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1. Introduction 

 

Human resource has evolved overtime and much weight has been given to the supervisors and line managers. Due to rise of 

technology, high competition, globalization, changes in policies and emerging issue the task of ensuring high production has 

increase to the managers in human resources. The human resource department have extended three work to ensuring that workers 

are well motivated while also ensuring that there is high job retention. All organizations want to be successful, even in current 

environment which is highly competitive. This has intensified the need to improve employee’s performances and invariably that 

of the organization (Barney, 1995). Organizations are faced with a quickly changing environment and this has mean that they have 

to develop a more focused and coherent approach in how they manage people. The success or failure of any organization depends 

on its employee that how well they were motivated towards their work and with how dedication they are performing. Motivation 

plays a fundamental role in enhancing the employee productivity and performance. Employee motivation is directly linked to 

employee commitment, productivity and business profits. An organization should know about their employees that who are its 

great workers, who need training. Every employee has its own motivational factors that motivate them to perform their work 

effectively and efficiently. Some employees are motivated by recognition and some are by rewards. Organizations should know 

the needs of their employees. Motivated employees are productive, happy, committed and satisfied to their jobs. Ouchi (2004) 

organizations would be more profitable, effective and efficient when its workers are trust over them and this will lead to 

productivity, high level of involvement.  

Motivation strategies are practices that would ensure effectiveness and efficiency in human resource. This is possible through 

empowering worker through rewards, compensation, training, development, recognition and good working environment. The 

concept has been related to high productivity, low employee turnover and high employee performance. Motivation in commercial 

banks in Kenya was considerably low based on high task and low payments. Commercial banks in Kenya are expected to maintain 

their growth momentum on the backdrop of an unstable macroeconomic environment, domestic and regional expansion by banks 

increased use of ICT by banks and the increased economic activities through devolved system of government. The number of 

banking transactions undertaken through agents increased from 10.2 million registered in June 2013 to 10.6 million transactions 

registered in September 2013 (CBK 2013). This paper investigates effect of motivation strategies on employee turnover intentions 

among commercial banks in Naivasha, Kenya that contribute positively or negatively to the growth momentum. Besides a number 
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The concept of employee turnover is widely researched though very little has been done to examine the key factors 

influencing it. Commercial banks are always looking for innovation on their products and services, and continuously attract 

the best employees in order to win more customers in this high competitive market with unrealistic targets and uncertain 

working environment. However, little is done to address employee’s welfare to reduce turnover intentions that affect the 

commercial banks’ overall productivity. Motivation theories such as Hertzberg’s Two factor theory and Maslow’s Hierarchy 

of needs have been advanced to justify challenges in career growth strategy in commercial banks of Naivasha, Kenya. Main 

aim of the research was career growth opportunities as one of motivation strategies on employee turnover intentions in 

Naivasha, Kenya. Primary data was collected using self-administered questionnaires to employees and managers of 

commercial banks in Naivasha, Kenya. The study adopted descriptive research design since it supports case studies. Data 

analysis involved both descriptive and inferential statistical analyses. Descriptive analysis involved calculation of mean, mode 

and standard deviation while inferential statistical analysis involved linear regression analysis. Hypotheses were tested using 

correlation approach at 95% confidence level. It was established that there was a strong positive correlation between career 

growth strategies and employee turnover intentions. The regression results show that career growth strategies and working 

environment strategies have a positive influence on employee turnover intentions. A career growth strategy must address the 

need to attract, retain, and develop the talented staffs throughout the organization that are critical to meeting the organization’s 

goals.  
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of MFIs, Commercial banks currently operating in Naivasha include Equity Bank; Kenya Commercial Bank; Barclays Bank; CFC 

Stanbic Bank; Cooperative Bank and Family Bank. 

 

2. Review of Literature 

 

2.1 Theoretical Framework 

 

2.1.1 Maslow's Hierarchy of Needs 

 

Maslow’s Hierarchy of need is a motivation concept that explains the change of needs with change in social and financial 

status. The needs status from psychological needs to self-actualization that is from the lowest to the highest human need. Quality 

of work life can, be categorized into a lower-order and higher-order needs (Sergey, Ferity, Siegel and Lee, 2001). The lower order 

aspect of "quality of work life" is comprised of employees' health and safety needs as well as their economic and family needs, 

while the higher-order -quality of work life" consists of the employees' social, self-esteem, self-actualization, knowledge, and 

aesthetic needs. This explains the that workforce can be well motivated if each need is the hierarchy can be fulfilled. 

 

2.1.2 Herzberg's Motivation-Hygiene Theory (Two Factor Theory) 

 

Motivation and hygiene factors postulate by Herzberg in 1999. Separate one factor that explain dissatisfaction and another factor 

that leads to satisfaction as shown in table 1 below. These two factors contain motivation concepts that encourage satisfaction and 

factors that can create dissatisfaction. 

 

Table 1 Herzberg 2-factor theory 

Leading to dissatisfaction  Leading to satisfaction  

 Company policy  

 Supervision  

 Relationship with boss  

 Work conditions  

 Salary  

 Relationship with peers  

 Achievement  

 Recognition  

 Work itself  

 Responsibility  

 Advancement  

 Growth  

Source: (Herzberg, 1964) 

 

Separate into two types, one type involves the need to grow in one’s occupation as a medium of personal growth. The second 

type works as a vital base to the first and is connected with reasonable treatment in working conditions supervision administrative 

practices and compensation". Armstrong (2009) found that satisfaction of the needs of the second type does not motivate increase 

performance or establish job performance it’s just avoids dissatisfaction. 

 

2.2 Empirical Review of Literature 
 

Employees are seen as major contributors to organizations competitive advantage and as such for its to be maintained, 

employee turnover should be discouraged by management (Abbasi, 2000). Whilst the literature points to the fact that Employee 

turnover can have a negative impact on organization’s performance, it is not everyone who will abide by the idea and as such part 

of the literature will examine the key factors that cause employee turnover and the impact they have on major commercial banks 

in Kenya. Dibble (1999), suggests that compensation is correlated with employee turnover in business organizations of all types in 

the US. As Mghanga (2010) asserts, strategic management has become a very vital aspect in the 21
st
 century organization. This 

has been informed by the need for organizations to survive and prosper in an environment fraught with challenges. Although there 

has been an increase in the number of organizations embracing the process, few are able to bring it to its logical conclusion, which 

is the realization of the strategies so contemplated. This study wishes to provide a basis for the understanding of the process 

leading to development of strategies aligned at improving career growth prospects in order to minimize employee turnover 

intentions which in turn improves the organizational performance. 

 

Weng (2010) investigate on career growth as contributed by remuneration growth, promotions, professional development and 

career goal progress. In sample of 398 manager Weng (ibid) argued that remuneration and promotion can factored as one rewards 

which contributed to performance in the organization. Profession development and career goal progress contributed negatively to 

employee turnover intentions. According to Tsui, Pearce, Porter & Tripoli, (1997) employee relation is important to organization 

that provide career development to ensure that their high retention. Career development ties individual to the organization since 

this is termed as an investment, increasing commitment of employee (Weng, McElroy, Morrow & Liu, 2010). 

 

Karavardar (2014) did a study in Turkey with 226 auditors from 92 audit Finns in Turkey. The study evaluated the influence of 

organization career development on employee turnover intention. The study found that there was remuneration growth and 

professional ability development had strongly effect on turnover intention. In spite of this, career goal progress and promotion 
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speed had no significant effect on turnover intention. According to Chang (1999), individuals who seek career growth have higher 

expectations for career growth opportunities within their organizations. To the degree that individuals can meet their career 

growth needs within an organization, they are more likely to remain with that organization. Failure to meet these expectations 

would lead these individuals to seek employment opportunities elsewhere (Weng & McElroy, 2012). 

 

3. Research Methodology 

 

The paper used descriptive research design. It collected data from a target of 163 employees from commercial banks in 

Naivasha Kenya. A sample frame of 132 responded from KCB, Barclays, CFC Stanbic, Cooperative, Equity and Family banks in 

Naivaisha were give questionnaires. Primary data was analysed descriptive statistics (mean and standard deviation) and inferential 

statistics (Pearson Correlation). 

 

4.  Research Findings and Discussion  

 

On investigation the descriptive statistics results of career growth strategies and employee turnover intentions among 

commercial as well as correlation analysis were as given below: 

 

Table 2 Descriptive Results for Career Growth Strategies  

Item N Mean Std. 

Deviation 

Performance evaluation is periodical and transparent.  132 4.54 1.286 

Career advancement is not a threat to business growth in this 

organization 

132 4.28 1.224 

In house managerial training is relevant and credible externally 132 4.25 1.161 

Furthering education among staff is not a threat but a support to 

management 

132 4.19 1.258 

There is adequate room for career growth to support business  132 4.04 1.267 

Promotions correspond to merit among employees.  132 3.35 1.179 

Management Consultations are based on professionalism  to 

add value to business  

132 2.40 1.203 

Academic leaves are highly encouraged in this organization.  132 2.36 1.343 

Organization recognizes career growth for 

reward/compensation 

132 2.31 1.043 

The compensation plan respects meritocracy in this 

organization. 

132 2.18 1.141 

Valid N (list wise) 132   

    

On career growth strategies, performance evaluation is periodical and transparent had the highest mean of 4.54 (= strongly 

agree). Career advancement is not a threat to business growth in this organization had a mean of 4.28 (= agreed). In-house 

managerial training is relevant and credible externally had a mean of 4.25 (= agreed). Furthering education among staff is not a 

threat but a support to management had a mean of 4.19 (agreed). There is adequate room for career growth to support business had 

a mean of 4.04 (= agree). These results agree with those of Europhia (2008) who found that career growth is much more important 

than salary in Europe or America but it is counted equivalent to salary in Asian context.  

 

Moving up or moving out counts career growth as basic for turnover. They also agree with that of Rampur (2009), who found 

that High employee turnover could also be due to no potential opportunity for advancements or promotions. The study also found 

that employees prefer other companies which may provide them with higher posts and increased compensation packages. 

 

Promotions correspond to merit among employees had a mean of 3.35 (= agreed). Management consultations are based on 

professionalism to add value to business had a mean of 2.40 (= disagreed). Academic leaves are highly encouraged in this 

organization had a mean of 2.36 (= disagreed). These results are in contrast to those of Tsui, et. al. (1997) who found 

organizations that provide mechanisms for employee career growth create a mutual investment type of relationship with their 

employees. It is thus important for organizations to ensure that they develop and maintain transparency openness when promoting 

employees to so as not to create a negative feeling among the remaining staff. 

 

Organization recognizes career growth for reward/compensation with a mean of 2.31 (= disagreed). According to Weng (2010) 

career growth consists of four factors’ career goal progress professional ability development promotion speed and remuneration-

growth. Results from a sample of 396 managers failed to confirm the four factor model showing instead the need to collapse 

promotion speed and remuneration growth into a single facet rewards. The three remaining dimensions of career growth were 

negatively related to turnover intentions and affective occupational commitment was found to partially mediate these 

relationships. In the current study the results confirm that career advancement is not a threat to business growth in this 
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organization, in house managerial training is relevant and credible, furthering education among staff is not a threat but a support to 

management and there is adequate room for career growth to support business as the respondents agreed with all of them. 

 

Compensation plan respects meritocracy in this organization had a mean of 2.18 (= disagreed). The results agree with those of 

Karavardar (2014), in Turkey who found that professional ability development and remuneration growth have strong influences 

on turnover intention. They also found however, that career goal progress and promotion speed had no significant effect on 

turnover intention. In the current study the respondents slightly agreed that promotions correspond to merit among employees.  

 

Table 3 Descriptive Results for Employee Turnover Intentions 

Item N Mean Std. 

Deviation 

In case of an opportunity in another organization, I 

would be willing to take up the offer. 

132 4.54 1.246 

My wish is to work for this bank for a period of time 

then join another industry/sector  

132 4.18 .863 

My knowledge/skills are underutilized in this bank.  132 3.85 .788 

I joined this bank as the only job/offer available.  132 3.03 1.414 

This bank does not provide adequate room for career 

growth. 

132 2.48 1.364 

I miss the work place while on leave 132 2.29 .890 

I am satisfied with terms of service offered in this 

bank.  

132 2.07 1.375 

I am tired of working in the banking sector.  132 1.92 1.332 

 

The results regarding employee turnover intentions show that in case of an opportunity in another organization, I would be 

willing to take up the offer had the highest mean of 4.54. This corresponds to a response of strongly agree on the Likert scale. My 

wish is to work for the banks for a period of time then join another industry/sector was third with a mean of 4.18 which also 

corresponds to a response of agree on the Likert scale. This was followed by my knowledge/skills are underutilized in this bank 

with a mean of 3.85 also corresponds to a response of agree on the Likert scale. 

 

I joined this bank as the only job/offer available was with a mean of 3.03 which corresponds to a response of neutral on the 

Likert scale. The respondents thus neither agree nor disagree with the statement as a whole. This can be interpreted to mean that 

majority disagree that they joined their respective bank as the only job/offer available. The respond to the bank not providing 

adequate room for career growth was with a mean of 2.48. This corresponds to a response of disagree on the Likert scale. 

Therefore, the respondents are confident that the respective banks do provide adequate room for career growth. I miss the work 

place while on leave was in eighth position with a mean of 2.29. This corresponds to a response of disagree on the Likert scale. I 

am satisfied with terms of service offered in this bank had a mean of 2.07. This also corresponds to a response of disagree on the 

Likert scale. I am tired of working in the banking sector had a mean of 1.92. This also corresponds to a response of disagree on the 

Likert scale and shows that the respondents would still prefer to work in the banking sector. 

 

The results agree with that of Barney (1991) who found that four characteristics of resources and capabilities are important in 

sustaining competitive advantage’s value rarity inimitability and non-substitutability’s from this perspective the collective 

learning in the workplace by managers and non-managers especially how to coordinate workers’ diverse knowledge and skills and 

integrate diverse information technology is a strategic asset that rivals find difficult to replicate. 

 

Table 4 Correlation Analysis 

 Career  

Growth Strategies 

Employee  

Turnover Intentions 

Career  

Growth Strategies 

Pearson Correlation 1  

Sig. (2-tailed)   

N 132  

Employee  

Turnover Intentions 

Pearson Correlation .734
**

 1 

Sig. (2-tailed) .000  

N 132 132 

 

The correlation between career growth strategies and employee turnover intentions is 0.734 (p value = .000). This means that 

there is a strong relationship between career growth strategies and employee turnover intentions. 

 

5. Conclusions and Recommendations 
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The paper concluded that in career growth strategies, the most important factors were that performance evaluation is periodical 

and transparent. Career advancement was not a threat to business growth in these organizations. Overall, there was a strong 

positive relationship between career growth strategies and employee turnover intentions. This indicates that commercial banks in 

Naivasha, Kenya with career growth strategies for their employees recorded lower employee turnover intentions. 

 

The paper recommends that career growth strategy must address the need to attract retain and develop the talented people 

throughout the organization who are critical to meeting the organization’s goals’ Its looks beyond the current business needs and 

sets into motion talent sustainability. These will provide the critical link between the many talent components and the top 

management. The top management or executive should also be committed and engage in critical talent identification, development 

and succession. Employers can reap the benefits of highly committed employees if they provide the long-term career development 

which contributes to career success.  
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