · ······· 

iii 



Dedication 
Thi work is dedicated to my beloved parents, Mr. John and Mrs. Prossy uwagaba. It is also 

dedicated to brothers Chris, Gi lbert. Osbert and my Sister Catherine. It' s again ded icated to In) 

I lusband Joe and my angelic ch ildren Ethan, Elijah and Esther. 

iv 



Acknowledgements 

My foremost appreciation goes to our Almighty God for enabling and guiding me through my 
academic life. I am grateful to the University of Kyambogo for admitting me to this MB/\ 
program. My vote of thanks goes to Dr Regis Zombcire·and Dr Jacob L. Oyugi who guided me 
as I crafted this paper. their ideas and timely remarks gave me thrust to pu rify and bring out quality 
work. 

I wish to extend my sincere appreciation to Uganda ational Bureau of Standards management 
for allowing me to carry out my research in the institution. and the senior team and staff for being 
kind with thei r informat ion. 

Special thanks go to my Pastors Wangali Bibiana , Kahumba Abigai l and Magara 13cncdicto 
whose spiritual guidance. encouragement and prayers helped me through tough times. Also, I 
sincerely thank Sharon ankunda. Robert Kalyowa, Lil ian Kobcra and Emmanuel Luzige whose 
blessed hands and treat gave me courage to carry on with the study. 

My deepest thanks to my family for their pat ience and love when f have been studying. Their 
understanding has been of great value ro me. 

Lastly. I thank the Almighty God without His divine favor and this study wouldn·c have been a 
' success. 

v 



Table of Contents 

Declaration ................... ............................... ................................................................................... ii 

Approval ...................... ................................ ................................................................................. iii 

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

Acknowledgements ..... .. ............................ ................................................................. .................... v 

Table of Contents ....................................... .................................................................................. vi 

List of Figures ............................................................................................................................... ix 

List of Tables ........................................................................ ......................................................... x 

List of Abb reviations .... .......................... ..................................................................................... xi 

Abstract ..... ......... .. ... .............................. ....................................................................................... xii 

CHAP'f ER ONE ........ ....................... .............................. .......................................................... .... I 

INTRODUCT rON ......................................................................................................................... I 

1.0 Introduction .......... ............. ................ .. .. .. .. .. .. ........ .... ......... ... .... .................... ..... ............ .... .. I 

l. I Backgroundto the study .. .......... .. ............................. .............. ................................................... I 

1.1. l Historical Background .... .................... ......................... .. .. ................................ ....... ...... ......... I 

I. I .2 Theoretical Background ................................................................. .. ... ........ ........................... 3 

1.1.3 Conceptual Background ..................................................... .. .... ..... .. ....................................... 4 

1.1.3 Contextual background ........ ...... ........ .. ...... ................. ...... ................................ ........ ............. 5 

1.2 Statement of the Problem ...................................................................................... ...... ......... 6 

1.3 General Objectives .' .............................. .................... ........................ ...................... ....... ... .... 7 

1.4 The specific objectives ....... .. .. ...... ............................. .. ............................................... .......... 7 

1.5 Research Questions ..... .......... ... .. ..... ........ ....... ...... .... ... ... ..... ..... .............. .. ........... .. ............... 7 

1.6 Conceptual framework ........... ...... ........................ .......................................... .. ...... .. ........... 7 

1.6 Scope of the study ............................................................................................. ............... .. . 9 

1.6.1 Geographical scope ...... ... .................. ......... ................ .. ........ .. ... ............................................. 9 

1.6.3 Time Scope .... .. ....................... ......... .. ............ ......... ..... ... ................... ...... .... ............ .............. 9 

1.7 Significance of the Study .............................. ... ................... .... ............................. .. ............. 9 

1.8 Operation definitions ........................................................................................................ I 0 

CHAPTER TWO ..... ... .. .................................................. .... ... .................. ............... .................... 11 

L JTEl.lATUH.E VIEW ..... ................ .................. ........ ..... ....................................... ............ ..... .... 11 

2. 1 Introduction ...... ...................................................................................... .................. .. .... .... 11 

vi 



2.2 Theoretica l Vie,v ............ ............. ............ ...................... ......................... ..................... ....... 11 

2.3 Conceptua l Review to the Study .... ..... ................ ............. ............................ .... .... .............. 13 

2.3.1 Job Training and Employee Performance ........... .......... ....................................................... 14 

2.3.2 Career mentoring and employee performance .................... ............... .. ..... .... .. ............... ...... 19 

2.3 .3 Job Orientation and employee perfonnance ................... .............. ....................................... 21 

2.4 Einp loyee Perfonn ance ............................... .......... ....... ..... ....... ...... ................ ......... ........ .. 23 

2.5 The summary of literature review ...................................................................................... 25 

CHAPTER TlIREE ........................................................................... .......................... ............. .. 26 

RESEARCH M.ETHODOI,OGY ............................................ .................................................. 26 

3. 1 Introduction ...... ......................... ....... ............... .. .......... ...................................................... . 26 

3.2 Research design ......... .. ... ..... .. ......... ......... .. .......... .......................................... ..... ........ ........... 26 

3.3 Study area ............. ... .............. ...... .. .................................................................... ..... .... .... .... 26 

3.4 Target Population ..... ... .. ...................... ... ......... .......................................... ......... ......... ....... 27 

3.5 Sample Size and Selection .............. ......... ............ ........ ... .. ............ ............. ........................ 27 

3.6 Satnpling techniques ................ .... ............................... ... .................................................... 28 

3.7 Data col lection Methods ................. .................. ..... ...... .. ... .................. .. .......... ..................... 28 

3.7. I Questionnaire Method ................ ..... .............................. .. ............... ...................................... 28 

3.7.2 Intervie'v Method .... ....................................................... .... .. ........ ....... ................................. 28 

3.8 Data Collection Instruments ................................ ......... ..................................................... 29 

3.8.1 Self-Administered Questionnaire ..................... ........... ... ...................................................... 29 

3.8.2 Jntervie\¥ guide ............. ............... ................. .......... .... ........................................ .. .......... 29 

3.9 Data Validity and Reliability ... ..... ....................... .............. ... .... ... ................................ ...... 30 

3.9.1 Validity ............................................... ..... ................... .......................................................... 30 

3.9.2 Reliability ............................ ... ................. ....... .. ...................................... .... ............... .. ......... 30 

3.10 Research procedure ............................................................. ......... .................................. 31 

3.11 Data Analysis ..................................................................................... ............... ............ 32 

3.11.1 Analysis of quantitative data ................ ............. .. ............................................................... 32 

3. 11 .2 Analysis of qualitative data ..... .................................. .. .. ....................... ..... ... ...................... 32 

3.12 Limitations of the Study ........................................................................................ ......... 33 

C~PTER FOUl{ ....................................... ................................... ..... ..... .................. .. ............ ... 34 

PRESENTATION, ANALYSIS AND INTERPRETATION OF RESULTS ...................... .. 34 

4. 1 Introduction ....... ... .................... ........................... ......... ............ ...... .. ..................... .... ........ . 34 

vii 



4.2 Response rate ...... ....... ... ........ .. ........ ... ... ..... .. ........................... ............ .............................. . 34 

4.3 Demograph ic Data of the Respondents .............. .... ....... .. ... .... .. ....... ............. ...... ....... ... ...... 34 

4.4.0 E1npirical results ... .... ... .. ................... .... ...... .......... .... ...... ..... ... .. ....... .. ....... ..... ...................... 36 

4.4. l Job training and employee performance. ···············-····························· ··· ············· ················ 36 

4.4.2 Career Mentoring and Employee Performance ........... ...... ... ........... ... .. .......... ............ .......... 40 

4.4.2.1 Regression analysis resu lts on the contribution of career mentoring employee ............... 41 

Perfonnance .. ............ ... ...... ............. ............. ....... ................. ......... ..... ... ........ .... .. ............... ........... 41 

4.4.3 Job Orientation and Employee Performance ........... ...... .......... ........................ ...... .............. 43 

Perfonnance .................. .... .... ................... ..... ......... ....... .. ..... .. .. .. .......... ..... .............. ........... ........... 44 

4.4.4 Findings on Employee Pcrfonn ance .................... .......... ............ .......... .. ... ........................... 46 

CHAPTEI~ FIVE ...... .. ......... ... ..... ..... ............. ................ .... ............. ............................................. 50 

DISCUSSION, SUMMARY, CONCLUSfON AND RECOMMENDATIO NS .... .......... .... .. 50 

5. I Introduction ........ ....................... ... ............................ ........... ..... ...... .. .... .... ... ...... .... ............. 50 

5.2 Discussions of Major Findings of the Study ......... ...................... . .......................... .......... ... .... 50 

5.2. 1 Job Training and Employee Performance ..... ...... ............ .... .... ............................................. 50 

5.2.2 Career Mentoring and Employee Performance ...... ... ........................................... ...... .... ...... 50 

5.3 Summary of Major Find ings .................. ...................... .......... ........... ..... ..... ..... ........... ....... 51 

5.3 .1. Job training and employee performance ................ ... ............. .... .... .... ... ... .. .. .... ............... ... . 51 

5.4 Conclusions ........................................................... .......................................... .......... ........ 52 

5.4.2 Career Mentoring and Employee Performance ..... ....... .. .......................... ................. ........ .. . 52 

5.4.3 Job Orientation and Employee Performance ..... ... .................... ........... .......... ............ .......... 52 

5.5 Recom1n endation ....................................................... ... .......... ..... ..... ......... ..... ..... ..... ......... 52 

5.5.3 Job Orientation and Employee Perfonnance ............... .. ........... .... .... ...... ... ....... ....... ... ......... 53 

5.6 Areas for Further S'tudy ... .... ............................ .... .................. .......... ....... ....... ............... ..... 54 

R EFERENCES .... ..... ... ... .... ............. ............ .................. ..... ........... .............................................. 55 

APPENDJCES .... ................................. ............................................... ... ....................... ............... 60 

Appendix 1QUESTIONNAIRES .. ....... .... .................... ........................... .... ................ ............ .. 60 

Appendix CJ: INTERVIEW GUIDE ......... ........ ........ ........ ................ .... ..... .................... ............ 64 

viii 



List of Figures 

figure I: The Contribution of career development on employee performance Independent Source: 

Shaheen (2013) and modified by the researcher. .......... ... ..................... ..... ... ..... ......... ...... ... ... ........ 8 

ix 



List of Tables 

Table 1: Target population and sample size distribution .... ...... .... ...... ...... .. .. .. ....... ... ... .. ... .. ....... .. . 27 

Table 2: Reliabili ry analysis results ... .. ... ....... ......... .............. .................................................... .... 31 

Table 3: Response Rate Table ... ........... ...... .. ... ..... ... .. .. ...... .... ...... ... ..... .......... ...... ........ ..... ........ .... . 34 

Table 4: Findings on Demographic Data of the Respondents ... ..... ............ .... .................. .. ... ... .... 35 

Table 5: Descriptive findings on job training and employee performance .. ............... .................. 37 

Table 6: Model summary results on job training and employee performance ............................. 38 

Table 7: ANOV A results on job training and employee performance ... ............................ .... ...... 39 

Table 8: Coeffi cient results on job train ing and Employee Performance .. .... ........ .......... .. .......... . 39 

Table 9: Descriptive findings on career mentoring and employee perfo rmance .... ... .... .. ...... .. ..... 40 

Table I 0: Model summary results on career mentoring and employee performance .... ......... ...... 41 

Table 11: A 10VA results on career mentoring and employee per formance .... ........................... 42 

Table 12: Coefficient resu lts on career mentoring and employee performance ..... .. ........ ... ......... 42 

Table 13: Descriptive Findings on job Orientation and Employee Perfonnance .... ......... ... ......... 43 

Table 14: Model summary resu lts on job orientation and employee performance ........ ............... 44 

Table 15: A OVA Results on Job Orientation and Employee Perfonnance ................ ......... .... .. 45 

Table 16: Coefficient results on job orientation and employee perfo rmance ........ .............. .. .. .... . 45 

Table 17: Descriptive findings on employee perfonnance ..... ..... .............. ..... ........... ................ .. . 46 

I 
Table 18: Model summary' results on career development and employee performance .. .. ... ..... ... 47 

Table 19: ANOVA results on Career development and Employee Performance .... ............ ..... .... 48 

Table 20: Coeffic ient results on career development and employee performance .. ....... ............. . 49 

x 



C.V.I 

l !RM 

MB/\ 

MT. 

SM/\RT : 

SPSS 

UNBS 

ucc 

List of A bbreviations 

Content Validity Index 

l luman Resource Management 

Master"s in Business Administration 

Mobile Telecommunication ctwork 

Specific Measurable i\nainable Relevant and Time-bound 

, tatistical Package for Social Science 

Uganda ational Bureau of Standards 

Uganda communicati on Commission 

xi 



Abstract 

The study intended to determine the contribution of career development and Employee 

performance at Uganda National Bureau o f Standards (U BS). The specific objectives of thi s 

study included to detcnni,ne the job training contributes employee performance in UNn. : to 

exam inc how car.·ccr men toring contributes to employee performance in U BS and to estab lish 

the contribution o f job orientation and employee performance in U BS. 

In thi s stud y, a case research design was used and both quali tative and qualitative approaches were 

adopted. Data was co llected using questionnaires and interviews. from a sample of I 03 

respondents where a response rate of 81 respondents was realized and considered for data analysis. 

The study findings revealed chat job training significantly contributes on employee performance 

in thi s organization. The findings also revealed that career mentoring significantly contributes on 

employee performance in thi s organization. It was also revealed that job orientation significantl y 

contributes on employee per fo rmance in this organization. However, the three selected 

dimensions of career development moderately contributes on employee performance. It means 

that the explanatory power of this model is moderately pos itive s ince a un it change in job training. 

career mentoring and job orientation can increase on the performance of employees. 

Basing on the first object ive, this study recommends that this organ ization may make ~mp loyce 

dc,clnprnenl a priorit:. This is a common inten icw questi on and al-;n make<; sure thn1 

r~rrormancc aprraisals are con<;i~tc·n1. This stud~ fu rther recommends that thi -.. orga ni zation ma~ 

crea te llC\\ i!ppronchc<; to communicati on. Introduce nc'' " a) s 10 commun icate throughout the 

nrgani z::it ion. From the last objective. thi s study recommends that during the employee induction 

process, the trainer may use a lot of visuals. and try to avo id text based trai ni ng. This is because 

human beings are much more likely to remember the images rather than text. 
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CHAPTE R ON E 

INTl{ODUCTION 
1.0 Introduction 
The kc) component of any organization is its employees (Lockwood. 2007), it was therefore 

imperative to carry out this study LO establish the contribution of career development on employee 

performance in Uganda and 'ational Bureau of tandards (UN13S) was used as a case study. This 

chapter was represented by the background to the study, problem statement. purpose of the study. 

General objectives. research questions and hypothesis that guided the study. scope of the study, 

significance and the operational definitions of the terms. 

1.1 Background to the s tudy 
The background to the study was built on the historical perspective of the problem to this study. 

the theories that have been developed. the conceptual background of the key concepts and the 

contextual background which shaded more light on current situation in regards to the problem of 

the study. 

l. 1.1 Historica l Background 
The recent decades witnessed drastic changes in every organizationa l life: therefore. almost all 

human institutions have modified the process of thei r production of value. service del ivery, and 

upgraded the sk ills of their human resources as we ll as undergoing widespread restructuring. Most 

organizations arc fully aware of the importance of employee performance, increasing employee 

performance or to find out the ways through which high level of employee's performance can be 

achieved is becoming one of the decisive factors for any organ izati on (Brewster. 2007). 

Global ly, the period of industrialization in the Western World was first marked by the development 

of large business companies with in countries. Companies and corporations assumed responsibility 

for all aspects of the development, production and distribution process, hierarchically organized 
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and offered the possibility for stable and well-defined career paths within the organizations 

themselves (Raoul, 2008). It is important not to ignore the prevailing evidence on growth or 
I 

knowledge in the business corporate world in the last decade. This growth has not only been 

brought about by improvements in technology or a combination or factors of prod uction but 

increased efforts towards development of organizational human resources (Barsoux. 2002). 

I lowever. comparative research that includes the UK complement was undertaken by Maurice ct 

al. ( 1982). Louart (2003) for instance drawing on research funded by the European Commission 

shows that in contrast with the German approach (importance of sector-level regulation and high 

degree or investment and ·self-di scipl ine' at the level of the firm) and the French one(importancc 

of provision by the State, weak investment by the firms), in the UK, development and train ing is 

very much a matter to be dealt with by the indi vid ual himself, through gaining a diversified 

experience through his/he!··working life. Jt is in th is country that experience (however acquired) is 

valued as a training and deve lopment tool rather than formal qualifications acq uired in relation 

with internal requirements (as in Germany) or externally (as in France). 

Similarly, Irene and Dr. fl a;rel (2016) studied the effects of career development on employee 

performance in the public sector in Kenya and revealed that career development o ften used to close 

the gap between current performances and expected futu re performance. Many employees in the 

public sector have trained but they have remained stagnant with little evidence of career 

advancement. The work performance of public sector workers in Kenya has been a major concern 

to the Kenyan government. civil society. development partners and t~e people of Kenya. The 

prevai ling situation at the work place has been one of low work performance and poor service 

delivery. The poor work performance has led to the decline in service delivery and timelincs in 
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the public sector.' Therefore, this study will contribute in minimizing this gap in the literature and 

thereby establish the basis to understanding of some aspects of career development and employee 

performance in particular at lJ BS in Uganda. 

1.1.2 Theoretical Background 
1 his study was guided by expectancy theory. as the study was to determine the contribution of 

areer development on employee performance. The ex pectancy theory was developed in J 964. by 

Victor 11. Vroom th rough his study of the motivations behind decision making. Vroom's theory is 

based on the belief that employee effort leads to performance and performance leads to rewards 

Vroom. 1964).Expectancy theory proposes an individual behaves or acts in a certain way because 

they are motivated to select a specific behavior over other behaviors due to what they are expected 

and the result of that selected behavior should be (Oliver, l 974). Expectancy theory is about the 

mental processes regard ing choice, or choosing. It explai ns the processes that an individual 

undergoes to make choices. The expectancy theory underlies the concept or cm ployee performance 

~it is believed that employees ' ill perform to the ir best if they arc innuenced by the expectations 

onccrning futu re events for example career development. 

The theory explains that an organization can implement a training program as a motive to improve 

the performance of its employees inform or productivity. improved service delivery, qual ity or 

\\Ork delivered by such employees. Essentially, the expectancy theory argues that the strength of 

a tendency to act in a certain way depends on the strength of the expectation that the act will be 

fo llowed by a given outco,nc and on the attractiveness of that outcome to the individual (Robbins. 
' 

i 989). Therefore1 in relation to this study, it was believed that career development th rough trai ning 

f employees cou ld work as a motivation factor that cou ld enable employees to improve on thei r 
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performance and the researcher thought that improved career development in an organization as 

per thus theory, would mark improved employee performance. 

1.1.3 Conceptua l Background. 
The key concepts of this study included career development and employee performance. Hooley 

(20 14) defined career development as the Ii felong process or managing learning. ' ork, lei sure. 

and transitions in order to move toward a personally determined and evolving preferred future. 

ccording to Grecnhaun ct al (20 I 0). Career is defined as the pattern of work related experience 

that spans the course of a person' s life. Peterson & Tracey (2009) defined career development as 

the ongoing acqu isition or refinement of skills and knowledge. including job mastery and 

professional devclopment1,• coupled with career planning activ ities. Armstrong (200 I), defined 

training as the process through which learning formally and systematically modifyi ng behavior 

through education. instruction. development and planned experience. According to Kinicki & 

Kreitner (2006), described career mentoring as the process or forming and maintain ing intensive 

and lasting developmental relationships between a variety of developers (i.e people who provide 

career and psychosocial support) and a junior person. Edward (2005) described job orientation as 

the process of switching a person from job to job which increases an employee·s capability and 

va lue to an organization. 

The other variable of thi s study employee performance was described as record of outcome or 

record of a person' s accomplishments (Armstrong, 2006). Similarly, employee performance is 

seen as a systematic. contjnuous and .nexible process wh ich involves managers and employees 

acting as partners within the framework that sets out how best they can acrueve the required results 

in the accomplishment of its goals (US Office of Personnel management. performance overvie,v, 
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_COi). According to Shaheen (2013). employees· performance is basic foundation associated with 

-n organi1:ation knowledge staff designed the best of the effectiveness or" hieh can be analyzed 

curing the organization · performance. According to Ahmed & Shahzad (2011 ). performance 

r•fcrs to as the results or effect of individual activities wi thin a certain period of ti me. 

1.1.3 Contex tual backg ro und 
I he Uganda National Bureau of Standards (U BS) is a statutory body under the Min istry of Tracie. 

Industry and Co-opcrati cs established by the UNBS Act Cap 327 and became operational in 1989. 

It is governed by the Natlonal Standards Council and headed by the Executive Director who is 

responsible for the day-to-day operation of UNBS. J\t VNBS Human resource department offers 

a supportive ro le with the main objective of attracting. developing and retaining competent and 

motivated human resource to enable U l3S achieve its objectives. During the financial year 

20 I 5/20 16 UN 13S i m plcmented a new staff performance management system was ro lled out and 

taffwcrc scnsitii'ed on its implementation. Most staff successfully adopted Lo the system and some 

had subm ittcd their I st cycle reports and also set their performance targets for the next planning 

period. Tra ining on the use or the tool is continuous and there is noted progress in every 

department. The department developed the staff training plan wh ich was approved by 

\lanagement. 30 staff accessed trainings. internal ly. nationally and internationally ( 1 B Annual 

Report. 2015/2016). 

1 lowcvcr. employee performance was still faced with constant and unique challenges due to its 

..:omplicated set up which called for survival organi zati on tactics. This was compounded by' the 

diverse and complex workforce in different departments. As such, the organization had a wide mix 

of intergenerat ional starr with divergent career needs ' hich were very dirftcult to satisfy as the 
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.::ani/ation ''a. bogged " ith poor and um:oordinalcd organization ystem. IL wa re ealcd that 

~ .. p )~CC!> in this Organ ization tra ined but their performance still lacl-.cd due Lo poor attitude 

tO\\Jrd their work. high level of turnover and inability to concentrate which affected them being 

creative and innovative on their job thus poor se rv ice del ivery and producti vity or employee. This 

a.id ~ there fo re sought to establish the contribution of career development on employee 

·rformance at U:\13S. 

J.2 tatcmcnt of the Problem 
\hen an employee is not meeting the job e:-..pectations the company·s bottom line and the tcam·s 

mora le can suffer which re ults into poor quality work. avoiding re ponsibiliL) or reduced 

rroduetivity ( 1assazi, 2013) U 113 as co-operate organ ization always gives its employees room 
I 

to develop their career individually through refresher and enrol ling in professional courses 

ntcrnal ly. nationally and international!) (lJNl3S, Report. 2016-2017) prem ised Lo improve 

·rnploycc performance. I luman rc5ource management of U BS offered a support ive role'' ith the 

niain objective of attracting. developing and retaining competent and motivated \\ orkers to enable 

'B achieve its objectives. In the financial year of 2015/1 6 with a total staff number of 235.30 

ta IT \\ ere trained. internally. national!) and internationally. ln the financ ial year of2016/2017 out 

of the total staff number of240.36 ·taff, ere trained. I lowevcr. it has been revealed th at employees 

n this Organii'.ation have trained but their performance is still lacking, thus echoing poor serv ice 

delivery rcnccling low productivity or employee and low quality of work which i evidenced by 
I 

counterfeit goods distribut~d in the country a sociatcd with poor quality \\ Ork delivered by those 

employees (l ' BS. Report. 2016-20 17). It"s upon this background that this stud) . ought to 

'l \ c Ligate the contribution of career development on employee per formance al Uganda 'ational 

Bureau of Standards. 
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1.3 General Objectives 
The purpose or the study is to determine the contribution or career development on Employee 

performance at Uganda Natio na l 13urcau or Standards. 

1.4 The specific objectives 
I. To determine how job training contributes to employee performance in U B ' . 

II. To examine how career mentoring contributes to employee perfo rmance in UN l3S. 

I I I. To cs ta bl ish the contribution or job orientation on employee per fo rmance in l BS . 

1.5 Research Questions 
I. I low docs job training contri bute to employee performance in U 18 ? 

2. I low docs career 11\cntoring contri bute to employee per formance in U BS? 

3. What contribution does job orientation has on employee per formance in lJ BS? 

1.6 Conceptual framework 
The conceptual frame work in figure below illustrates the contribution bct"Wicen the career 

deve lopment and employee performance. 



Figure 1: The Contribution of career development on employee performance 

Independent Variable Dependent Variable 

Ca ree r development Employee performance 

Job Training 
On job training Employee performance 

Off job trai ning 
Employee productivity 

Ca1·ccr mentoring 0 

I I iring process 0 Service delivery 

Promotion criteri a 0 Quali ty of work 

Jo b orientation 
Adaption 
Corporate Communication 

E xtraneous Variable 

0 Organ izational support 

Fig ure I : Tlte Contrihution of career development 0 11 employee pe1j"orma11ce lndep e11de11t 

Source: Sim Il een (2013) and m od(fied hy tlte researcher . 

rhc researcher employed a conceptual frame work to explain the conceptual izcd contribution on 

career development and employee performance. Career development was conceived as the 

independent variable ( IV) while employee performance as the dependent variable (DV) as 

illustrated in figure I above. The independen t variable was conceptualized as job training. career 

mentoring and job orientation as well as the dependent variable was defi ned as : employee 

productiv ity. service delivery, qual ity of work and timeliness. 1t further il lus trated the l ~xtran eous 

variab le which included organizational support and organizationa l policy al though these variables 

\\ere not studied in thi s study. The major intent to this study was to d~tcnninc the contribution or 

career development on Employee performance. Therefore, the conceptual framework above was 
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to gu ide the researcher to determine the contribution the two main variables (career development 

I 
and employee performance). 

l.6 Scope of the study 
l.6.1 Geographica l sco pe 
The study was carried out at Uganda National 13ureau of Standards offices located at Plot 2 - 12. 

Bypass L ink, Bweyogerere Industrial & Bus iness Park, Kyaliwajala road in Wak iso district. The 

mai n reason for selecting this case stud y is due to the current situat ion in the organization and easy 

accessibi lity of info rmation by the researcher. 

l.6.2 Con ten ti Va ria blc Scope. 
:-he study focused on Career development and how it was linked to employee performance. The 

sub variables of career development included job training, career mentoring and job orientation by 

determining their contribution to employee performance. 

1.6.3 T ime Scope 
-:-h is study was to cover a period from 2015 to 2018 th is is the period when performance of Uganda 

'ational Bureau Standards has much tried to improve employee performance through career 

.:: \Clopmcnt but it has not improved as expected. 

I. ., S ignificance of the Study 
This s tudy would enab le the human resource management department and other interrelated 

.:epartmcnts at UNBS to determine the contribution of career development on employee 

rerformanee. lt would also help Management to understand what career development practices 

-'10uld be put in place to enhance performance of employee and meet its miss ion and objectives. 

"lis study would also provide empirical evidence existing about the ex tent to which career 

..:~\ elopment contributes to employee performance and what the stLldy intended to fi ll in this 

now ledge gap. 
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There cou Id be a num bcr of acadcm icians. organizations and researchers who wou ld I ikc to know 

what career development programs avail in the unique operating system or the l 113S and their 

contribution to improve cn;ployce performance in the ever changing job market. 

To the employees of l 1135 \VOtdd know what career development program are available for them 

on the onset or joining Ul\'BS given that the l 1l3 would have unique operating system. /\lso, the 

employees would also have the chance to express their views and prove thci r relevance to their job 

situation like during training. 

1.8 Operation Definitions 
Training is a type o r activity which is planned. systematic and it results in enhanced level or skill. 

knowledge and competency that arc necessary lo perform work effectively (Gordon. 2002). ln the 

context of thi s study. training is a cautious action focused al bringing about career development 

and hence facilitating career performance. 
I, 

Employee performance is defined as the outcome or contribution of employees to make them 

attain goals (I !erben, John & Lee, 2000). 

Career Development is a broad ongoing multi-faceted set of activit ies (train ing activities among 

them) aimed at bringing someone or an organization up to another threshold ol' pcrformancc. often 

to perform some job or a new role in the futu re (Mc famara. 2008). 

Career mentorin g involves having the more experienced employees coach/help the less 

experienced employees (McCoun & l:'. ldridgc, 2003). 

Job Orientation involves introducing a new member to workmates, given in form ation such as 

\ orking hour . . place of work. pcrfonnancc targets, performance standards. benefits, and faci lities 

among others (/\sare-Bediako, 2008). 
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C rlAPTERTWO 

LITEl~ATURE vn:w 
2.1 Introduction 
This chapter covers literature related to the study variables. It consi. ts theoretical review, review 

I 
' of literature based on the themes of the study and summary of literature review. The researcher 

based her literature review on the objectives of the study. 

2.2 Theo retica l View 
This study was guided by expectancy thcor') . a. the srudy would be to determine the contribution 

of career development on employee performance. The expectancy theory was developed in 1964. 

by Victor 11. Vroom through his study of the motivations behind decision making. Vroom's theory 

was based on the belief that employee effo rt \ ould lead to performance and performance would 

lead to rC\\ards (Vroom. 1964).Expcetancy theory proposed an individual \\Otdd behave or act in 

a certain way because they arc motivated to select a specific behavior over other behaviors because 

what the expected re ult of that selected behavior would be (Oliver. 1974). l ~xpcctaney theory is 

about the mental processes regarding choice, or choosing. It explains the processes that an 

individual undergoes to make choices. The expectancy theory underlies the concept of employee 

performance as it is believed that employees would perform to thei r best if they were inOuenced 

by the expectations concerning future events for example career development. 

The theory explain that an organization can implement a train ing program as a motive to improve 

the performance of its employees inform of productivity. improved service delivery and quality of 

work delivered b_ such employees. l ~sscntial l y. the expectancy theory argues that the trength or 

a tendency to act in a certain way depends on the strength of the expectation that the act wi ll be 

follo\\ed by a given outcome and on the amactivencss of that outcome to the ind ividual (Robbins. 

1998). Therefore, in relation to this sllldy. it can be believed career development through train ing 
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or employees cou ld work as a motivation factor that could enable employees to improve on their 

perf ormanec and the researcher thought if career development improved in an organization as per 

the theory, employee perfo rmance wou ld also improve. 

The theory suggests that ar individual's perceived view of an outcome will determine the level of 
I 

motivation. It assumes that choices being made maximize pleasure and minimize pain. This is also 

seen in the Law of Effect. one of the principles of rein forcement theory, which states that people 

engage in behaviors that have pleasant outcomes and avoid behaviors that have unpleasant 

ou tcomes (Thorndike, 1913). In regard to thi s study. when employees arc involved in training 

program related to their work. their performance in terms of productivity. serviced delivery and 

quality work would also improve when engaged in activities with pleasant outcome. Vroom 

suggc ts that prior belief of the relationsh ip between people's work and their goal as a sim ple 

correlation is incorrect. Individual factors includ ing skill s. attitude. knowledge. experience. 

personality. and abi lities can all have an impact on an employee's performance (Grant. 2011 ). 

Vroom also believed that increased effort would lead to increased per fo rmance; given the person 

has the right too ls to get the job done. The expected outcome is dependent upon whether or not the 

person has the right resources to get the job done, has the right skills to do the task at hand. and 

they must have the support to get the job done. That su pport may come from the boss or by just 

being given the right information or too ls to fin ish the job (Mathibe. 2008). 

1 lowevcr, besides the expectancy theory. a number of other competing theories have been utilized 

to underpin this study. The Erikson· s Theory of Development by 1: ri k Erikson in 1968. I le set forth 

a theory of ego identity development to account for the interactions between psychological, social. 

historica l, and developmental factors in the fo rmation of personal ity. Erikson viewed human 
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development as being innucnccd by culture. social and historical events, economic, religious and 

rami lial forces: all these have an impact on employee performance. The other theory is the 

I lerzbcrg · s Two Factor Theory of Motivation. l lcrzbc;rg "s two factor theory of motivation, on the 

other hand classi ficd job raetors into two; motivation factors and the hygiene or maintenance 

factors (I Icrzberg, 1968). }he soc ial cognitive career theory, proposed by I lolt and Brown in 1931 
I 

on the prem ise of.all animals wants to fulfil l their psychological needs and that an indiv id ual cannot 

learn to imitate as long as they arc im itated first. Other theories include systems theory, 

developmenta l systems theory and the social exchange theo ry. The social cxcha~ge theory was 

propagated by George I Tomans in 1958 among others can be applied to exp lain career development 

and employee performance. 

2.3 Conceptual Review to the Study 
Career development as an independent variable connotes a continuous stream of career-relevant 

events that arc not necessari ly linear o r posi tive in impact and that may or may not be subject to 

personal agency (e .g .. being born into poverty, losing a job due to the bankruptcy or one's 

company'" (Brown and I ,eht, 2013). Peterson and T racey (2009) defined career development as the 

ongoing acquisition or refinement or sk ills and knowledge, includingjob mastery and professional 

development, coup led with career planning activities. 

Employees arc resources in organizations. and as such they need to be trained and developed 

properly in order to achieve an organization's goals and expectations (Brewster, 2007). 

Performance is associated with quantity or output, quality of output, presence/ attendance on the 

job, erticiency or the work completed and effectiveness of work com p leted 
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(Mathis and Jackson 2009). l ~mployce Performance i the successful completion of tasks by a 

selected individual or individuals. as set and measured by a supervisor or organi1.ation. to 

predelined acceptable standards while cfliciemly and effective!, utilizing available resource 

within a changing environment. 

2.3.1 Job Training and E mployee Performa nce 
According lo Weil and Wooda ll (2005) training is regarded as one of the mo. t important functions 

I 
of I fuman Resource Management (I !RM). It may be defined as the planned and systematic process 

of changing behavior through learning events. activi ties and programs. which assist the participants 

ro acquire knowledge, skil ls. rnmpctencies and abilities to carry-out their work cflic icntly and 

effectively (Gordon. 1992). Off-the-job traini ng methods arc conducted separate from the job 

environment. stud) material i supplied, there is full concentration on learning rather than 

pcrf orm i ng, and there is freedom of expression. 

Bcardwcll ct al. (2004) revealed that it is worth nothing that. as researchers continue with their 

quest into the training research area. they also continue their arguments into its importance .• ome 

of these re. carcher. argue that the recognition of the im portance of training in recent years has 

been heavily innucnccd by the intensification of competition and the relative success of 

organizat ions where investment in employee development is considerably emphasized. Related to 

the above. lkardwell ct al. (2004) add that technological developments and organizational change 

would gradually lead some employers to the realization that success relics on the skills and abilities 

of their employees. thus a need fo r considerable and continuous investment in training and 

development. Therefore. it should be noted that from the researchers' view training is an important 

policy in the management of human resources with the aim of improving crf1ploycc performance 
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thus the need for the ror thi s stud) to examine the contribution or train ing on employee 

performance. 

\!l ci'\amara (2008) noted that all the human resource development activ ities arc meant to either 

im prove performance on the present job of the individual, train new skills for new job or new 

positi on in the future and genera l growth for both individuals and organintion so as lo be able to 

meet organizati on·s current and fu ture objectives. There arc broadly two different methods that 

organizations may choose',from for training and developing skills of its employees. These arc on 

the-job trai ning given to organizational employees while conducting their regular work at the same 

working venues and off-the-job training involves taking employees away from their usual work 

environments and therefore all concentration is le ft out to the training. Examples of the on-the-job 

training include but arc not limited to job alternations and transfers. coaching and/or mentoring. 

On the other hand. off-the-job training examples include conferences, role playing. and many more 

as explained below in detail. 

Armstrong ( 1995) argues that on-the-job training consisted of teaching or coach ing by more 

experienced people or trainers at the desk or at the bench. Different organizations arc motivated to 

take on different train ing methods for a number of reasons for example; depending on the 

I 
organization's strategy. goals and resources available, depending on the needs identified at th e 

ti me. and the target group lo be trained which included among others individual workers, groups. 

teams, department or the entire organization. An attempt was made to create work ing condition 

sim ilar lo the actual workshop conditions. After training workers in such condition. the tra ined 

workers would be put on sim ilar jobs in the actual workshop. This would enable the workers to 

secure train ing in the best methods to work and to get rid of initial nervousness. During the Second 
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World War II. this method was u ed to train a large number of workers in a short period of' time. 

It would also be used as a preliminary to on-the job training. Durat ion ranges from few days to few 

""eeks. It would prevent trainees to commi t costly mistakes on the actual machines and thus 

improving productivity. service delivery and quali ty of work delivered by such trained employees. 

According to Wright and Geroy (200 I). in Nassazi (2013) revealed that employee competencies 

change through effective training programs. It not only improved the overall performance of the 

employees to effectively perform the current job but also enhanced the knowledge. skill s and 

attitude of the workers ndc;;essary for the future job, thus contributing to superior organizational 

performance. Through training the employee competencies would deve lop and enable them to 

implement the job related work efficiently, quali ty of work, servi ce del ivery and achieve firm 

objectives in a competit ive manner. Further still , di ssatisfaction complaints. absenteei sm and 

tt1rnover cou ld be greatl y reduced when employees arc so well trained that can experi ence the 

direct sat isfacti on associated with the sense of achievement and knowledge that they would have 

developed with their inherent capabi lities. Therefore, this stud y woul d be of great importance to 

examine the contribution of training on employee performance. 

Ki\,\ ccwa and /\siimwc (20 14) studied the effect of training on employees" performance at Uganda 

communication commission (UCC) using data for a sample of 80 out of 108 respondents drawn 

through self-admin istered questionnaires. In order to analy.1.e the data. the study used qualitative 

method of data ana lysis in the fo rm of tables and percentiles as well as quantitative technique. 

especia ll y Pearson correlation analysis. The results showed that training increases the performance 

or employees at UCC particularly when UCC has hand led is. ucs related to needs assessments. 

train ing methods and evaluations carefully. The study concluded that UCC and other sister 
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organi1.alions in Uganda should always use competent staff or external consullants to fo rm ulate 

strategic plans to guide the implementation and evaluation of organizat ion objccLivcs to enhance 

achievement of their mandate at all times. I lowcver. Kiwecwa and /\.si imwc (2014) used a sample 

size of 80 out of I 08 and thi s study used a sample size of target population which is higher than 

their stud) and that they only used the questionnaires and interviews and this study went ahead on 

using documentary revic\\ to gather more information to determine the contribution of training on 

employee performance. Therefore. this study would give more representations on the training 

program that most organizations in Uganda would use to improve on employee performance given 

a ca. c study ofl . BS. 

1 assa1.i (2013) also examined the effects of training on employee performance at 

telecommunication industry in Uganda. In particular. th is study focused on three biggest 

telecommunicati on companies in Uganda namely; Mobile Telephone Network (Ml ), Warid and 

Uganda Telecom (UTL). ln this study. the data was collected through the structured questionnaire. 

which was distributed to 120 respondents at these three companies and was analyzed through 

descriptive statisti cs techniques especially the frequency and percentage distributions. The analysis 

of the results revealed that training had a posi tive impact on the performance of" employees of these 

companies in Uganda. Therefore. the study concluded that these findings would be helpful to 

human resources policy decision makers. government and academic institutions in Uganda. 

l lowcvcr. this study concentrated on one organization in Uganda and in her study. she distributed 
' 

a total number of 140 questionnaires and in this study the researcher di stributed 95 questionnai res 

were self-administrated although the total sample size of the respondents was I 03 , the 8 

participated in the interviews. Therefore. the researcher thought that if she concentrated in one 
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organization. sha would be 111 position to exammc the contribution of training on employee 

performance at UN BS. 

In Pakistan. /\hmad. (2014) in \llamofokcng ct al (2018) also studied the impact of employees 

training and development on employees' pcrforman~e in the banking sectors in orth Punjab, 

Pakistan. The paper used a structured questionnaire to co llect data from a sample of I 00 employees 

of 11 banks in the district of Multan and Bahawalpur Punjab Province and employed regression 

analysis based on SPSS 20 version for data analysis. The resul ts showed a significant positive 

relationship between training and development and the performance o f employees. In addition. the 

empirical findings supported a positive relationsh ip between on-job- trai ning and employees' 

performance and a positive relationship between mode of training delivery and employees· 

performance in bank ing sector in Pakistan. I Iowcver. /\hmad in his study, he used a cross sectional 

case stud y by swdying different banks in orth Punjab and this study concentrated on one 

organization in Uganda and semi-structured interviews were conducted on 8 respondents and a 

total of 95 questionnaires distributed from a sample size of I 03. 

Mamofokcng ct al (2018) studied the impact of training on employees' performance using the case 

of the Banking ' ector in Lesotho. In this tudy, she employed stratified sampl ing technique to 

draw a sample of 171 employees from a population of 300 employees through self-administered 

questionnaire to examine the impact of training on employees" pcrfonnancc. employee's 

motivation and job-satisfaction in the banking sector in Lesotho. The find ings of the study 

general ly revealed that training not on ly increases employees" performance but also positively 

affecb employees·· motivation and job satisfaction within the banking sector il1 Lesotho. I lowevcr. 

in her study. she used a sample of I 7 I out of the 300 target population and for this study. sample 
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size of 103 respondents dpt of 140 target population which has been selected using Krcjcic & 

Morgan (1970). In thi s study a purposive and simple random sampling techn iques were used to 

select respondents from each strata as illustrated in chapter three of this study. 

Lyons (2008) argued that policies arc necessary to ensure that employee performance is evaluated. 

which in turn ensured that the appropriate training and development took place. With the help of 

the performance appraisa l reports and findings . the organization could be able to identi fy 

development needs. I lowcver. individuals thcmsel ves cou Id help to i ndicatc the areas rcqu iri ng 

improvement as a result o f the issues rai sed in the performance appraisal process and their career 

path needs. Therefore. this meant that if employees arc trained in a given filed or activity. they 

would eventual ly develop their career and improve on their performance and this study intended 

to examine the eomributiori of train ing on employee performance where case study research design 

was used. 

2.3.2 Career mento ring and e mployee pe rfo rmance 
Mentoring is a process that can only be defined within a contextua l setting. A mentoring 

relationship is a socialization and reciprocal relationship which transforms the identity of both the 

mentor and the mentce (13rock bank and Mc Gill. 2006). Formal and informal mentoring had over 

time became an integral part of a human resource strategy which organizations sought to develop 

their human resources to achieve competitive success and improving employee per fo rmance. 

According to Del .ong (2004), kno'< ledge transfer is a key mechanism for organizations success. 

Similarly, Von Krogh. (2000) emphasized on importance or knowledge sharing. Another 
I 

I 

researcher, Becerra Fernandez and Sabhcrwal (2001) found that social processes played an 

important role in the transfer of tacit knowledge among members in an organization. However. 
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these researchers did not emphasize on the im pact that mentoring has on knowledge transfer which 

is obviously important for employee performance of any organization. 

According to Nonaka and Takeuchi (200 I), workplace relationships such as mentoring should be 

fost ered to promote transfer of tacit knowledge. Wright. (2003). stressed the importance of human 

re ource development to organi1.ation success. This researcher did not emphasize on the factors 

that would have a positive impact on the 11 R development. Mentorship was such a factor in that it 

promoted guidance on caree r development and role modeling which both contribute greatl y to 

employee's development. 

Scandura (2007). emphas ized that mentoring relationships could significantly affect individual 

career development with both the mentor and the person being mentored (protcgc) benefi ting from 

the relationship. I concurred with Crocitto (2005). who said that mentoring could be beneficial to 

the careers of the mentor ahd the protcgc whi le assisting the organization to achieve its mission. 

Therefore. this stud y sought to bridge a gap between career mentoring and employee performance. 

Dawson (2015) revealed that mentors were accorded recognition based on the fact that they had a 

deeper understanding or a subject matter. Being a mentor gave them a leadership opportuni ty that 

allowed them to guide the mentcc in developing and advancing thei r ca reer. Like in the case of the 

mentccs, the mentor was also exposed to fresh perspectives in their field of experti se as well as 

new ideas and approaches on various subjects. J\lso Eliades (20 14), proposed that the success or a 

men torship relationship ensured that a mentor was recognized by others within the organi zation 

which expanded their professional development record which made them the most sought after for 

career advice and improving on thei r performance. Therefore, this study wou ld be of a great 
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im portance to determine the contributi on of career mentoring on employees as it intended to use a 

sci r-adrn i nistcrcd qucstionnai re. 

2.3.3 Job Orientation an q Employee Performance 
Orientation is viewed as a special ki nd of training designed to help new employees to learn about 

the ir tasks. to be introduced to their co-workers and lo scnlc in thei r work places a vital ingredient 

of internal corporate communication (Bennett. 200 I) . Employee orientation was broadly defined 

as the familiarization with. and adaptation to. a new work environment. It refers to the process by 

'"h ich a nc"' employee is int roduced to the organization. to the work group. and to the job. 

By tradition. organi:t.alions approach orientation by describing to the new employee the 

organization· s history. tructurc. fringe benefits, rules and regulations. /\ more progressive 

approach is to vie\\ orientation as an opportunity to communicate the organ ization's vision and 

values. shape the new cmploycc·s values and integrate hi m/her into the organization' s structure 

(/\sarc-Bcdiako. 2008). 

According to Wanous& Rcichers (2000). orientation programs have rarely been the subject of 

scholarly th inking and research. They continue by noti ng that .. the current body or research work 

(on nc\\ employee orientation programs) is too small fo r mere analysis and as a resu lt they changed 

the methodology used in their 2000 study to descriptive summary. Other researchers have come to 

sim ilar conclusions. While most organizations use formal orientation training, there is surprisingly 

little in the academic literature examining the impact or most appropriate structure or these 

programs (Klein. 2000). Employee observations were measured both before and after thi s training. 

as well as one month after the conclusion or employee orientation training. l~mploycc orientation 

can be broadly defined as the familiarizat ion with, and adaptation to. a new work envi ronment. It 

refers to the process by whii,ch a new employee is introduced to the organization, to the work group. 
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and Lo the job. The first few mon ths '"ithin any organi1.aLion represent the critical period during 

which an employee will or will not learn how to become a high performer. 

/\ccording to Mathias and Jackson (1 991) it is this principle of learning that ensures that 

productivity potential is enhanced, whi le, at the same time. both the company and employee 

expectations arc integrated. Employee orientation is the process of providing nc\ employees \Vith 

basic background in formation about Lhc fi rm and the job. IL is more or less. considered as one 

component of the employc1 .. s new-employee adaptation process. The adaptation process could be 

seen as an ongoing process of initialing in all employees the prevai ling attitudes. standards. values. 

and pat1erns of behavior that arc expected by the organization. Adaptation is important for 

employee performance and for organizationa l stability. For new employees. wo rk performance 

depends to a great extent on knowing what they should or should not do. Understanding the right 

' ' ay LO do a job i~ a measure or effective adaptation (/\sarc-Bcdiako. 2008). The first few months 

within any organization represent the critical period during ,.vhich an employee wi ll or wil l not 

learn how to become a go~d performer. 

It is noted that. the western world for example United , tatcs of America. United Kingdom etc .. a 

person is hired and reports to work. /\fter completing the documen tation required, he/she is 

expected to perform the ro le with minimal introduction. l lowevcr. the process is different for 

l rBs. The Years of research have concluded that employee oriented companies perform better 

than com panic that arc less employee oriented. It is demonstrated by Desphande. ( l 999) that to 

achieve employee focus. a firm with a high degree of employee orientation cu ltivates a set of 

shared values and be liefs about putting the employee first and reaps rc·sults in the form of a 

defendable competitive advantage. decreased costs and increased profits 
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The under. landing of orientati on is to rel ieve fear or anxiety which can be experienced by 

newcomers in relation to how well they would fit into the organ ization and how well they would 

perform. The mechanisms of an effective orientation system include preparing for ne\\ employees. 

defining what in formation is needed and when it is needed, presenting information about the 

workday, the organization itself. its pol icies. rules and benefits. all to be asses cd and follmvcd up 

(Math is and Jackson, 1991 ). Utmost notably, employees would be introduced to the channels of 
I 

communication in the workplace and. thus. leading to effective employee performance. 

In order to prove the relevance of the literature review. this study will use a sample size of I 03 

using both probab ility and non-probability sampling techniques to gather opin ion from 

respondents so as to idcnt iry the gap in the literature revealed by these scholars. 

2.4 Employee Performance 
According to Armstrong (2012). performance is defined as embraci ng both outcomes and behavior. 

To him employee performance is concerned with how well activi ty i done. Employee performance 

also refers to degree of accomplishment of tasks that make up all employees· job. It hows how 

I 

employees arc fulfilling the requirements to a job (Mc C:Jraw. 2004). lt has been seen as ··scalable 

actions. behaviors and out comes that employees engage in or bring about that arc linked with and 

contribute to organ i:1ational goal . In relat ion to this study therefore employee performance is 

conccptuali1.ed with the sub variables of productivity, service delivery and producing quality work 

Armstrong (20 12) highl ights that achieving improved resul ts employers and employees have to 

comprehend and manage performance within an agreed agenda of scheduled goals/targets. 

standards and ski ll requirements. This contains coming up with a shared understanding about what 

is to be achieved and how it should be achieved. The Goal theory by Latham and Locke ( 1979) 
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pins LhaL setting and agreeing on sta ff targets supports the attainment of set targets and performance 

can be measured and handled accordingly. The theory further supports that employee performance 

is dri ven by goal otherwise without the most basic targets, employees wouldn't show up fo r work 

or sec a purpose in holding a job. According to him targets include but not limited to the following 

dimensions; clarity, cha llenge, commitment. feedback and complexity. Goals must to be clear and 

SM/\RT (that is Specific, Measurable. /\ttainab le. Relevant and Time-bound). The set target must 

be cha! lcnging. with productivity and qua! ity service de! ivcry as the final payoff. Staff need to feel 

li ke they arc part of the goal-selling process to be committed to a clearly relevant target. The 

company must be a program that involves feedback, recognition. progress reports and favorable 

career developments program. The task must be complex but not overwhelming. with adequate 

time and resources available. 

I laka la (2008) revealed that today, businesses emphases the clement of quali ty in service and 

product delivery. Quality therefore is a way of measuring items aga inst other items of simi lar kind. 

Lt can also be de fined as a grade of excellence. In a manufacturing company, employee 

per formance in re lation to the quality of work perfo rmed can be measured in a number of ways for 

example the percentage of work output that must be redone or rejected is an indicator. In a sales 

setti ng, the ratio or inquiries transformed to sales is an indicator of sales personnel qual ity. Rakos 

(2014). concurs that the completion of an activity or assignment on time is an important ind icator 

in measu rin g sta ff performance. To achieve quality work management should consider a number 

of aspects including: whether the work is being carried out on average or outstanding, whether 

staff arc commit ting maxi mum effort to their work. whether employees understand their personal 

performance objectives and if there arc factors affecting their abi lity to meet their expectations 

such as attitude and developing their career with the current job. 
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.5 The Summary of Litera ture Review 
The chapter addressed literature related to career development and is guided by three career 

development dimensions (training. career mentoring and job orientation) and employee 

perrormance. The review or literature finds the contribution or career develop ment on performance 

or employee. I .iteralllre revie\\ indicates that poor career mentoring lead · to poor performance of 

employees. Although the above studies highlight the imponance or the identified career 

development on employee performance, mo t of the I iteraturc is faced with contextual and 

methodological gaps \vh ich needed to be addressed hence need for this study 
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Cll APT EH Tinn:E 

RESEA RCH METHODOLOGY 
3.1 Introduction 
This chapter presents the methodology that wa adopted during the sllld) . Lt describes the research 

design. study area. population or the ·tudy. sample size and selecti on. sampl ing techn ique. data 

collection methods. data collection instruments. validity and reliability, anal ysis procedure. data 

analysis. 

3.2 Research design 
The case stud_ de ign was adopted because the Researcher intended to conduct an intensive 

invest igat ion on ~he variables under study in a pa rticular driver which is l3S in the selected 

departments because they had the knowledge and in formation that research requi red The study 

used both quantitati ve and qualitative approaches. The.quantitative approach was adopted because 

the study intended to allow the collection of numeric data on observable individual behavior of 

samples. This subjected the data to statistical analys is as suggested by /\min (2005). /\quali tative 

approach was adopted to enable the researcher in capturing more in-depth info rmat ion on the topic 

under investigation. 

3.3 Study area 
The study was carried out at l 13S o ffices located at Plot 2 - 12. Bypass Link. Bweyogererc 

Industrial & Businc s Park. Kyal iwajala road in Wakiso district. The interest of using this case 

study was due to the vari ables in the study, the current situation at the inst itution and ease access 

for the researcher to collect the data so a to complete the . tudy in the required time set by the 

University. 
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3.4 Target Population 
As per 2016/2017 Annual I luman Resource Report of l 1BS, the organization has at a total 

population of 267. (216 males and 81 female staff) Out of the 297 staff. 146 arc on contract basis 

representing 49% while 121 arc on permanent placements representing 41 % and 30 on temporary/ 

short term contracts reprcscnti ng 1 0%howcver. for the purpose of th is study. a target population 

ofl 40cmployees at different levels were considered. The population target categories included 6 

Officers, 5 Managers. 5 Principal Officers. and 124 other staff and it is from this target population 

that the sample size derived. 

3.5 Sample Size and Selection 

In this study. the researcher used a sample of 103 who arc selected from a target population of 140 

using the Krejcie and Morgan (l 970) table for determini ng sample size for research activities from 

respondents within the various departments of l BS in this study as shown in the table 1. The 

sample size was distributed using a mathemat ical method by dividing the population in each 

stratum over the total target population and multiplying it by the total sample si;re to get the exact 

sample size for each strata. 

Table 1: Target Population and Sample Size Distribution 

I Category of Respondents 

- - -
Managers 

Principal Of 'ficer 
-

Senior Offic 

Other ~taffs 

Total 

-- - -
ers 

-
Target 
Population 

6 - -
5 

- - -
5 

124 

140 

-

Sample Size Sampling Technique 

4 Purpos ive 
~ 

4 Purposive 
------ - I- -

4 Purposive 

91 Simple random sampling 

103 

- -
Sou rec: Adapted from UNBS lfuman Resource Manual 2016-201 7 and mod(/ied hy til e 

researclt er usinJ: Krejcie & Morgan (1970) table/or determining sample size. 
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3.6 Sampl ing techniques 
The study adopted both probabilistic and non-probabilistic sampling technique. Simple random 

sampling technique was used to select others staffs working with l BS in the Wak iso district 

where a sample of 9 1 staff were selected randomly. This was because it ensured least bias and 

generalizati on or research findings and its less time consuming (Sckaran. 2003). Purposive 

technique was used to select the Managers and Principal Officers. and Senior officer. of Uganda 

1ational Bureau of Standards. This was used because these were believed to have specialized 

knowledge on the topic under investigation by the virtue of their offices. 

3. 7 Data collection Methods 
3.7. l Questionnaire Method 
The study used the q ucsti~rnnaire method to col lect data. The use of a questionnaire in this study 

was vital mainly ,because it allowed respondents express their views and opin ions without fear of 

being victimi;:cd and also busy respondents' filled it at their convenient time as observed by Amin 

(200-). uch information was best obtained on a closed ended questionnaire which allowed easy 

regression of the rcspondcm·s attitudinal dispo ition on the indcpcndcm and dcpcndcm variables. 

Thi. method was subjected Lo sen ior offi cers. Principal Officers. Managers and other staffs. 

3.7.2 Interview Method 
According to /\min (2005) interviews arc oral questions where the researcher col lects data through 

direct verbal interacti on with the participants. Mugcnda & Mugenda (2003) concurs that in terview 

is an ora l administration of a questionnaire. They arc face to face or telephone meeting. interviews 

were used to add ress issues that were not fu lly answered in the questionnaire. Interviews are more 

ncxiblc; provide in-depth and reliable information through probing (Mugcnda & Mugcnda. 1999). 
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According to Sarankatos '( 1998), interviews give room to observe non-verbal behaviors and 

record ing of spontaneous answers. For this study the method explored the contribution of career 

development on employee performance. 

3.8 Data Co llection Ins truments 

The instruments used in this study were sel f-admin istrated questionnaire. interview guide. 

3.8.1 Self-Administered Questio nna ire 
The study employed a questionnaire as a tool of data collection. Close ended questi ons were 

developed to help respondents make quick decisions. In addition, closed ended questions were 

used to he lp the researcher to code the in formation easily for subsequent analysis and narrow down 

the error gap wh ile analyzing data as observed by Sekaran (2003). The questionnaires were 

distributed a total number 19f 95 respondents who included Officers, and other staffs working with 

UN l3S. The questionnaires were distributed by the researcher with the help of a researcher assistant 

working with the organ ization for easy distribution and collection. llowcvcr, from the 95 

questionnaires which were expected to be filled , 75 were filled and returned by the respondents. 

3.8.2 In terv iew Guide 
The interview guide comprised of career development as independent variable and employee 

performance as dependent variable. The researcher employed semi structured interview gu ide so 

as to enab le the researcher acqu ire in formation to achieve the intended objectives of the study. 

Accord ing to Mugcnda & Mugcnda ( l 999), an interview guide makes it easier to obtain data 

needed by research to achieve given objecti ve of the study. Interviews were held with 8 

respondents who included Principal Officers and Managers. 

29 



3.9 Data Validity and Relia bility 
3.9. 1 Va lidity 
To ensure validity. the qu~stionnaircs were developed and given to three expert judges from UM I 

and research superv isor to score the relevance of each item in providing answers to the stlldy. Arter 

\\hich a content validity index C.V.I was computed using the formula; number of items declared 

valid/number of items in the questionnaire. A CV! of above 0.7 wa. acceptable us suggested /\min 

(200-). The experts were ad ised and rated each item of the instrument" hethcr it was .. valid .. or 

.. not valid .. to the study. The rates from the experts were compared and Content Val id ity Index 

(CVI) \\as obtained. CVI n 1 (number of item · declared al id/total number of cxpcns). 

The CVI 28 
32 

The resu lts above computed for the CVI ind icate that items on the instrument had a CV I of over 

70%. Implying that only those items with a CV I of over 70% remained and the rest \\ere discarded 
I 

a indicated in Amin (2005) resulting to 28 item scale. These were the items that \\Cre finally 

considered in the questionnaires bccau~e all together they provided content validity index of87.5% 

'' hich is in line " ith (Amin. 2005). 

3.9.2 Relia bili ty 

To en. ure reliability. the researcher used the pretest method by giving questionnaires to the 

respondents who were not to be part or the population study in order to find ou t how rel iablc the 

instrument v.as going to be. A pretest was done on 5% of the sample size. Data was coded and 

entered into the computer. Cronbach's Alpha Rel iability Coefficients was generated using the 

statistical package for socia l scientists ( P. ) computer program to estimate the reliability of the 

questionnaire. The Cronbach ' s alpha reliability coefficient of above 0.1 was accepted. ( ekaran. 
1 

I 

2003). The result obtained on the two interacti ons were correlated and coefficient obtained using 
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Cronbach·s coemcient /\lpha test to determine consistently of the instrument. /\ l.ikcrt scale of 

strongly agree - 5. agree - 4. Neutral - 3. disagree 2 and strongly disagree - I \\a. used. The 

correlation coemcient is 01 
• .S or above. the instrument produced data with high test-retest reliability 

and where the co;-relation coefficient was below 0.5, and the data produced was a low test reset 

re liabili ty (/\min, 2005). 

Table 2: Reliability analysis results 

lkliability Statistics 

.lob training 

Career mentoring 

.Job orientation 
l:rnploycc per fo rmance 

Source: Primary data 

Cronbach's Alpha ~ 
1 

.924 

,___ ___ ::~~ I 
. 81~ 

of Items 

- ---

6 
8 

7 

8 

The rcliabilit) results indicate that all item. on the in. trument were deemed to be reliable as the 

reliability scores run from 0.814 to 0.945 impl) ing the items adopted on the instrument were highly 

reliable and they were all above the recommended reliability level of70% and minimum 

cocrficient of 0.5. 

3. IO lksearch Procedure 
·1 he rc~carcher obtained a letter of introduction from K)atnbogo Universit) graduate school\.\ hich 

\\a presented to the authorities at Uganda National Bureau of Standard . /\ fter pre enting the letter 

to the authorities. the researcher purposh cly elected key informants for inter ie\\ S and other 

re!>pondents. \\ ho included principa l omcer and managers and other staffs of Uganda 1 ational 

31 



Bureau of Standards to participate in the stud). Data '"as collected from these respondents b) use 

of a . cl f'-adm i nistcred quest ionnaire. /\lier data collection. data was analyzed; a report ' as ' rittcn 

and submitted to the graduate school fo r revie\\ and defense. 

3 .11 Data Ana lysis 
3. 11.1 Analysi s of Quantitative Data 
To analyze quantitative data. data collected using questionnaires (quantitative) "as coded. Each 

code rcprc. cnted a catcgor) of response for each clement in the questionnaire. The coding was 

guided b) a 5-1. ikcn scale. /\flcr coding data was entered. ed ited. anal)/ed. presented and 

interpreted using the Stati ·tical Package for. ocial cicnce (SPS ). The data analy is techniques 

that used include both descriptive and inferential tatistics. The descriptive \\ as measured inform 

of central tendency and the results were represented in tab les. For inferenti al tatistics. regress ion 

analysis to test the contribution of' variables "a used so as to realize the different objectives of the 

research (Given. 2008). 

3.11.2 A naly i. of Qualita tive Data 
Quali tative data analyzed using content anal)sis. Responses from key informants \\ere grouped 

into recurrent i sues. The recurrent issue \\hi ch \\ere emerged in relation to each guiding 

quc ·ti ons \\Crc presented in the results. with selected direct quotations from participant offered as 

illu trated. Data collected through intcrviC\\S (qua litative) was organ i1:cd and categorized into 

themes considered to be beneficial to the study and the themes were assigned a code representing 

category or response (Saunders. 2009). 
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3.12 Limitations of the Study 
I. The researcher also experienced a problem of non-response from respondents who were 

given questionnaires to !ill. I lowever, the researcher assured the respondents that any 

information given was treated with utmost confidentiality. 
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CHAPTER FOUR 

PRESENTATION, ANALYSIS AND INTEJU>RETATION OF RESULTS 
4.1 Introduction 
This chapter presents data analysis and presentat ion of find ings. Th is was done us ing both 

qualitat ive and quantitative data. The findings include demographic data and empirical finding 

which arc arranged according to the objectives in chapter one and on dependen t variab le. 

I 
I 

4.2 Response rate 
Table 3 : Response Rate Table 

Questionnaire 

----- Target No __ ! Realized N9 P ercentage 

95 75 78.9 

---- - --- -- -- ----- - - -----1 
s 6 I o.1s .Interview 

Total 
--- 103 81 - - J ~--8-. 6-----

Sourcc: Primary data 

Results in table 3 above indicate a response rate of 78.6%. implying out of the l 03 targeted 

respondents, 81 lully participated and of these, 75 questionnaires were fi lled and returned by the 

respondents and 6 respondents managed to participate in the interviews held with the researcher. 

Am in (2005) noted that a response rate of 70% is considered valid. This therefore means that the 
I 

I 

findings of this research arc valid. 

4.3 Demographic Data of the Respondents 
This section presents the demographic data of the respondents which included the age, gender, 

level of education. terms of service and level of education. The quantitative findings in this section 

arc presented basi ng on questionnaires which were filled and returned by the respondents. The 

purpose of collecting demographic data on respondents was to help in establishing the respondent 

sample characteristics and be able to form appropriate opinions about the research findings. 
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Table 4: Findings on Demographic Data of th e Respondents. 

-- -- - -
~ -- - ---- -1 ~atcgo.!1._ _ quency _ P ercent 

20-29 years 11 14.7 

Variables 

-- -- - -- -
30-39 years 29 38.7 
-- ~-----

40-49 years 25 33.3 
Age 

- - -------- -- -
50 and above 10 13.3 

- - --- - -
Sex Male 48 64.0 

--- -
Female 27 36.0 

- -- ·-
Diploma 9 12.0 
- -- -
Bachelors 43 57.3 

- - --- - --
Level o f education Post Graduate Diploma 5 6.7 

-
Master's Degree 17 22.7 

-
P .J l.D I 1.3 
~ -

Terms of Employ ment Temporary staff 4 5.3 
-

Contract staff 66 88.0 
-- --
Permanent staff 5 6.7 

- - -- -- ·-
·Length of service Below 2years 7 9.3 

2-5 )Cars 25 33 .3 - - -----
5-10 years 3 1 41.3 

I 0 years and above 12 16.0 
-- --- --

Source: Primary data (N 7 5) 

Findings on age of the respondents as ind icated in table 4, reveals that majority of the respondents 

represented by 38.7% were between 30-39 years of age and 33 .3% were between 40-49 years. Th is 

shows that the sample is comprised of mainly the youth and the Middle J\gcs and these arc the age 

groups where labor mobility is highl y pronounced and this can affect their performance. To this 

study. th is finding implies since majority of the respondents arc mainly the youth and the Middle 

J\ges such employees. they can eas ily adapt to the new changes that might be implemented in the 

organi/.ation to develop their career as well as improve on their performance. 

The results fu rther indicate that this organizati on is highly occupied \Nith male employees with 

64.0% and 36% for female. These results show that both genders were represented in the sample. 
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I lowever. it can be deduced that the Ul'mS is male dom inated . The reason could be the fact that 

the nature of the work is still seen by a lot of people as a male profess ion like chemists. physicist 

and biologis't. 

The results on the level of education as indicated in table 4 reveals that majority of the respondents 

represented by 57.3% arc Bachclor·s degree holders and 22.7% arc Mastcr·s degree holders. This 

result indicates that at least majority of the employee in this organization have attained higher 

education and they know the contribution of career development towards their performance in 

terms of job training, career men toring and job orientation. 

I 

Concerning the terms of employment. majority of the employees in th is organization represented 

by 88.0% arc on contract basis. This implies that employee in this organization work on contract 

basis as this enables employees strive to improve on their career wh ich on other end enables them 

to improve on their performance with the need to renew or extend their contracts. 

In terms of length or service, the results in the table 4 shows that the employees with a length of 

service of between 5 to I 0 years arc represented by 41.3% and 33.3% their length of service is 

bet\\CCn 2 to 5 years. These majority respondents arc representative for thi s study as far as career 

development and employee is concerned. 

4.4.0 Empirical Results 
4.4.1 Job Training and Employee Performance. 
This section presents descriptive fi ndings measuring the contribution of job traini ng on employee 

performance. Th is research objective was conceptualized using six items on the questionnaire 

which required each respondent to do self-rating on the contribution of job train ing on employee 

performance. Responses arc presen ted based on Liken scale ranging from 5 which rcncctcd 
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strongly agree. 4 agree, 3 neutrals, 2 disagree and l strongly disagree. To interpret the mean scores, 

a legend scale was introduced which included 4.20-5.00 (very high); 3.4-4. l 9 (high); 2.60-3.39 

(average); l .80-2.59 (low); and l .00- 1.79 (very low). The results arc summarized in Table 5; 

Table 5: Descriptive Findings on .Job Tra ining a nd Employee Performance. 

(N=75) 

Variable iten lS 
----- ----

I-designed and widely There is a wcl 
shared trainin6 

My organizati 
from traini ng r 

) pol icy in th is organization 

on utilize benefits acquired 
)rograms 

~gives mb the opportunity My organizatio 
for training 

~-

n provides opportunity for 
learn about the organization 

My organizati o 
newcomers to 
There is adcqu 
managerial cap 
my org.'.:n izatio 
My organizatio 
to stafTs in al l 
performance 

ate emphasis to develop 
abilities through training in 
n 

n provides regular training 
departments to enhance their 

- -
1 Average mea1 

-- - -- - -- --
Source: Primary da10 

Maximu~ Minimum 

2 5 4.20 

·--
I 5 4.15 

-
I 5 4 .28 

2 5 4.3 1 

1 5 3.4 1 
; 

2 5 3.53 

2 5 3.98 

Std. 
Deviation 
·-

.854 

.766 

-
.785 

.697 

.931 

.963 

--
.597 
---

Descriptive results in table 5 indicate a high mean of(3.98,a=0.597). l-lowcver, in support of this 

high mean, item (4) indicate mean of(4.31,cr=0.697) as revealed that this organ ization provides 

opportunity for newcomers to learn about the organization. However, much as training opportunity 

is given to ncvvcomcrs a~d other employees, the emphasis to develop managerial capabi I ities 

through training ' in this organ ization is sti ll at average where a mean of (3.41,cr=0.931) was 

obtained which is lower than the average mean score for the items on this objective. 
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Qualitative findinp,.\· from inte1Tiew.\· held with key in.formants revealed that there are still some 
I 

challenges in training like developing managerial capabilities ofe111ployees which has had average 

emphasis by the revponsihle people. / his.finding is in support with the majority respondents during 

the quant itative data collection as also has the same opinion. 7his implies that this organi=ation 

needs to put more emphasis on managerial capabilities through !raining of its employees and it 

evaluates with the training need\· are met. 

4.4.1.l Regression Analysis Results on the Contribution of J ob Training Employee 
Perfo rmance. 

/\ linear regression analys is was used ror th is study to measure the contributi on or job train ing on 

emplo)ee performance and the findings arc presented in the model summary. /\ 10V /\ and 

coc rfi cient table below. 

Table 6 : Model s umma r)r results on j ob training and employee performance 

Model Summary 

Model R R Square Adj usted R Std. Error or the 

Square Estimate 

I .557a .3 10 .301 .36172 

a. Predictors: (Constant), Job training 

The mode l summary results in table 6indicatc that the model accounts ror R2(0.3 I 0) 3 1.0% of the 

variance in employee performance with an adjusted R2 = 0.30 I (30.1 %) . Thi s implies that job 

train ing contributes 31.0% on employee performance and the 69.0 % accounts for other dimensions 

of career development in this study other than job training. 

38 



Table 7: ANOVA Results on Job Training and Employee Performance 

Model Sum or Squarcs 

Regression 4.298 

Residual 9.5511 

I Total 13.8491 

a. Dependent Variable: Dnployee pe1:for111a11ce 

b Predictors: (Constam) , Job lrainin~ 

dr Mean Square 

l 4.298 

73 1 .131 I 
741 I 

F Sig. 

32.848 .ooob 

I 
I 

Table 7 indicates that /\ OV /\ results arc statistically sign ificant. The significant results 

statistically indicate P< .000 which is less than P< 0.0 I or P< 0.05 sign ificant level. This implies 

that job training significantly contributes on employee performance. 

Table 8: Coefficie nt RcsJHs on .Job Training and Employee Performance 

Cocffi c ien ts 

Model Unstandardi/.cd Coefficients Standardized t ig. 

Coefficients 

B Std. Error Beta 

(Constant) 2.590 .283 9.142 .000 

I Job training .4041 .0701 .5571 5.7311 .000 

a. Oependenl Variable: Employee pe1jor111ance 

The results in table 8 indicate a constant of 2.590 and beta or (~=0.404) at statistical significant 

level or P<0.000 at which job training contributes to employee per formance. This result implies 

that job training moderately contributes to employee performance in this study. 
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4A.2 Career Mentoring and Employee Performance. 
This section prcscms descriptive finding~ measuring the contribution of career mentoring on 

employee performance. ·rhis research objective ' as conceptual ized using eight items on the 

questionnaire which required each respondent to do sclf'-rating on the contri bution of job training 

on employee performance. Responses arc presented based on Likcrt scale ranging from 5 ' hich 

rcncctcd strongly agree. 4 agree, 3 neutrals. 2 disagree and 1 strongly disagree. To interpret the 

mean score . a legend scale ''as introduced" hich included 4.20-5.00 (very high): 3.4-4.19 (high); 

2.60-3.39 (average): 1.80-2. -9 (low): and 1.00-1.79 (very 10\·\ ). The results arc summarized in 

Table 9: 

Table 9: Descriptive findin gs o n Career Mento ring and E mployee Performance 

( I 75) 

Va riable items 

My organi/.ation suggests spcci fie 
strategics to accomplish ,\ ork objccti cs 

\ity organization provides junior 
employee " ith specific gu idance for 
achieving career goals 
In thi s organi/.ation senior employees 
exchanges experiences with junior 
employees to improve job problems in 
the workplace 

We arc given an opportunity to interact 
with key members in this organization 

In this organizati on employees receive 
ongoing feedback on their performance 

I am always assigned to challenging \\Ork 
- - -- --

:vi) organintion nominates individual 
cmplo)ccs for . ponsorship 

-- --
There is always job promotion for better 
performance 

Average mea n --- _,__ -
Source: Primary data 

I 

I 

-- --
Minimum 

1 

- -
2 

--
1 

2 

-- -
2 

2 ----
1 

- -
2 

2 

40 

Max;mum Sr, Mean 

4.25 

L 
5 4.25 

I -- - 5 r-
3.60 r 

5 3.59 

------
5 3.73 

5 4.24 
- -

5 4.32 

-----
5 • 4.37 

,._ 
5 4.05 

td. 
Dev iation 

.773 

.737 

1.0009 

1.001 

.935 

.750 

.808 

.712 
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Descriptive results from table 9 above, a high mean of (4.05, cr=O. 565) implying that career 

mentoring highly contributes on employee performance. To obtain this very high mean, item (7) 

and (8) in table 9 indicate with mean of(4.32, CT'-'0. 808and 4.37, a= 0.712) respectively indicate 

that this organization nor\1inates individual employees for sponsorship and there is always job 
' 

promotion for better performance. Ilowcvcr, although a high mean was revealed . a mean of (3.59, 

cr- 1.001) which is lower than the average mean indicates the need to give an opportunity to interact 

with key members in this organization 

Findings.from interviews held with key informants were also revealed to support the quantitative 

data above. It was revealed that one key informant 1vas in line with quantirative jlndings as also 

revealed that some employees find ir hard to interact with key members in this organization and 

this a_ffecls infhrmation sharing which affects their pe1formance. This is because when there 

hindrances in information in the organization, employees will find ii hard lo raise their problems 

which could be affecting their pe1formance. 

I 
' 

4.4.2.1 Regression Analysis Results on the Contribution of Career Mentoring Rmployee 
' Performance 

A linear regression analysis was used for this study to measure the contribution of career mentoring 

arc on employee performance and the find in gs arc presented in the model summary, A OVA and 

coefficient table below. 

Table 10: Model summary results on career mentoring and employee performance 

Model Summary 

Model R R Square Adjusted R Std. Error of the 

Square Estimate 

I .646a .418 .410 .33237 

a. Predictors: (Constant), Career Menloring 
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The model summary results in table I Oindicatc that the model accounts for R 2 (0.4 18) 41.8% o r 

the variance in employee performance with an adjusted R2 = 0.410 (41.0%). This implies that 

career mentoring contributes 41.8% on employee performance and the 58.2 % accounts for other 

dimensions or career development other than career mentoring in th is study. 

I 
I 

Ta ble 1 l: /\NOVA H.esults on Career M entoring a nd Employee Per fo rma nce 

AN O V/\'1 

Model Sum or quares cir Mean Square F ig. 

Regression 5.785 I 5.785 52.367 .ooob 

Residual 8.0641 73 1 .110 I I 
I Total 13.8491 74 1 I I 

a. Dependent Variable: Employee pe1:fhrmance 

b. Predictors: (Const an/), Career 1\tfentoring 

Table 11 ind icates that /\ OV /\ results are stati stica ll y sign ificant. The sign ificant results 

statistically ind icate P< .000 wh ich is less than P< 0.0 I or P< 0.05 sign ificant level. This implies 

that career mentoring sign1•ficantly contributes to employee performance. 

Table 12 : Coefficient R esults on Career Mentor ing and E mployee Per fo rma nce 

Coefficients 

Model Unstandard ized Coefficients Standardi zed t Sig. 

Coefficients 

8 Std. Error Beta 

(Constant) 2.193 .279 7.847 .000 

1 Career Mentoring .4951 .068 1 .6461 7.2361 .000 

a. Dependent Variable: Employee performance 
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The resu lts in table 12 indicate a constant of2. 193 and beta olW - 0.495) at stati sti cal sign ificant 

level of P<0.000 at which career mentoring contributes to employee performance. This result 

implies that career mentoring moderately contribu tes to employee performance in this study. 

4.4.3 .Job O ri enta tion a nd E mployee Perfo rm a nce. 
This section presents descriptive findings measur ing the contribut ion of job orientat ion on 

employee performance. ·1~his research objective was conceptualized using seven items on the 

questionnaire ' hich required each respondent to do self-rating on the contribution of job 

orientation on employee perfo rmance. Responses arc presented based on Li ken scale ranging from 

5 which rcnected strongly agree. 4 agree. 3 neutrals. 2 disagree and 1 strongly disagree. To 

imcrprct the mean scores. a legend scale was introduced which included 4.20-5.00 (very high); 

3.4-4. 19 (high); 2.60-3.39 (average): 1.80-2.59 (low): and 1.00-1 . 79 (very low). The resul ts arc 

summarized in Table 13: 

Ta ble 13: Desc ript ive Find ings on job Orientation a nd E mployee Perfo rmance 

(N· 75) 

-----~ 

Va ri able items 

I was "'e ll prepared for my jo_b __ 
Knowledge obtained from induction 
has helped me to succeed 

---

-

1 feel certain about how much autho rity 
I have 
I kno\\' exact!) what is expected of 11 1e 
- - - --- -- ---

1 know what my responsibi lities arc 

I was given clear planned goals 
objective. that ex ist for my job 

and 

1 know how to divide my time propc rly 
ac~rding to my daily tasks 
Average mean 

-
Source: Pri11w1J1 data 

M inimum 
--

I 

I 

2 

·-
2 

I 
- -

I 

---
I 

- -
2 

----

43 

---- -
Std. 

Maximum Mea n Deviation 

5 3.77 1.321 

5 3.39 1.355 

-
5 4.44 .758 

- --
5 4.44 .683 

5 4.40 .771 ,. ___ - -
5 4.35 .780 

- -

-~ 5 4.3 l .753 

-
5 4.16 0.607 

-



The descriptive results in table 13 indicate a high mean of (4 . I 6.cr=-0.607). ·1 o support this finding, 

a mean or (4.44.cr 683) revealed that employees in this organization arc oriented as they indicated 

that they know exactly what is expected or them and reel certain about how much authority they 

have. l lowever. much as a high average mean was obtained, an average mean of"(3.39,cr= l .355) is 

not pleasant enough as revealed that knowledge obtained from induction docs not help them to 

succeed yet the education knowledge is importanL for nc\ emrants mainly. 

From the interviewj/ndings. one key i1?for111ant revealed that employees in this organization do not 

believe that "Knowledge obtainedfi'om induction has helped them to succeed". This study finding 

implies that in this organi::ation, employees/eel that the knowledge they get durinf!, induction, is 

not of much value asj(1r as their performance is concerning. This implies the induction process 

needs to be restructured to see that employee are in position to use the knowledge they acquire 

during induction to help them de!il ·ery quality services and thus improving on their pe1formance. 

4.4.3 .l Reg ression A nalysis Resu lts on the Contribution of Job Orientation Employee 

Performa nce 
A linear regression analysis was used for this study to measure the contribut ion or job orientation 

on employee per formance and the findings are presented in the model summary. /\ lQVA and 

coerficient table below. 

Table 14: Model Summ ary Results on Job Orienta tion and J<:mploycc Performance. 
Model Summary 

Model R R quare Adjusted R _ td. l ~ rror of the . 
Square Estimate 

I .542a .293 .284 .36615 

a. Predictors: (('onstanl) . Job orientation 
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The resu lt in table 14 or the model summary indicate that the model accounts for R2 (0.293) 
29.3% of the variance in employee performance with an adjusted R2 = 0.284 (28.4%). This 
implies that job orientation contributes 29.3% on employee performance and the 70.7% accounts 
fo r other dimen ion of career development other than job orientation in thi s study. 

Table 15 : J\SOV J\ Res ults on .Job Orientation and Employee Performance. 

Cocfficicn tsa 

Model Unstandardized Coe ffi cicnts Standardized t Sig. 

Coefficients 

13 Std. Error Beta 

(Constant) 2.591 .295 8.794 .000 
I 

.3861 .0701 .5421 5.sos I I Job orientation .000 

a. Dependent Variable: 1:111ployee pe1for111ance 

Results in the A i OVA table indicate above, indicate that job orientation is statistically significant 

in inf1uencjng employee performance. The significant resu lts in indicate P< .000 which is !cs than 

P< 0.01 or P< 0.05 sign ificant level. 

Table 16 : Coefficient Results on Job Orienta tion and J:<:mployee Performance 

Cocfticicn ts" 

Model Unstandardized Coerricients Standardized t Sig. 

Coerricients 

B Std. Error Beta 

(Constant) 2.591 .295 8.794 .000 
I 

.3861 .0701 .5421 5.5os I I Job orientation .000 

a. Dependent Variable: 1~·111ployee performance 

The cocrricient resu lts a constant of 2.591 and beta of (/]=0.386) at stati stical significant leve l of 

P<0.000 at which job orientation contributes to employee performance. This resu lt im plies that job 

' 
orientation has a lovv contribution to employee performance in this study. 
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4.4.4 Findings 011 l<: mployee Pe rformance 
Employee pcrrormancc according to the study \\as conceived as employee productivity, service 

deliver). quality or ""ork and timeliness. The research attempted to explore how employee 

performa nce is innuenced by career development within lJ 13 . To interpret the mean. a legend 

4.20-5.00 (very high): 3.4-4. 19 (hi gh); 2.60-3.39 (average): 1.80-2.59 (low); and 1.00-1. 79 (very 

Im ). The results arc summarized in Table 17: 

Table 17: Descriptive Findings on E mployee Performance 

( - 75) 

Variable items - - ------ -- -
r ree l unhappy when my work is not up to my 
usual standard 
I like to look back on the 
sense or a job we ll done 
I feel happy when I meet 
work supervisor 
- - -
Most of my time is spent 
dependable connection 
I try to th ink or ways ofd 
cffecti ely 

-

-

day's work v\ ith a 

- -
the set target by my 

while building 

- - - --
oing my job 

------ -
My opin ion ofmyselrgo cs down when I do 
this job badly 

- -- -
II. my organ izati on When I performance we 

gets a credit in service del ivery from the public 
- - -

I take pride in doing my j ob as wel l as I can 

Average mean 
--- ~--

Source: PrinWJJI data 

Minimum 
2 

--
2 

2 

I 

._ 
3 

., 

.) 

-- -
3 

2 

3 

-
td. 

Maximum Mean Deviation 
- - ---

5 4.44 .663 

- - -
5 4.47 .684 

- - --
5 4.36 .671 

5 3.29 1.037 

-
5 4.35 .581 

--
5 4.40 .593 

------ - -
5 4.31 .592 

-
5 3.96 .892 

-

5 4.20 .433 

The results in table I 7 indicate a high average mean of (4.20. cr=0.433). To support this result. 

respondents high ly agreed that they feel unhappy when their works is not up to the usual standard 
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at a mea of(4.44,0= 0.663) and at a mean or(-L-t7. 0= 0.684) it is re,·calcd that emplnycc in thi ::. 

organi1ation like to look back on the day"s \\ Ork " ith a sense of a job well done. I lo,, ever. despite 

or a high average mean an average mean or (3.29. a= 1.03 7) indicate th..: need to im1m)\ e on the 

time that cmplo~...:c~ in thi-. organization spcnc.J "hilc building dependable eonncction. 

Qualitative .fi11di11gs from interviews held ll'ith key informants re1·ectled that there are still some 

challenges a.fleeting employee perfbrmance as revealed that less employee relation in this 

organi=ation. it is believed that some employees like doing work on their own ll'ithout sharing nell' 

knoll'ledge ll'ith others 11 ith affects the performance of some group since good pe1:formnnce is 

associwed with if.\' hene.fits like promotion and extension or re11ell'al their contracts as most<>/ the 
I 

employees in this organi=ation are now working on contract basis. 

4.5 Multip le lkgrcssion Analysi Re ults on Career Development and Employee 

Perfo rmance 

/\ multiple linear regression analysis \\as u cd for thi tudy to measure which or the three 

dimensions or career development in thi~ ~tud)' highly predicts employee performance and the 

findings arc presented in the model summary./\ 10Y /\and coerticient table below. 

Table 18 : Model Summary Results on Caree r Development and Employee Performance. 

~odcl Summary 

Model R R Square Adjusted R Std. Error of the 

Square Estimate 

I .657a .432 .408 .33285 

a. Predictors: (Constant). Job orientation. Joh training. Career Mentoring 
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Results in table 18 above indicate that about 0.432 (43.2%) of the variation (Adjusted R2 - o.408) 

indicates how much of the dependent variable. employee performance can be explained by the 

independent variable career development (Job training, career mcmoring and job orientation). IL 
' 

implies that employee performance\\ as by the studied ub variables of career development of 

this study by 43.2% and 56.8% remains for other factors outside model used in this study that 

could affect employee performance other th an j ob training. career mentoring and job orientation. 

Table 19: Al\OV A Results o n Career Development and Employee Performance 

ANOV/\'1 

Model Sum of Squa res df Mean Square 

Regression 5.983 
.., 
.) 

Residual 7.8661 11 I 
I Tmal 13.8491 741 

a. Dependent Variahle: Employee performance 

b Predictors: (Constant). Job orientation, Job training, Career 
Men1oring 

1.994 

. I I I I 
I 

F 

18.00 1 

Sig. 

.ooob 

I 
I 

The results in table 19 indicate that the three sub variables of career development used in th is srndy 

significant ly contri butes to employee performance. The significant results were determined at 

signi ficant level of' Sig. 0.000 wh ich is less than P-Value of0.05 significant level. 
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Table 20: Coefficient Results on Career Develo pment and E mployee Performance 

C ocfficicn tsa 

NI ode I Unstandardized Coefficients Standardized t S ig. 

Coefficients 

13 Std. Error Beta 

(Constant) 2.055 .299 6.881 .000 
\ 

.0851 .1041 .1181 .8191 Job training .415 

Career Mentoring .3561 .125 I .4651 2.8441 .006 

1 Job orientation .0871 .0961 . 122 I .9051 .368 

The coefficient resu lt in table 20 above indicate a constant of 2.055. The result also indicate a 

beta or 0.356 at significant level or 0.006 for career mentoring implyi ng that career mentoring 

moderately contributes to employee performance. Both job training and job orientation arc 

statistically insignificant predicators of employee per formance: job training (fJ .085. p< .415). 

and job orientation (/J = .087, p< .368). compared to career mentoring. Therefore. it means in th is 

organi:ration. career mentoring contributes much towards employee performance. 

49 



CllAPTER FIVE 

DI ' Cl.' SIO~, SC:\n1ARY, O~CL ' 10~ Ai'\'U RECO~M F.~DATI01~. 

5.1 Introduction 
This chapter presents discussion and the sum mary of the study findings as presented in chapter 

fou r, conc lusions and recommendati ons plus areas for further research. 

5.2.0 Di ·cussions of .vtajor Finding of the tudy. 
lhis pre cnts discu. ion of major findings as they revealed in chapter four. 

-.2.1 ,Job Training and Employee Performance 
!'he stud) findings in chapter four indicate that this organization provides opportunit) for 

nC\\ comers to learn about the organ int ion. The e findings can be related 10 Lyons (2008) as argued 

1ha1 policies arc neccssar. 10 ensure that employee performance is evaluated. which in turn ensures 

that the appropriate traini ng and deve lopment take place. Wi th the help of' the performance 

appraisal reports and fi ndi ngs. the organi/at ion can be able 10 identify development needs. The 

findings funhcr indicate that majorit) of respondents agreed that there i · need of adequate 

emphasis to de\ clop managerial capabilities through training in m) organintion. rhi. finding can 

be upported b) literature revealed b) Mc~amara (2008) a noted that all the human resource 

de\ clopmcnt activi ties arc mean! 10 either improve performance on the present job of the 

individual. train new skills for nC\\ job or ne' ' pos ition in the future and general gro,q h for both 

intlividuals and organ ization so as to be ab le to meet organization' current and fut ure objectives. 

5.2.2 Career Mentoring a nd Employee Performance 
The study findings indicate that this organi/ation nominates individual employees for sponsorship 

and there is al"ay job promotion for better performance. The e findings can be related "ith 

Wright. (2003). tresses the importance orhuman rc. ource development LO organi;:ation suece S. 

Nlcntorship is such a factor in that it promotes guidance on career deve lopment and role modeling 

"h ich both contribute greatly to emplo1ec · s performance. 
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5.2.3 .Job Orientation and Employee Per fo rmance. 

The results on this objective revealed that they know exactly what is expected of them and feel 

certain about how much authority they have. This finding can related with the literature revealed 

by 13cnncll (200 I) as indicated that orientation was viewed as a special kind of training designed 

to help new employees to learn about their tasks. to be introduced to their co-workers and to settle 

in their work places a vital ingredient of internal corporate communication 

I 
' 

5.3 Summary of Major Findings 
5.3.1 . Job trainir1g and employee performance 
The study findings on th is objective indicate a signiCTcant contribution that job trai ning on 

employee performance. The contribution was observed at coefficient of determination R2 (0.310) 

of in tab le 7. This implies that in thi s organ ization, at least employees arc trained to improve on 

their performance either on their j obs or off their job. 

5.3.2. Career Mentoring and Employee Performance. 
It was revealed that career mentoring significantly contributes to employee performance. The 

significant contribution was obtained with a coefficient of determination R2 (0.41 8) as indicated 

in table I l in chapter four. To support this finding, majority of the respondents revealed that this 

organil'.ation nominates individual employees for sponsorship and there is always job promot ion 

for better pcrf ormance. 

5.3.3. Job Orienta tion and Employee Performance. 

The results on this objective ind icate that job orientation significantly con tribute on employee 

performance. The significant contribution attained with a coefficient of determination ofR2 (0.293) 

which is low and the results in table l 4 indicate that knowledge obtained from induction has helped 

employees to succeed at an average mean. 
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5.4 Conclusions 
5.4.1 .Job Training and Employee Performance. 

This objective aimed at determining how job training contributes to employee performance in 

lJ 13S . The results revealed that job training sign ificantly contributes to employee performance. 

Th is was resu lts revealed at a high average mean of (3.98, cr=0.597). I Iowcvcr. despite the fact that 

employees in this organizati on arc being trained. the resul ts further indicate that there is need or 

more emphasis to develop managerial capabil ities to employees in this organization. 

5.4.2 Career Mentoring and Employee Performance 
From the stud y findings o r this objective. the results revealed that career mentoring highly 

contributes to employee per formance in this organization wh ich was registered at a high average 

mean of (4 .05, cr 0. 565) as this organization nominates individua l employees for sponsorship and 

there is always job promot ion for better performance. /\ !though a high mean was revealed. there 

is still more need to give employees an opportunity to interact with key members in this 

organi;:ation . 

5.4.3 J ob Orientation and Kmployee Performance. 
The resu lts on thi s objective that j ob orientat ion significantly contributes to employee performance. 

This was revealed at a high average mean of (4. 16, cr- 0.607) as revealed that employees in thi s 

organization arc oriented to know exactl y what is expected of them. I lowever, the results ind icate 

the need to improve on the knowledge obtained from inducti on by employees to he lp them to 

succeed in terms or improved performance. 

5.5 Recom mendation 
5.5.1 Job Train ing and E mployee Performance. 

This study recommends this organization may make employee development a priority. This is a 

common interview question. Now that five years have passed, has your employee·s career goals 
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been achieved or. arc they stil l stri ving to reach their ful l potential within the organization if"thcy 

arc. maybe this is a good time to readdress those goals and plan according!). Work to close any 

skills gaps th at " ill not only help them achieve long-term goals. but will also benefit the 

organintion when their skills help you fulfill organization objectives. 

The researcher recommends that this organization may make sure that performance appraisals arc 

consistent. Regular and timely appraisals ensure employees know where they stand at all times. 

Conducting performance appra isals regu larly also keeps goals in the forefront of daily tasks. 

5.5.2 Career Mentoring a nd Em ployee Performance. 
This study recommends this organ ization may create new approaches to communication. Introduce 

new ways to communicate throughout the organization. Sponsor an employee talent show or put 

on own organ i:ration Olympic Garnes or charter ad-hoc employee teams that will look for ways lo 

cut costs or develop nc\ product offerings. This will help break old employee habits and 

organintional silos,' bi le building nc\v bridge . 

The study also recommends that thi s organizat ion may make it safe to communicate. l ~ncouragc 

employees to communicate regularly, honestly and openly. The best place to start with top officials 

and mangers. Model the behavior that the organization wants people to fo llow, and guess what 

they will. When employees know they can talk about their mistakes or ask any question. no matter 

how trivial. without judgment or punishment. then troubleshooti ng problems and leveraging 

opportunities will be faster, easier and far more effective. 

5.5.3 .Job Orientation a nd Employee Performance 
This study recommends that during the employee induction process, the trainer may use a lot of 

visuals. and try to avoid text based training. This is because human beings arc much more likely 
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to remember the images rather than tex t. It is also important to tell stories which provide an 

emotional connection to information. 

The study recommends to make the training even better, one can include participative learning 

methods by asking the questions and relating those questions to learners ' personal experiences. It 

is also a good idea to use assessments to improve content recall and retention. /\dditionally. the 

trainer must communicate the core values or the organization. 

5.6 Areas for F urther Study 
The study suggests that further research may be conducted on extraneous variable as it may also 

contribute to employee performance. It will also be interesting to investigate how other dimensions 

or career development oth'c;r than job training, career mentoring and job orientation contribute on 

employee per fonhancc. 

/\ similar study may be conducted 111 private organ izations 111 Uganda to determine how much 

career development contributes on employee performance for instance commercial Banks 
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Dear Respondent. 

APPENDI CL 
Appendix I QCESTION~AmES 

M) name is Caroline K)omugisha. a student at Kyambogo University pursu ing Master in Business 

Administration. /\m carrying out research on the career Development and Employee performance 

at l 1Nn:. I kindly request you to help me and answer the questions below. You have been chosen 

basing on your knowledge of the subject and experience with in the stud) area . The information 

given to me" ill be imporlflnt to the stud) and treated " ith utmost confidentiality. 

You arc kindl) rcque tcd to accurately re. pond to the question by ticking one an \\Cr appropriate 

to you and fi II in the most appropriate respon c. 

·1 han!.. ) ou. 

St<:CTION A: Demographic data 

Instructions; please ti ck the option you think is the most appropriate to you 

I . Gender 

a) \ilalc 
2. ge 

a) 20-29 b) D 30-39 

e) 40-49 d) D ' 50 and above D 

3. l·:ducation I ,cvcl 

Diploma 

Bachelor · 

I, 

D 
D 

60 

b) Female 



Postgraduate 

:'v1 asters 

PllD 

4. I .ength of Service 

D 
D 
D 

a) Below 2years D b) 2-5 years D c) 5- t 0 years D d) I 0 years and above 

5. Terms of Employment 1, 

a) Temporary staff b) Contract staff c) Permanent staff d) Others Specify ....... . ....... . 

l ~CTIO . B: Career Development and l ~mployee Performance Analysis 

For each of the follo.,,v ing Statements. place a tick in the bo ' that corresponds to how you feel as 
allocated: I Strongly Disagree, 2 Disagree. 3 eutral, 4 Agree. 5 Strongly Agree 

6 

7 

8 

10 

11 

1. Jo~rrai_ning 
-------~-

Statement 

- --·----
There is a well-designed and widely shared training policy 
in this organization 

1

1 My organi1:ation utilize benelits acquired from trai ning 
programs 

My organ izatiOn gives me the ~portunity fo r 
training 

My organization provides opportuni ty for newcomers to 
learn about the organization 

.~ -----
There is adequate emphasis to develop managerial 

pabi litics through training in my organization 

SD D N 

SD D 

SD D 

SD D N 

SD D N 

SD D 

y organ ization provides regular trai~ngto sta-ff:-s--i·n ___ _._S_I_) ._ f) 

all departments to enhance their performance 
-------- --~-
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~---
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________ _. .......................................... . 

2 

13 

Career Mentoring 

j State~1ent - - -- - - - - - --- - - ____ l_S_!_) j 6- N-
-- - - - - --- ------ I_ I __ --
My organ ization suggests specific strategics to accomplish J SD D 
work objecti ves 

rivr)1-org~n i;ation provide~ juni~7cmploycc with ------ SD D 

J specific guidance fo r achiev ing career goals 
--- ------- ---- --- --- ----t-----+ 

SI\ 

14 In this organization senior employees exchanges experiences SD D N A S/\ 
with junior employees to improve job problems in the 
workplace 

15 We arc given an opportunity to interact with key members in 
this organization 
-- -

16 ln this organization employees receive ongoing feedback on 
I 

t~cj r_E~_r_!_o:·manc~ ___ _ 
17 l am alv,}ays assigned to challenging work 

l8 My organizati on nominates individual 
employees for sponsorship 

---- -----

J\ SI\ 

SD J\ SI\ I 

SD A sf0 
SD !\ S/\ 

19 

3 

There is always job promotion for better performance 

.Job orientation 

Statement 

-- -- - - - --------- - -= [_1 

20 Job orientation significantly enhances and broadens the 
knowledge/learning of an employee 

21 l \.Vas well prepared for my job 

22 Knowledge obtained from induction has helped me to succeed 

23 I feel certain about how much authority I have 

24 I know exactly what is expected oCme 

25 l know what my r~sponsibilities 

A SJ\ 

SD D N A Sf\ 

SD D 

A S/\ 

SD D N A S/\ 

A SA 

A S/\ 

--- ----------------+- -- -
26 

27 

lam clear. planned goals and objectives for my job 

I 
[-know how to div ide my time properly according to my daily 
tasks 
---- ~-------------------
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~· Employee performance 
28 I I feel unhappy \\hen my work is not up LO my usual - D r [) 

standard I - -

29 I like to look back on the day's work with a sense nf ajob SD [) 

well done. 
SD-I 

I 

30 I 
-

I feel happy when I meet the set target by my work [) 

I supervisor _ __ _ ______ ()' 3 1 I Most of' my time is spent while building dependable L) 

32 I 
connection 

SD f D I try lo think of wars or doing my job effect ively._ 
33 \ily opinion of myself goes down ''hen I do thi s job badly. SD D 

34 When I performance \\'ell. 111} organi;1,ation gets ~redit in f SD D 
I crviee deliver) from the public 

35 . I take pride in doing my job as well as I can - - ----, D D 

I, 

Thank you for your time 
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I 
' Appendix ll: J;\T ERVIEW GUfD E 

I. I lo" is training conducted in this organii'ation? 

2. What problems do you face\\ ith regard to training and development " ithin )Our 
organ i1:ation? 

3. Please specify any ways you think training and developmen t in your organi1.ation can be 

improved. 

4. I lo\\ is career mentoring done in thi organization? 

What problems do you face with regard to career mentoring within your organi1:ation? 

6. Pica. e specif) an) ways )OU think career mentoring in your organintion can be 
improved. 

7. I low i job orientation done in this organization in this organization'? 

8. What problems do you face with regard to job orientation with in your organ i:tation? 

9. Please specify any
1
ways you think job orientation in your Organ izati on can be improved 

I 0. 1 llm doc. this organization measure employee performance? 

I I. What problems do you face with regard to employee Performance within your 
organ int ion? 

12. What . hould be done to improve employee performance in thi Organization? 
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