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ABSTRACT

The study sought to examine the effect of career development on employees’ performance at GardaWorld Security Company in Tanzania Dar es salaam. The study was guided by three objectives; to determine the effect of career planning on employees performance of Garda security company  to determine the effect of employees performance at GardaWorld security company and lastly  to determine the effect of Mentoring on  employees performance at GardaWorld security company.  The study used super’s theory of career development and a positivist philosophy. A deductive design as a quantitative approach was applied in this study. A sample of 378 was drawn from 7,000 employees. Structured questionnaire was used to collect data. Descriptive statistics, Pearson moment correlation and multiple regression analysis were used to test relationship between career development independent variables on employees’ performance. The study found that career planning was positive significant effect to predict employees performance, secondly training was found to be positive and significant to predict employees performance and  lastly mentoring was found to be positive significant to predict employees performance . The study recommends that GardaWorld Security Company should have a strong career planning program, training programs to all employees and clear policy on mentoring practice.
Keywords: Career Development, Career Planning, Training, Mentorship and Employees Performanc.
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CHAPTER ONE

INTRODUCTION

1.1 Overview 

The background, statement of the research problem, objectives of the study, and research questions, significance of the study, and organization of the study report are all covered in this chapter.
1.2 Background of the Problem 

The study of successful organizational change and effectiveness is known as organization development (OD). One of the key values of organizational development (OD) is that it allows each individual in the organization, as well as the organization as a whole, to reach their maximum potential (Henderson, & Boje, 2015). Individual development include activities that enhance awareness and distinctiveness, develop potential and capabilities, build human resources and promote employability, enhance quality of life, and contributing to the achievement of dreams and ambitions (Bayar, 2014).
Over the span of a person's entire life, career development, which is the lifelong method of managing employment and work experience within or across organizations, takes place. Formal and informal efforts for developing others within roles such as teaching, guidance, and counseling are included in the notion. In the context of institutions, personal development refers to the strategies, programs, instruments, procedures, and assessment systems that facilitate human growth at the individual basis in enterprises (Bamgbose & Ladipo, 2017). Employees must take an active role in creating and implementing their individual training programmes for their career growth, according to many modern firms. Mergers, acquisitions, and downsizing in the 1980s and 1990s resulted in managerial layoffs, as well as managers realizing they can no longer rely on their companies to plan their career for them (Kemal & Shahid, 2012) 
In many nations, the major architecture of public service employment has traditionally been developed around the premise that operating for governments is fundamentally different from living for other employers, necessitating a unique employment structure. Civil sector employment have typically provided a high amount of job stability, or even "jobs for life."  However, many areas of public service employment have lost their originality during the last two decades and have become relatively comparable to the general employment system (Van, 2013).
Many firms have been working to build result-oriented organizational cultures where individual and unit performance is connected to organizational goals in Nigeria's contemporary climate, where authorities are facing the challenges of reforming public services. Effective career management systems, it has been said, can aid in the creation of result-oriented cultures by giving objective data that allows workers to establish meaningful performance distinctions in order to reward top performers and cope with poor performers. 
Many people regard "career" as an elitist phrase that refers to advancement up a hierarchical ladder inside an organization or profession. People were once thought to "choose" their careers, which then evolved in a predictable manner. However, the fact was that some people had a career while the majority merely had a job, and many of them did not even have that (Mustapa, Noor, & Abdul, 2019). A person's work identity is formed via the process of career development. It is an important aspect of human development that occurs throughout a person's lifespan, beginning when the person first becomes aware of how other people make a living. This idea of career advancement has been fragmenting for some time (Kujamäki, 2021). Organizations are continually exposed to change due to the rapid pace of change brought on by technology and economic globalization. They are less likely to make long-term commitments to individuals, and when they do, it is in exchange for flexibility in the roles and activities they will undertake. As a result, job security is increasingly based on employability rather than employment. 

Individuals who want to preserve their employability, according to Smith (2010), must be willing to learn new skills on a frequent basis. As a result, careers are increasingly being considered since "built" rather than "selected," as people make a succession of decisions about study and work throughout their lives. Career development in this sense does not have to be limited to a select few: it can and must be made available to everyone. 
Our goal is to evaluate GardaWorld workers' performance through career management and development, which is based on three important components of human resource strategies: planning, training, and mentoring. The goal is to grasp the notion of career development and management, which will lead to more effective human resource planning, succession, and pay and reward systems, as well as a better knowledge of the impact of different levels of management on career management and development.
1.3 Statement of the Problem 

This study touches those recruitment policy areas of Tanzania organizations which have their own importance but are still neglected. The problem of succession and retention of institutional knowledge when the workforce comprised of many generations is constantly shifting between organizations, and organizational levels (Marks, 2013). The career path is nowhere near as straightforward as individuals expected it to be. Uncertainty is high across all job functions, levels, and sectors. According to Amani and Mkumbo (2018) career guidance research in developing countries and particularly in security companies in Tanzania shows that when people are in the process of choosing careers, they fail to do self assessment that helps them to learn all about their personal characteristics. 
Personality type, interests, aptitudes, and work-related values make all of us who we are. These personal characteristics play a significant role in career development since they influence which occupations we find satisfying, as well as the types of work environments in which we will succeed. It is common knowledge that most people find themselves working in security companies in Tanzania just for the paycheck neither clear mentorship nor proper training (Amani & Mkumbo ,2018). They keep up with their bills but do not have job satisfaction in any way. They go after other opportunities but feel inhibited due to poor career management. 
Again, most people who find themselves in security companies work environments in Tanzania may have physical, mental, and emotional impairments that inhibit effective job performance. Some people are better suited to some careers than others due to physical and mental abilities, and limitations. 
The challenges of lack of skilled labour, heavy competition among institutions, technological problems, and low productivity lead to a high rate of poor performance and poor product implementation while placing a serious limitation on product expansion and increase in productivity. It is against this background that this study is being carried out to appraise career management and organizational development at GardaWorld Security Company in Tanzania
1.4 General Objective

The general objective of the study was to examine the effect of career development on organizational performance. The study was guided by the following specific objectives:

1.5 Specific Objectives

i. To determine the effect of career planning on performance of GardaWorld security Company employees 
ii. To  determine the effect of  training   on performance of Garda World security Company employees 

iii. To determine the effect of mentoring  on performance of Garda World security Company employees 
1.6 Research Questions 

i. What is  the effect of career planning on employees performance of Garda World security Company  
ii. What is  the effect of  training   on employees  performance of Garda World security Company  
iii. What is  the effect of mentoring  on  employees  performance of Garda World security Company 
1.7 Significance of the Study

The research will help firms retain high performance by concentrating on career development methods that lead to increased employee motivation, lower employee turnover, and succession planning. The findings of this study will be used by human resource managers in security businesses and other organizations interested in career development to evaluate viable ways that will appropriately address the lack of career advancement following training in the organization. 
This study will drive managers and staff at the Garda World Security Company in Tanzania to pay greater attention to their career selection and promotion strategies. The study's findings will give human resource managers with a wide understanding of how to effectively develop careers and attain organisational effectiveness. It will aid in the creation of new theories and add to the existing body of knowledge on career advancement. It may also benefit other human resource management scholars and MHRM students who wish to use the results for academic purposes.
1.8 Scope of the Study 

This study drove managers and staff at the Garda World Security Company in Tanzania to pay greater attention to their career selection and promotion strategies. The study's findings will give human resource managers with a wide understanding of how to effectively develop careers and attain organisational effectiveness. It will aid in the creation of new theories and add to the existing body of knowledge on career advancement. It may also benefit other human resource management scholars and students who wish to use the results for academic purposes.
1.9 Organization of the Study 

The proposal is broken down into three sections. The introduction, statement of the problem, overall objective, and specific objectives are all covered in the first chapter. It also goes through the research topics, the significance of the study, the scope, and how this proposal is structured. The second section is devoted to a literature review, which includes a definition of terms, a theoretical review, an empirical review, a research gap, and a conceptual framework. The third and last chapter discusses study philosophy, design, data collecting, and analysis.
CHAPTER TWO

LITERATURE REVIEW

2.1 Overview 

This chapter offers a review of the research's related literature. Previous study is valuable because it influences future research on the same topic. A conceptual framework is constructed based on the survey's variables, which serves as the original study framework. The chapter is divided into six sections: conceptual conceptions, theoretical review, empirical literature, research gap, conceptual framework, and hypotheses declarations.

2.2 Definition of Concepts

The definition of concepts section will present the key words definitions as they operationalized in this study. 

2.2.1 Career Development
The lifelong process of balancing life, learning, and work is referred to as career development. Individuals must plan and make decisions about their education, training, and job options, as well as obtain the necessary skills and information. Al-sharafi, Hassan, and Alam (2018) define career development as "offering opportunity for individuals to improve personally and professionally." Employees can be promoted and advance to higher positions within their organizations as a result of this. Al-sharafi, Hassan, and Alam regard career development to be one of the people management techniques that aid in retention management (2018). Career development, according to Gould (2017), includes opportunity for progression, secondment to other work areas or organizations, performance evaluation, career mentoring or coaching, and fair appraisal for career development practice. According to Gyansah and Guantai (2018), the Canadian Standards for Practitioners define career progression as the lifelong method of organizing learning, work, leisure, and transitions in order to progress toward a personally determined and advancing preferred future. Career development, according to Giley et al. (2002), is a process in which individuals and organizations work together to improve employees' knowledge, skills, competencies, and attitudes for present and future job assignments.
Some authors distinguish between two points of view when defining career development: employee and organizational. Career development refers to an employee's acquisition of new talents and new positions in which to put those skills to use on a regular basis. Regardless of the company's leadership, it is the employee's responsibility to ensure that their self-improvement and career development goals are met as planned (Khamis, 2020). Employees must evaluate what they expect from their current and future jobs. 
From the perspective of the company, career development entails aligning employees' career objectives with the organization's current and future needs and goals (Khamis, 2020). Career development, according to Ampoty (2014), is a continuous process that must be supported by the person's manager and the business as a whole because it is protected by human resource systems. Career development is defined by the author as continual organizational, managerial, and employee initiatives to develop and capacitate a company's human resources in order to meet the needs of both people and the organization.
2.2.2 Career Planning
Career planning, according to Lent (2013), is a career development approach that entails a constant journey of creation in which a person experiences his own occupational idea as a result of his own value system's skills or abilities, needs, motivations, and goals. Career planning is a continuous, purposeful process in which one determines the steps necessary to achieve one's career objectives. It is a process in which an individual explores herself/himself, considers what she/he wants to be in the long run, what she/he is capable of, and explores her/his abilities; strategically plans his/her career objectives; and takes action in order to match an individual's career goals with available organizational opportunities. 
Career planning, according to Amdany (2017), is a purposeful process of getting to know individuals ’ ability to be certain of where you'll have to head career-wise and also what you like to be in the future. Career planning, according to Chetana & Mohapatra (2017), is a process by which individuals assess their personal skills, knowledge, and abilities and take measures to achieve their career goals. It included five essential elements in the job career: (1) self-evaluation, (2) career opportunities research, (3) performance goals, (4) organized and coordinated, and (5) review (Chetana & Mohapatra , 2017).
2.2.3 Employees Training
Training is the process by which education, instruction, development, and planned experience formally and systematically modify behavior (Lytovchenko, 2016). Employee training is a work program that equips employees with specialized knowledge and skills in order to help them perform better in their existing positions. While most businesses recognize the value of initial job training and onboarding new employees, many fail to invest in ongoing training and development, paying a hefty price in terms of lost talent, productivity, and revenues (Elnaga, & Imran, 2013).
2.2.4 Mentoring
Mentoring is a career management practice that involves assisting and supporting employees in managing their own learning in order to improve effectiveness, develop their skills, improve their performance, and become the person they want to be while remaining aligned with the organization's goals (Paul, Carmel, &Carmel, 2015). Mentoring helps employees reach their full potential; thus promoting their personal and professional development in a supportive way, mentorship enhances leadership and coaching skills in current and future managers. 
2.2.5 Organization Performance
Consists of an organization's real output or results. According to Richard (2009), organizational performance is divided into three categories (return on assets, profits, return on investment). It is described as a comparison of an organization's actual outputs or results to its expected outcome (or goals and objectives). Human Resource Practices and Organisational Effectiveness in the New Normal: A Case Study explains more. Comprises an organization's actual output or results as compared to its intended outputs (or goals and objectives). According to Aguinis (2019), it is a comprehensive concept that encompasses what organizations do, generate, and achieve for the different stakeholders with whom they interact. Strategic planners, operations, financial, legal, and organizational development experts are all concerned with organizational performance.
2.3 Review of Related Theories

Two theories were reviewed for the purpose of this study. The reinforcement theory and Super’s Theory of Career Development
2.3.1 Reinforcement Theory 
Reinforcement theory was used in this study to further clarify the concept of career progression. Skinner (1972), a behaviorist, proposed the reinforcement hypothesis. One of the oldest theories of motivation, the Reinforcement Theory, describes behavior and how humans act. In today's field of psychology, this notion is referred to as "behaviorism" or "operant conditioning." "An individual's action is a result of its effects," says this idea (Management Study Guide 2013). People are more likely to participate in desirable behavior if they are rewarded for it, according to reinforcement theory. 
People repeat behaviors that are favorably rewarded and avoid behaviors that are penalized, therefore unrewarded behaviors are less likely to be repeated. Managers can influence their juniors' behavior by reinforcing acts that they think favorable (Nzuve, 2007). A continuous reinforcement schedule encourages the intended behavior every time it is displayed, whereas an intermittent reinforcement schedule does not reinforce the desired behavior every time it is demonstrated. Only enough reinforcement is given to ensure that the behavior is repeated (Saleemi, 2006).
Because, according to Gupta (2008), coaching occurs between employees and supervisors and focuses on examining employees' performances and taking measures to maintain effective performance and correct ineffective performance, the researchers have posited that the reinforcement of behavior is related to learning and development techniques that the instructors use when conducting employee coaching, mentoring, and on the job training of employees. Mentoring also include assisting the employee in learning the ropes and preparing them for further responsibility (Gupta, 2008). All of these strategies, according to the researcher, were used to encourage and reinforce productive behaviors while discouraging ineffective ones. 
Positive reinforcement motivates people to perform more efficiently, which is one of its benefits. When employees learn that their great performance is rewarded with pleasant outcomes, they begin to respond to the programming of reinforcement theory. The idea has been critiqued on several levels for being a theoretical approach to analyzing human behavior. For starters, it has been accused for using circular reasoning, since it appears to suggest that reinforcement increases reaction strength while defining reinforcement as being something that enhances response strength.
2.3.2 Super’s Theory of Career Development

Super came up with this theory (2000). He proposed that professional growth and choice is fundamentally a process of forming and implementing one's own self idea. Self-concept, according to Super (2000), is the result of intricate interactions between a variety of factors, including health and growth, previous anecdotes, and environmental qualities and stimulation. Whereas Super assumed that the process of growth and maturation is governed by an organic mechanism, recent articulations of Super's theory (Savickas, 2002) have advocated for a greater focus on the effects of social environment and the reciprocal interaction between the individual and the environment.
Growth, discovery, establishment, maintenance (or administration), and disengagement are the stages outlined by Super (2000) in a life stage developmental paradigm. Each stage requires the successful completion of occupational developmental activities that are socially expected of people in the relevant chronological age range. For example, an adolescent in the exploration stage (ages 15 to 24) must deal with the vocational developmental stages of crystallization (a cognitive process involving an understanding of one's interests, skills, and values, and pursuing career goals consistent with that understanding), specification (making eight tentative and specific career choices), and implementation (finding a job that fits one's preferences, skills, and values) (taking steps to actualize career choices through engaging in training and job positions).
Super's (2000) theory's contextual emphasis is most clearly illustrated through his presupposition of roles in life and adult's life. At any one time, one's life is made up of several roles, such as kid, student, objectives can be achieved, citizen, worker, mother, and home. As one progresses through life phases, the importance of many life roles shifts, although at any given time, two or three roles may take center stage, while others remain on the periphery. The constellation of multiple life roles that one is performing at any given time in various contexts or cultural "theatres," such as home, community, school, and employment, is referred to as life space. When people's ability to cope with the demands of their numerous roles is limited, role conflicts, interference, and confusion are likely to occur.

2.4 Empirical Review
The empirical review adopted in presenting reviewed articles based on world wide context review, African connect review and Tanzania context review 
24.1 Worldwide Context Review 

Katharina and Dewi (2020) investigated the impact of career advancement on employee performance using work satisfaction as a mediator variable. The research was carried out in Indonesia's Inna Sindhu Beach Hotel & Resort. A questionnaire was used as a research instrument to collect data. Stepwise regression (path analysis) and multiple tests were employed as data analysis approaches. All of the hypotheses were shown to be correct. At the Inna Sindhu Beach Hotel & Resort, career development has a positive and significant impact on job satisfaction, professional growth has a positive and significant impact on job performance, employee satisfaction has a significant and positive effect on employee performance, and job satisfaction mediates the impact of career development on employee performance.
Sofia, (2020) conducted a study on the Influence of Training and Career Development to Employee Performance Among Academic Civities At Sekolah Tinggi Ilmu Ekonomi Muara The unit of analysis in this study is individual employees of academic activities. The population in this study is all employees of academic activities which amounted to 63 employees. The sampling technique in this study was carried out with saturated sampling technique. The data analysis technique used is multiple linear analyses. The results showed that training and career development both partially and simultaneously had a significant effect on employee performance.
2.4.2 African Context Review 

The impact of organizational commitment characteristics on employee performance among academic staff at Oyo State-owned tertiary institutions was investigated by Folorunso, Adewale, and Abodunde (2014). The individuals were chosen using a multi-stage sampling technique by the researchers. As a result, the total sample size is 197 respondents drawn from two institutions' payroll lists. The Organizational Commitment Questionnaire (OCQ) and Workers Performance Questionnaire (WPQ) were utilized to collect information from the study's participants (EPQ). The data was analyzed using both Pearson’s Product Moment correlation Coefficient values and Multiple Regression Analysis. The findings demonstrated that organizational commitment factors influence academic staff performance in Oyo State-owned tertiary institutions both jointly and career development
Muthumbi and Kamau (2021) conducted research at Deloitte Limited in Kenya on the impact of career advancement on employee performance. Using quantitative research methods, the study used a descriptive survey study design. The study's target demographic consisted of 500 employees from Deloitte Limited in Kenya. The sample size was created by 116 respondents, who were chosen using a stratified random sampling procedure. Structured questionnaires were used to collect information. With the use of the Statistical Package for Social Sciences, the analyzed using descriptive and inferential analysis (SPSS). Career development has a good and impact on employee performance, according to the study. Employee performance was favorably and significantly associated with career growth, according to the findings. Training programs, career guidance and mentorship, and mobility programs were regarded as important parts of professional development.

Irefin and Mohammed (2014) looked at the impact of work engagement on organizational performance at Coca-Cola Nigeria Limited. Much of the motivation for studying employee commitment originates from apprehensions about the potential behavioral implications. A five-point numerically scaled Likert-Type questionnaire was created and distributed to Coca-Cola Nigeria Limited employees. The Pearson Correlation Coefficient was used to test the research hypotheses. The findings reveal that: the degree of employee commitment among Coca-Cola Company Plc employees is quite high; there is a strong link between employee organizational commitment and employee performance; and there is also a strong correlation between employee support and employee turnover.
The influence of organizational culture on job performance among employees in the Nigerian hotel business was researched by Oyeniyi, Adeyemi, and Olaoye (2017). The study specifically looks at the impact of emotional commitment, continuous commitment, and normative commitment upon job performance among Nigerian hospitality workers. This study conducted descriptive survey research, with data collected from 75 respondents in chosen hotels and restaurants in Osun State, Nigeria, using a standardized questionnaire and personal interview. Pearson Product Moment Correlation Coefficient (PPMCC) and Linear Regression were used to analyze the data. Affective commitment (= 0.067; t = 0.380; P > 0.05) and continuation commitment (= 0.082; t = 0.546; P > 0.05) had a favorable but small impact on job performance, according to the findings. Normative commitment (= -0.080; t = -0.569; P > 0.05) has a negative but small impact on job performance, according to the findings.
Brenyah (2019) investigated the Ghana Police Service's managerial success for career development and its impact on employee commitment. A cross-sectional questionnaire survey has been used to validate this concept. Morgan and Krejcie sample determinant table was used to choose two hundred and seventy-one (271) junior and upper individuals from the Ghana police force headquarters in Accra who completed the survey instrument using a multi-stage sampling procedure. The hypotheses were investigated using Statistical Package for Social Sciences and linear and hierarchical regression analytic techniques (SPSS). Organizational support for professional growth seems to have a considerable impact on higher levels of engagement, according to the findings. Personnel felt a lack of organizational support for professional advancement once again. Organizational support for professional growth and organizational commitment were moderately affected by personal variables such as age, gender, and educational level.
2.4.3 Tanzania Context Review 

Njoku,(2020) used the Nigerian Bottling Company Enugu as a case study to evaluate the impacts of planning process on organizational performance. The goal was to determine whether strategic planning had an impact on the overall performance of the company. The study's technique was survey design, and the target group was 180 members of the Nigerian Bottling Company Enugu's employees, with a sample size of 124 calculated using Taro Yamen's formula. The findings of the study reveal a link between good strategic planning and organizational success, as well as a lack of responsibility. NAHODA, (2020) Studied on the Impacts of Career Development on Employees’ Performance: A Case of TRA-Headquarters. The study employed a case study research design, adopting both qualitative and quantitative approaches. Simple random sampling was applied to select 43 respondents who were required to complete the questionnaires; while purposive sampling was used to select 3 respondents for interview. The findings of the study show that, training enhances employee’s performance. 
Performance is also enhanced by career planning through development of career path and career goal. As career effects promotion and morale, it improves the performance of TRA staff. The study recommends that, performance should be maintained through provision of training to staff, enhancing career mobility, improving career awareness to triggers employee career development, and initiating more programs to utilize career opportunity. TRA should also build capacity of Human Resource Officer to enable them provide career consultation to TRA Staff and to support their career development and performance. at Tanzania Revenue Authority (TRA) - Headquarters.
Khamis (2019) used a survey design, a questionnaire, and an interview to investigate the effects of training on employee performance: a case study of the Zanzibar Social Security Fund (ZSSF). The findings revealed that the ZSSF is committed to providing a wide range of trainings, including on-the-job training, orientation training, and coaching training. Furthermore, the findings revealed that ZSSF employs a variety of approaches to train its personnel. The lecture, power point presentation, and discussion methods were used. The findings revealed that distance training approaches that limited employees' travel while lowering training costs at the ZSSF were rarely used. Furthermore, the findings revealed that the ZSSF occasionally encounters issues that disrupt the training timetable. These issues included a lack of cash, a lack of time, and partiality. Finally, the findings revealed that the trainings provided by the ZSSF improved customer service and record keeping.
In a study performed by Samuel (2016) titled Challenges Facing Employees' Career Development: The Case of Clinical Stores Department Staff in Medical Store Departments in Dar es Salaam region analyzed using qualitative and descriptive statistics, it was discovered that there are employees with knowledge of training and development in MSD, despite the fact that they have different meanings such as improving skills and competence as well as professional development. The investigation also indicated that, despite the fact that training was a company policy; employees had limited opportunities for training. It was also discovered that employees who had the opportunity to obtain training had an edge in terms of growth and promotion opportunities following training, and that employees occasionally had the ability to change the nature of their employment after training.
In the case of training and career development, the study shows that training and development programs made a reasonable contribution to employees' career development in numerous aspects, including promotion and performance improvement. The majority of employees aspired to these goals. However, the study found that there were few training programs and that they were plagued by a shortage of assessment of training needs, prejudice in selecting individuals for training, training programs that lacked creativity, and poor career development strategies.
Before training, the study suggests conducting a training needs assessment to reflect every need of employees and the organization; employee training goals should be associated with organizational in priority terms; employees should be given the opportunity to share their career aspirations with management; and MSD should design human resources policies that are more responsive in building relationships between employees and management. While the study provides insight into the relationship between training and career development, it is one-dimensional, so other dimensions such as succession planning, career planning, and career counseling should be explored, as well as different methodologies to provide a more comprehensive understanding of the subject matter.
Another study conducted by Mbwambo (2015) in the banking industry from Wami NMB branch Morogoro Tanzania with the title Assessment of Career Advancement Practice in Commercial Banks in Tanzania: the Case of NMB Wami branch, which is more qualitative in nature, found that employee career development is determined by manager's decision, nature of the job, and organizational culture. The decision of a management to invest resources and provide assistance for employee growth, such as training fees, is critical to career advancement. Similarly, the nature of the profession has been found to limit career development, as the banking business is more sensitive and requires already skilled workers, as well as being extremely time consuming, leaving little time for thinking about career advancement, according to the source. The study suggests, among other things, that the bank create a favorable environment for career progression by reviewing bursary and application policies and procedures; that management make fair decisions about career development in order to strike a balance between profit and employee advancement; and that the bank's culture incorporate career development practices rather than focusing solely on customer service. The study only considers management and organizational aspects, leaving out individual employee-related factors, which are critical to current career advancement requirements. Similarly, the suggested study and this study have different contexts.
 2.5 Research Gap

They consider additional training and its relationship to career development to other careers at the expense of other factors such as career planning, succession planning, and career counseling on career development, making them appear single-dimensional and less comprehensive. Similarly, there is a difference in context from previous research because they are primarily in the banking industry, with a diverse population and geographic area. Indeed, in the context of Tanzania, information on career growth is still lacking.
This study is indented and worthwhile to fill contextual gaps such as knowledge and theoretical gaps where new ideas in career development such as mentoring will be investigated, methodological and practical gaps where the study will propose to human resource managers on the best ways to improve the careers of their employees in relation to the Tanzanian context. Furthermore, the study was done in a security firm and management, as well as contextual situations that differ from past studies. Third, theoretically, the study aims to determine the application of Unlike other research, this one will be based on Skiner's (1972) reinforcement theory and Super's Theory of Career Development (2000). 
2.6 Conceptual Framework 
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Figure 2.1: Conceptual Framework 

2.7 Theoretical Framework

2.7.1 Career Planning on Employee Performance 
Organizations have difficulty in retaining high-performing individuals in today's globalized and competitive business world. Organizations that want to stay competitive integrate career path in their strategic plans to help employees grow and keep their jobs (Donner & Wheeler, 2001). "Careers involve patterns of work experiences that evolve over time," Hedge and Rineer (2017) note, "and persons typically advance through each consecutive career stop along this evolutionary route" . Employees need to see long-term plans of future chances presented to them because careers are not static. According to a survey of 12,000 employees conducted by CEB (2015), a best practice and people management company currently owned by the technology research and advisory firm Gartner, the major reason employees left their former positions was the lack of prospects for advancement. Managers and their employees can explore career opportunities in the workplace during career planning conversations.
In this study, I define career planning as the process by which a person identifies his or her abilities, interests, knowledge, abilities, and ambitions; identifies the jobs or positions that match those capabilities; and plans the steps and actions that was increased the likelihood of obtaining those jobs. In order to support an employee on their chosen professional path, they will need the assistance of a mentor or contributions from their boss. Career planning is based on the notion that once a person begins working for an organization, he or she will seek opportunities to move up and around the business's functions, or out if none exist. Hedge and Rineer (2017) define career planning as "the discussion and study of an individual's various professional routes based on his or her talents, weaknesses, interests, and potentials." It assists people in identifying future job alternatives that will give them with both satisfaction and challenges that will keep them active and interesting.
2.7.2 Training on Employees Performance 
Training has long been acknowledged as one of the most important responsibilities within HRM, and academic writers have paid close attention to it (see e.g. Gordon 1992, Beardwell, Holden & Claydon 2004). As a result, there are many different meanings of training. Gordon (1992) defines training as "the planned and systematic alteration of behavior through learning events, activities, and programs that result in participants attaining the levels of knowledge, skills, competencies, and abilities necessary to carry out their task effectively." According to several of these academics, the current acknowledgment of the importance of training has been greatly affected by the increase of competition and the greater success of firms that place a strong emphasis on staff development (Beardwell et al, 2004). In addition to the foregoing, Beardwell et al. (2004) state that technological advancements as well as organizational change have steadily led some employers to recognize that their success is dependent on their employees' skills and abilities, necessitating a significant and ongoing investment in training and development.
2.7.3 Mentoring on Employee Performance  
This entails having more experienced personnel mentor the less experienced ones (Devanna, Fombrun & Tichy 1984; McCourt & Eldridge 2003, 256; Torrington et al. 2005, 394 - 395). Mentoring, according to Torrington et al. (2005, 394–395), provides a wide range of benefits for responsibility development and relationship building. The method is frequently used in the business to pair newly hired graduates with a mentor, who could be one of their immediate managers or another senior management. This does not mean that older employees are excluded from this training and development strategy; rather, it is targeted primarily at freshly hired personnel inside the company.

CHAPTER THREE

RESEARCH METHODOLOGY

3.1 Overview 
The third chapter has the following sections: research philosophy, study scope, methods of data collection, and respondents of the study, sample size, location of the study, data analysis, reliability and validity of research tools, research ethics, and study limitations.
3.2 Research Philosophy

The positivist philosophy was chosen for the study because it helps to explain what is acceptable to human understanding, what is valid and legitimate, and how it is transmitted to others (Saunders et al., 2009). The philosophy was selected as it would help to focus and challenge what is already recognized to be true (i.e., human resource practices of career development have varying effects on employee performance) and would explain the criteria used to classify what does and does not belong in career advancement.
3.3 Research Approach 

Because we must support that the known world is socially and subjective to various elements, the investigation took a quantitative deductive approach (Saunders et al, 2009). As a result, it was an appropriate method for interpreting the impact of career advancement on employee performance (Petersen et al, 2020)
3.4 Research Design 

The major data gathering approach used in this study is a descriptive case study design.   Distributed copies of the questionnaire to respondents in the study using a structured closed ended questionnaire on a five point Likert scale as the data collection tool (Saunders, Lewis, & Thornhill, 2007). An exploratory study was carried out first. 

3.4.1 Area of the Study 

The study's focus is on the Garda World security business in Dar es Salaam. GardaWorld is one of the world's largest privately-held integrated physical security, cash management, and risk management firms. The Garda World was chosen because of their importance to society. Our clients value their services because they rely on us to maintain them and their surroundings secure. By delivering a wide range of sector security forces offered by skilled and qualified personnel, we provide peace of mind to our customers who operate in a complex world. We help secure organizations, people, communities, and assets, as well as make the world a safer place, with our complete security solutions.

3.4.2 Population of the Study 

The companies have about 7,000 employees mostly in Dar es a salaam.  Majority are security Guards; the categories are armed, CCTV, dog section and un armed
Table 3.1: Population of the Study 

	Cadre of employees
	Number 

	Ordinary employees 
	6600

	Supervisors 
	325

	Managers 
	75

	
	7,000


Source: Garda World Security (2022)
3.4.3 Sample and Sampling Techniques

Sample size is the number of items involved in the study as the respondents in the study. Sampling procedure on the other hand is the scientific process through which the sample elements are selected (Mugenda & Mugenda, 2003). This research used stratified random sampling procedure to select a sample to represent the entire population.  According to Kerlinger (1973) simple random sampling is the method of drawing a portion of population or universe so that each member of the population has an equal chance of being selected. The population size of the study is seven thousand seven employees For the fact that it is practically impossible to conveniently handle all the respondents of the selected institution in Anambra state, the researcher applied the statistical formula devised by Taro Yamane (1964), which states:

N n = 1+N (e) 2

Where n= Sample size of the study 

N = Population 

1 = Constant value 

e = Error margin assumed to be (5%)

Applying this formula, 

we have n =  N
 

1 + N (e)2   
Given N = 7,000


e = 0.05

Then;   n = 7,000


     1 + 7,000 (0.05)2


n = 7,000


1+ 17.5


n = 7,000



18.5

Therefore n = 378

Therefore the sample size is 378
Table 3.2: Sample
	
	 Population
	Computation 
	Sample 

	Operations
	6600
	6600  x 378

7000
	356

	Supervisors
	325
	300 x 378
7000
	16

	Managers 
	75
	75 x 378

7000
	 8

	TOTAL
	7000
	
	378


Source: Researcher 2022
3.5 Data Collection and Techniques

Data collection was of primary data only and questionnaires were used to collect data.

3.5.1 Primary Data

Mixed questionnaires with several closed ended questionnaires designed with five points were used to collect primary data. 5=strongly agree, 4=agree, 3=neutral, 2=disagree, and 1=strongly disagree on the Likert scale. The main tools for gathering primary data were well-structured mixed questionnaire. The questionnaire were self-administered based on the assumption that respondents are literate and won't have any trouble filling out questionnaires. Questionnaires were employed because the study is concerned with study variables that cannot be immediately observed, such as the respondents' views, opinions, perceptions, and feelings. Questionnaires are the most effective way to get such data (Kothari, 2004). The data that were collected in order to achieve a specific study goal is described in detail in the appendix (i)
3.5.2 Data Collection Instruments

The researcher used a questionnaire as a data collection device for the identified group of respondents. A questionnaire is a data collection tool that enables for measurement of support for or opposition to a certain point of view. Questionnaires are beneficial in that they allow for efficient use of time by allowing information to be gathered from a large number of individuals and the questions to be easily analyzed, anonymity is allowed, and everyone receives the same questions, i.e., they are standardized (Orodho, 2009). The questionnaire was chosen because the studied population was aged 20 and above years old and literate, meaning they could read, understand, and write. 
The researcher used a questionnaire as a data collection device for the identified group of respondents. A questionnaire is a data collection tool that enables for measurement of support for or opposition to a certain point of view. Questionnaires are beneficial in that they allow for efficient use of time by allowing information to be gathered from a large number of individuals and the questions to be easily analyzed, anonymity is allowed, and everyone receives the same questions, i.e., they are standardized (Orodho, 2009). The questionnaire was chosen because the studied population was 15 years old and literate, meaning they could read, understand, and write.
3.6 Data Analysis

Data analysis, according to Mugenda and Mugenda (2003), is the process of adding order, structure, and meaning to the information gathered. The acquired data was examined using descriptive statistics such as weighted average and percentages, based on (Mugenda & Mugenda 2003) suggestions on the use of descriptive analysis as a method of data analysis. The information was then displayed in the form of frequency tables and graphs. The primarily quantitative data collected was evaluated using descriptive and inferential statistics. 
In the case of descriptive statistics, the arithmetic mean, mode median, and standard deviation were employed, while the effect of independent factors (career planning, training, and mentorship) on the dependent variable were determined using a liner regression model ( employee performnce). The proposed model to tested is depicted here under 

EP = β0 +β1CP+β2TR+β3MENT+α
Where by β0 = Y intercept 
                Β1- β3 are coefficients

EP = Employee Performance 
CP= Career planning, 
TR = Training, 
MENT = Mentoring   and α represent error term (the probabilistic nature of the model). 

Statistical tools such as excel and SPSS (linear regression analysis) was used in data analysis.  

3.7 Regression Assumptions Model used in Analysis
In order to determine the effect of effects of career development, the study employed linear regressions to analyze the data and capture various traits. Constantine (2015) claims that by looking at multiple variables and presenting the link between the dependent and independent variables, linear regression analysis broadens the scope of regression analysis. There are various explanatory factors that are explained using the statistical method of linear regression. Using linear regression, the model's independent and dependent variables are examined for their linear relationship. Kenton (2019) asserts that it is acceptable to assume that: 

Ordinary Least Square (OLS) regression assumptions are typically taken into account in a basic regression equation. The key presumptions were examined to ensure that the data met the requirements for analysis in order to meet the goals of the regression analysis. 
Five underlying presumptions of the Ordinary Least Square were examined (Green, 2008; Park, 2011). These include multicollinearity, homoskedasticity, outlier, linearity, and normalcy.
3.7.1 Linearity Assumption

The relationship between the independent variables must be linear for regression to occur. For each increment of the predictor, the mean value of the outcome variables follows a straight line. Using P-P plots to determine where they fall along the diagonal line, this assumption is verified. 

3.7.2 Normality Assumption

The linear regression model presupposes a normally distributed distribution for the regression residuals (differences between observed and predicted values). Checking for normalcy is done using the histogram. The bell-shaped distribution of residuals, with a mean near to 0 and an SD close to 1, should be seen, demonstrating a normal distribution of residuals.

3.7.3 Outlier Assumption

Regression makes the assumption that residual values outside of the histogram's 3 are outliers. Tabachnick and Fidell (2007), who contend that any number outside the range of |3| constitutes an outlier, endorse this. Typically, outliers skew estimations of parameters like mean. Outliers may also alter the sum squares in order to appear outlier-like. Typically, sum squares are employed to calculate the standard error. Therefore, the standard error is probably also impacted if the sum square is biased. bias in the confidence interval. Once a problem is discovered, the case value must be deleted.

3.7.4 Homoscedasticity Assumption 

Regression makes the assumption that the error term's variance is consistent for all values of the independent variables. To determine if points are evenly distributed rectangularly across all values of the independent variables, one must plot the standardized residuals (also known as scatter plots) vs the projected values. The data is homoskedastic if the scatter plots have a cone-shaped pattern.

3.7.5 Multicollinearity Assumption

Multiple regressions make the assumption that the data are not multicollinearity and that there is no significant correlation between the independent variables. The presence of multicollinearity was examined using the Variance Inflation Factor (VIF) values. Finding the factors that are contributing to the multicollinearity danger and eliminating them with a VIF mean cuff threshold of 5 are potential solutions ( Craney & Surles, 2002).
3.8 Validity

Validity refers to how well the data acquired in the study accurately represents the study's variables. Inferences drawn on such data were corrected and relevant if the data is a true depiction of the variable (Mugenda and Mugenda, 2003). Validity refers to the degree to which a test measures what it claims to measure, hence it assesses the correctness and usefulness of the results acquired from the researcher's data analysis (Orodho, 2009). Validity is a measure of how well results from research instruments accurately and meaningfully reflect or represent theoretical concepts (Omollo, 2009). Before heading to the field to collect data, the researcher sought the professional analysis of the University supervisor to guarantee the questionnaire's validity.
3.9 Reliability 

Table 3.3: Reliability Test Results 

	S/N
	VARIABLE
	Number of Items
	Cornbrash’s Alpha

	1
	ECP
	11
	.791

	2
	ET
	8
	.964

	3
	EM
	10
	.882

	4
	EP
	9
	.737


Source: Researcher 2022
Cronbach's alpha was used to assess the reliability and internal consistency of the data gathering equipment. Cronbach's alpha is a reliability coefficient that provides an unbiased assessment of data generalizability. Furthermore, accurate coding, clear instructions, and an unbiased questionnaires were among the techniques for ensuring data internal validity. As a result, the +7 Cronbach's alpha cutting off value was noticed.

3.10 Ethical Consideration 

The Open University of Tanzania postgraduate office was contacted for ethical approval, which was requested and granted. When the letter is received by Garda World, they were issued an acceptance letter for data collection. Furthermore, they were not  identified during the study; all accountability was borne by the researcher. To do this, no name tags were attached to any of the questionnaires that were provided. In addition, any language or words that could be construed as aggressive or immoral by participants were examined and removed. This was done to ensure that the participants' well-being and dignity were prioritized. It was determined with the use of certified   scales and a pilot study.
CHAPTER FOUR

FINDINGS AND DISCUSSION

4.1 Overview 

The findings on the effect   career development on employee performance in Garda World Security Company are discussed in this chapter. This study was guided by three objectives:  to determine the effect of career planning on performance of Garda World security Company employees, to determine the effect of training   on performance of Garda World security Company employees and lastly to determine the effect of mentoring on performance of Garda World security Company employees. The sample characteristics are described in Section 4.2. The study variables based on indicators are described in Section 4.3. The descriptive statistics, reliability, and correlation among study constructs are shown in Section 4.4. In Section 4.5, the regression results are presented, followed by a discussion of the findings in Section 4.6.

4.2 Descriptive Statistics for Sample Characteristics 

Age distribution table 4.1 shows that majority of the respondents were middle aged employees 41- 50 who count of almost nearly 50% of all respondents. They are followed up by 31-40 groups who count about nearly one third.  Therefore the sample reveals that majority of respondents are middle aged respondents between the ages of 31 and above who count more than 85 %. Their main task is security.  Youngsters below 30 years just count only are just almost 10%. 
Male participants table 4.1 appears the majority of the sample distribution. They count nearly 80% of all respondents participated in this study. The reason is securities mostly done at nights are regarded as men’s job. Table 4.1 explaining the demographic characterizes shows that majority of the respondents are married couples who count nearly more than two thirds all respondents. Single category is just nearly one third while others just.   Thefore majority are family responsible participants. 
Table 4.1: Descriptive Statistics for the Sample

	S/N
	
	Frequency
	% 
	Mean
	Std. Dev.

	1
	Age 
	
	
	1.5714
	.49553

	
	18 – 30
	54
	14.3
	
	

	
	31 – 40
	104
	27.5
	
	

	
	41- 50
	165
	43.7
	
	

	
	51- 60
	48
	12.7
	
	

	
	60 and Above
	7
	1.9
	
	

	2
	Gender 
	
	
	2.6138
	.99815

	
	Male
	299
	79.1
	
	

	
	Female
	79
	20.9
	
	

	3
	Marital Status 
	
	
	1.2884
	.45941

	
	Married
	270
	71.4
	
	

	
	Single
	107
	28.3
	
	

	
	Others 
	1
	.3
	
	

	
	Education Level
	
	
	3.7275
	.78266

	
	Diploma
	181
	47.9
	
	

	
	Bachelor
	119
	31.5
	
	

	
	Masters 
	78
	20.6
	
	

	
	Position 
	
	
	2.7116
	.60845

	
	Manager
	31
	8.2
	
	

	
	Supervisor 
	47
	12.4
	
	

	
	Employee
	300
	79.4
	
	

	4
	Experience 
	
	
	2.5503
	.87939

	
	0 - 5
	35
	9.3
	
	

	
	6 - 10
	164
	43.4
	
	

	
	11 - 15
	115
	30.4
	
	

	
	16 - 20
	64
	16.9
	
	


Source: Field Data (2022)

On education category (table 4.1) majority of respondents are diploma holders, who account nearly 50% of all participants. Bachelor degrees holders are just one third of all participants while the rest of respondents are masters degree holders who count about 20% Experience category, table 4.1 shows that majority of respondents have been at Garda World security are ordinary employees who account nearly 80%.   This category is far followed by supervisors who account for nearly 10% and managers are less than 10%.
4.3 Descriptive Statistics for the Variables Results

Three independent variables were analyzed namely career planning, training, and mentoring. Also employee’s performance as dependent variable was analyzed at Garda World security Tanzania.  
 4.3.1 Descriptive Statistics for the Effect of Career Planning on Performance of Garda World Security Company Employees Results

For the effect of Effect of career planning on performance of Garda World security company employees scale, descriptive statistics (mean, standard deviation, minimum, and maximum scores) were computed (Table 4.2)  I have conducted at least one job shadowing or informational interview experience with a professional in a field I am working now in this company received the highest scores (M = 4.1878, SD =.94639), followed by I am aware of the services provided by the HR regarding career planning (M = 3.9735, SD =.103228). The lowest score on the effect of Effect of career planning scale was I am confident about my choice of work (M = 3.6472, S.D = 1.25274) followed by the company always do support any employee want to continue for further training (M = 3.7275, SD =1.17775).
Table 4.2: Descriptive Statistics for the Effect of Career Planning on Performance of Garda Security Company Employees Results

	
	N
	Minimum
	Maximum
	Mean
	Std. Deviation

	Individual employees in our corporation  making  assessment of  their  strengths and weaknesses  with regards to potential career in and outside the organization
	378
	1.00
	5.00
	4.0635
	1.01772

	In our corporation employees consider  individual  career  planning as tool for induce competence and skills to assume senior position and more responsibilities
	378
	1.00
	5.00
	4.0582
	1.08121

	Frequently employee in our organization reviewing their career goal in respond to the demand of changing work force within and outside the organization
	378
	1.00
	5.00
	3.9603
	.96957

	I am confident about my choice of work
	378
	1.00
	5.00
	3.6472
	1.25274

	I am aware of the services provided by the HR regarding career planning
	378
	1.00
	5.00
	3.9735
	1.03228

	I have conducted at least one job shadowing or informational interview experience with a professional in a field I am working now in this company
	378
	1.00
	5.00
	4.1878
	.94639

	The company always do support any employee want to continue for further training
	378
	1.00
	5.00
	3.7275
	1.17775

	I have a professional career profile
	378
	1.00
	5.00
	3.8519
	1.07257

	I am frequently updating my CV and hand to HR  for career planning
	378
	1.00
	5.00
	3.8942
	1.02975

	My career choice was influenced by education
	378
	1.00
	5.00
	3.7222
	1.14451

	The current job I am doing is in line with my profession
	378
	1.00
	5.00
	3.8413
	.99665


Source: Data Analysis (2022)

4.3.2 Descriptive Statistics for the Effect of Training   on Performance of Garda World Security Company Employees Results

For the effect of training   on performance of Garda World security company employees scale, descriptive statistics (mean, standard deviation, minimum, and maximum scores) were generated (table 4.3). I frequent attend seminars that are conducted within work premises scored the highest (M = 3.8915, SD = 1.17506), followed at Garda World there is Induction for all new employees (M = 3.7910, SD =1.03325). Two items scored the lowest on the scale of effect of training   variable. Job rotation is frequently practiced in our company (M = 3.6005, SD = 1.28724) and coaching is one of key training aspects in our company (M = 3.6005, SD = 1.27064) followed by on the job training is much preferred by Garda World Employees (M = 3.6296, SD = 1.22328)
Table 4.3: Descriptive Statistics for the Effect of Training   on Performance of Garda Security Company Employees Results

	
	N
	Minimum
	Maximum
	Mean
	Std. Deviation

	At Garda Word there is Induction for all new employees
	378
	1.00
	5.00
	3.7910
	1.03325

	Job rotation is frequently practiced in our company
	378
	1.00
	5.00
	3.6005
	1.28724

	Coaching is one of key training aspects in our company
	378
	1.00
	5.00
	3.6005
	1.27064

	On the job training is much preferred by Garda Employees
	378
	1.00
	5.00
	3.6296
	1.22328

	I am always granted for off the job training at Garda
	378
	1.00
	5.00
	3.6825
	1.07775

	I frequent  attend seminars that are conducted within  work premises
	378
	1.00
	5.00
	3.8915
	1.17506

	I always granted study tours, work visit  outside work premises
	378
	1.00
	5.00
	3.7513
	1.13613

	frequently senior managers demonstrate how to perform better to junior staff
	378
	1.00
	5.00
	3.6658
	1.22027


Source: Researcher, (2022). 

4.3.3 Descriptive Statistics for the Effect of Mentoring on Performance of GardaWorld Security Company Employees Results

The effect of mentoring on performance of Garda World security company employees scale was studied using descriptive statistics (mean, standard deviation, minimum, and maximum scores) table 4.4. Employees learn more from each other than from managers was found to have the highest score (M = 4.0556, SD = 1.12109) followed by Mentoring is a useful way of building skills ( M = 4.0503, SD = 1.01976). The item with the lowest score on the effect of mentoring was the company HR have sound arrangement of mentorship in this company (M = 3.4630, SD = 1.34892) followed by the advice I do get from my work mentor is of valuable and help in my career (M = 3.6693, SD = 1.33477). 
Table 4.4: The Effect of Mentoring on Performance of Garda Security Company Employees 

	
	N
	Minimum
	Maximum
	Mean
	Std. Deviation

	I am frequently been involved in mentoring other employees
	378
	1.00
	5.00
	3.5979
	1.21537

	The company HR have sound arrangement of mentorship in this company
	378
	1.00
	5.00
	3.4630
	1.34892

	The advice I do get from my work mentor is of valuable and help in my career
	378
	1.00
	5.00
	3.6693
	1.33477

	All mentoring process are  formalized in this company
	378
	1.00
	5.00
	3.6772
	1.26010

	Mentoring is a good way of helping new members to understand their roles
	378
	1.00
	5.00
	3.7434
	1.20356

	Most employees are already have the skills they need when they are employed
	378
	1.00
	5.00
	3.9841
	1.00912

	Mentoring is a useful way of building skills
	378
	1.00
	5.00
	4.0503
	1.01976

	Most employees generally learn   from observing colleagues how they perform their daily duties
	378
	1.00
	5.00
	4.0344
	1.07362

	Employees learn more from each other than from managers.
	378
	1.00
	5.00
	4.0556
	1.12109

	Mentoring is useful for new seleted employees and even experienced one
	378
	1.00
	5.00
	3.9418
	.98627


Source: Data Analysis (2022)
4.3.4 Descriptive Statistics  for the Dependent Variable  Performance of Garda Security Company Employees Results

 For Performance of Garda Security Company Employees scale, descriptive statistics (mean, standard deviation, minimum, and maximum scores) were obtained (table 4.5). Innovation has improved at Garda due to use of good current training sessions received the highest score (M = 4.1455, SD =.90825), followed by Absenteeism has decreased at Garda due to training and mentorship (M = 4.1058, SD =.85836). My job productivity at Garda is good the lowest score (M = 3.7804, SD = 1.06147), followed by In relation to my peers my performance is better (M = 3.8836, S.D = .89336).

Table 4.5: Descriptive Statistics  for the Dependent Variable  Performance of Garda Security Company Employees Results
	
	N
	Minimum
	Maximum
	Mean
	Std. Deviation

	My rate of performance at Garda is Good
	378
	1.00
	5.00
	3.9788
	1.05528

	My job productivity at Garda is good
	378
	1.00
	5.00
	3.7804
	1.06147

	In relation to my peers my performance is better
	378
	2.00
	5.00
	3.8836
	.89336

	Timelines in task performance at Garda has improved as a result of Career development
	378
	2.00
	5.00
	3.9471
	.95098

	Absenteeism has decreased at Garda due to training and mentorship
	378
	2.00
	5.00
	4.1058
	.85836

	More employees have been reported to surpass their targets at Garda  due Career planning
	378
	1.00
	5.00
	4.0132
	.91108

	The employees are strictly using time for work due to properly receiving training
	378
	1.00
	5.00
	4.0185
	1.07648

	The employees at Garda are dedicated to their work due good mentorship
	378
	2.00
	5.00
	4.0714
	.88169

	Innovation has improved at Garda due to use of good current training sessions
	378
	1.00
	5.00
	4.1455
	.90825


Source: Data Analysis (2022) 
4.4 Variables Descriptive Statistics, Reliability and Correlation Analysis

Descriptive statistics were computed for career development using the cut-off points suggested in Albdour & Altaraweh (2014), adjusted to 7-point rating levels. Results (Table 4.6) career planning overall, was moderate affecting Performance of Garda Security Company Employees (M = 3.9007, SD =.75082). Effect of training was moderate (M = 3.7009, =.94535) and lastly the effect of Mentoring was as well moderate (M = 3.7774, = .90494).The dependent variable Performance of Garda Security Company Employees was moderate mean score (M = 3.9938, = .74203).  
Pearson coefficient correlation was run on the independent variables versus the dependent variable to test for correlation using the original cut offs of Albdour and Altarawneh (2014). The effect of career planning was found to be high positive and significantly effect on performance of Garda security company employees (r = .774*** p < .001).  The effect of training variable was found to be strong positive and significantly effect on   Performance of Garda security company employees(r =. 583**p < .01).   
Lastly correlation analysis was to test for the effect of mentoring variable. It was found to have a positive strongly correlation effect on performance of Garda security company employees (r =. 730**p < .01) Scale test for reliability analysis was carried out to determine the internal consistency of the measurements scales. Cronbach’s alphas (Table 4.6) in the diagonal show good internal consistency for the effect of career planning (.791), effect of training (.964), effect of mentoring  (.882),  and the dependent variable employee performance (.737 ) (George and Mallery, 2014).
Table 4.6: Descriptive Statistics Results for Reliability and Correlation Analysis
	
	Mean
	Standard Deviation 

	ECP
	Pearson Correlation
	3.9007
	.75082
	.791

	ET
	Pearson Correlation
	3.7009
	.94535
	.640**
	.964

	EM
	Pearson Correlation
	3.7774
	.90494
	.825**
	.814**
	.882

	EP
	Pearson Correlation
	3.9938
	.74203
	.774***
	.583**
	.730**
	.737

	
	
	**. Correlation is significant at the 0.01 level (2-tailed).


N = 378
*p < 0.05 (two – tailed), **p< 0.01 (two – tailed) ***p < 0.001 (two – tailed)

ECP = Career Planning, ET = Training, EM = Mentoring and EP = Employees Performance
Source: Data Analysis (2022)
4.5 Multiple Regression Analysis Results

The effect of career development (independent variables) on employee performance was estimated using multiple regression analysis (dependent variable). Tables 4.8-4.10 present the findings. Table 4.10 summarizes the model, with the corrected R2 statistics (.626) being of particular importance. This means that 62.9% of the difference in employee performance can be attributed to career development.
Table 4.7: Model Summary
	Model Summaryb

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate
	Change Statistics

	
	
	
	
	
	R Square Change
	F Change
	df1
	df2
	Sig. F Change

	1
	.791a
	.626
	.623
	.45643
	.626
	207.647
	3
	372
	.000

	a. Predictors: (Constant), EM, ET, ECP

	b. Dependent Variable: EP


a. Predictors: ECP, ET, and EM.

b. Dependent Variable: EP

c. *p < 0.05 (two – tailed), **p< 0.01 (two – tailed) ***p < 0.001 (two – tailed)

d. ECP – Career Planning , ET -   Training  ,  EM -  Mentoring       and EP – Employees Performance 

Source: Data Analysis (2021)
The findings of the analysis of variance (ANOVA) are shown in Table 4.9. It's also referred to as model fit outcomes. The F-statistics and their related sig. value are of particular interest in this table. The F-statistics is 207.647percent (p < 0.001), according to the results. The findings support the model's prediction that "the model has power to predict employee performance from training scores." As a result, it appears that the model may accurately predict employee performance based on training scores.

Table 4.8: Anova Results
	ANOVAa

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	129.774
	3
	43.258
	207.647
	.000b

	
	Residual
	77.497
	372
	.208
	
	

	
	Total
	207.271
	375
	
	
	

	a. Dependent Variable: EP

	b. Predictors: (Constant), EM, ET, ECP


*p < 0.05 (two – tailed), **p< 0.01 (two – tailed) ***p < 0.001 (two – tailed)

ECP – Career Planning, ET -   Training  ,  EM -  Mentoring       and EP – Employees Performance 

Source: Data Analysis (2022)

The coefficients of the regression model are presented in Table 4.10. The coefficients demonstrate that career planning predicts employee performance positively, with a standardized B = .537*** (p < 0.001) value.  The findings also suggest that training B=  .014** (p < 0.01) significantly and positively predicts employee performance. Mentoring coefficient results shows that Mentorship predict positively employees performance B =.220** (p < 0.001).   
Table 4.9 Regression Coefficients 
	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.
	Collinearity Statistics

	
	B
	Std. Error
	Beta
	
	
	Tolerance
	VIF

	1


	(Constant)
	1.020
	.128
	
	7.983
	.000
	
	

	
	ECP
	.537***
	.056
	.543
	9.616
	.000
	.315
	3.172

	
	ET
	.014**
	.043
	.017
	.316
	.000
	.335
	2.982

	
	EM
	.220**
	.061
	.268
	3.588
	.000
	.181
	3.532

	a. Dependent Variable: EP


*p < 0.05 (two – tailed), **p< 0.01 (two – tailed) ***p < 0.001 (two – tailed)

ECP – Career Planning, ET -   Training  ,  EM -  Mentoring       and EP – Employees Performance 

 4.6 Outliers, Normality, Linearity and Homoskedasticity Regression Assumptions Testing Results for Ethics

The distribution of residuals is represented by a bell-shaped curve in the histogram (figure 4.1). (Mean is close to 0 and SD close to 1, evidencing of a normal distribution of residuals). In addition, residuals plot along the diagonal line, as seen in Figure 4.2. As a result, there isn't much departure from the usual. The histogram (Figure 4.1) reveals that some of the residual values are within the 3 cutoff, indicating that there are no outliers. Any value outside the cutoff of |3|, according to Tabachnick and Fidell (2007), is an anomaly. The diagonal dots in Figure 4.3 are speeded up along the diagonal line, indicating that the data is linear. The case residual dots are dispersed rectangularly about zero (0) in Figure 4.3, implying homoscedacististy (equality of variance). As a result, there is no reason to suspect heteroscedasticity (unequal variance in the data).
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Figure 4.1: Histogram

Source: Data Analysis (2022)
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Figure 4.2: Normal P-Plots for the Standardized Residual   Variables

Source: Data Analysis (2022)
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Figure 4.3: Scatter plot for the Standardized residual for Variables

Source: Data Analysis (2022)

4.7 Discussion of the Findings

The goal of the study was to see how training affected employee performance at Garda World security Tanzania. Data was analyzed using descriptive statistics, as well as correlation and multiple regression analysis. The discussion elaborates the findings information as created by data analysis and compares or contrasts the current findings with what has been discovered in prior relevant studies, all while focusing on the study objectives. Each finding's contribution is displayed. As such these results provide a clear and in-depth knowledge of the effects of career development on employee’ performance at Garda security such as career planning, training, and mentorship  
4.7.1 To determine the Effect of Career Planning on Performance of Garda Security Company Employees 

 The study found that career planning is positively strong and significantly to predict employees’ performance at Garda World security. The finding is supported by the theory which asserts that the development of the capacity and capability of the organization's managers has a fundamental impact on efficiency, effectiveness, morale and profitability of an organization (Rogers, & Creed, 2011). Supporting the finding of this study (Sofia, 2020) found that training and career development both partially and simultaneously had a significant effect on employee performance.  
Further Katharina and Dewi (2020) also found that career planning has a positive and significant impact on job satisfaction, professional growth has a positive and significant impact on job performance, employee satisfaction has a significant and positive effect on employee performance, and job satisfaction mediates the impact of career development on employee performance. Therefore apart from career planning employees’ performance it also affect job satisafaction. However authors like Folorunso, Adewale, and Abodunde (2014) they found that rganizational commitment factors influence academic staff performance in Oyo State-owned tertiary institutions both jointly and career development. Therefore the main effect is commitment rather than career plan on employees’ performance. 

4.7.2 To determine the Effect of Training   on Performance of Garda Security Company Employees 

The study found that training is positively strong to predict employee’s performance at Garda World security. This finding is supported the theory that states training enhances employee performance by positively influencing employee motivation level through employee recognition; alignment to organizational goals; positive leadership traits; and motivation for work performance (Bryan, 2006). From empirical review Muthumbi and Kamau (2021) findings does support the finding of this study by providing that Career development has a good and impact on employee performance, according to the study. Employee performance was favorably and significantly associated with career growth, according to the findings. Training programs, career guidance and mentorship, and mobility programs were regarded as important parts of professional development.  
However Samuel (2016) found that there are employees with knowledge of training and development in MSD, despite the fact that they have different meanings such as improving skills and competence as well as professional development. The investigation also indicated that, despite the fact that training was a company policy; employees had limited opportunities for training. However still Samuel (2016) also found that it was also discovered that employees who had the opportunity to obtain training had an edge in terms of growth and promotion opportunities following training, and that employees occasionally had the ability to change the nature of their employment after training. Additional authors like (Aragón, Jiménez & Valle, 2014). Has different finding on the effect of training on employees performance by providing that One possible explanation is that training does not have a direct effect on performance but an indirect effect by improving other organizational outcomes.  
4.7.3 To determine the Effect of Mentoring on Performance of Garda Security Company Employees 

The study found that mentoring is positively strong to predict employees’ performance at Garda World security. The finding is supported by the theory which states that According to mentoring theory, mentors perform career -related functions including sponsorship, exposure-and-visibility, coaching, protection, and challenging assignments has a direct effect on employees performance (Nguyen, 2017). Additionally authors like Nahoda, (2020) support the finding of this study by showing that training and mentoring enhances employee’s performance. 
Performance is also enhanced by career planning through development of career path and career goal. As career effects promotion and morale, it improves the performance. Njoku (2020) also support that finding of this study by asserting that there is a link between good strategic planning mentoring of employees and organizational success harnessed by employees performance. However Khamis (2019) found that distance training approaches that limited employees' travel while lowering training costs at the ZSSF were rarely used. Instead mentoring is widely used. Furthermore, the findings revealed that the ZSSF occasionally encounters issues that disrupt the training timetable.
CHAPTER FIVE

CONCLUSIONS, IMPLICATIONS AND RECOMMENDATIONS

5.1 Overview

 Performance of security company employees is vital as they protect life and properties of the community. The study aimed at examining that effect of career development on Garda World security company employee performance.  Structured questionnaire was used to collect data from 378 samples.  This chapter presents summary of the findings, conclusion and implications, recommendations and suggestion for future studies. 
5.2 Summary of Key Findings
The study focused on examining the effect of career development on employee’s performance at Garda World Security Company. The primary function of the Garda security is protecting people and their properties.  The study used structured questionnaire to collect data from 378 participants. Data were analyzed using descriptive statistics, correlation analysis and multiple regression analysis. Using the career development variables it was found that career planning measured with (11) item has a positive strong and significant effect on Garda security employees’ performance. Training variable measured with (8) items was found to have a positive and significant to predict the employee’s performance at Garda security. Lastly was Mentoring variable measured with (10) items was found to have a positive and significant power to predict performance of employees at Garda security company. 
 5.3 Conclusions and Implications

 It may be concluded that effective career development practices should be put in place by companies like Garda security. The study revealed that practices career planning, training of employees and mentoring positive effect on employees’ performance. Career management process plans and shapes the profession of an organization, and analyze career management program as part of the larger human resource system assisting employees improve performance clarify career options and align employee aspiration with organizational performance objectives. 

It is obvious today that employees are no longer satisfied with having just a job and the usual fringe benefits. They want a career that expresses their interests, personality, abilities and harmonies with their total situation. Their loyalty to the organization depends upon the degree to which their employees satisfy their wants. Workers commitment is a function of how effective management is able to design and implement good career development programme in the organization. Employees want management to show interest in their career development. Managements reward in this regard was increased workers productivity and greater commitment to the organizational goals. Understanding the trend of collective bargaining and making it suit the aim of the organization, is the premise underlying the career development approach to management. 
Therefore, policies on employee growth and progression; the company having established career paths  each of jobs in every department, existence of succession planning, career mentors, career   counseling facilities and retirement preparation are crucial.  Programmes and the company having mechanisms to ensure performance by employees the career development management contribute positively to organization performance in general. The study therefore concluded that companies with effective career management practices had superior organizational and employee’s performance.  
5.4 Recommendations

 Based on the findings the study recommends the following; the first specific objective was to determine the effect of career planning on performance of Garda security company employees. The study found that the study found that career planning is positively strong and significantly to predict employees’ performance at Garda World security. Therefore the study recommends that, among other things, that Garda security should create a favorable environment for career progression by reviewing career path of each staff; secondly that management make fair decisions about career development in order to strike a balance between performance and employee advancement; and that the Garda culture incorporate career development practices.  Generally The study suggest that career development practices should be widely adopted by all organizations as doing so would lead to improved performance. Therefore, companies wishing to maintain superior organization performance should put in place mechanisms to support career management. 

Regarding the effect of training on performance of Garda security company employees, the study found that training is positively strong and significant to predict employee’s performance at Garda World security. Based on those findings, the study recommends that new candidates who join an organization are given training. This training familiarizes them with the organizational mission, vision, rules and regulations and the working conditions. Secondly the existing employees are trained to refresh and enhance their knowledge. Thirdly if any updations and amendments take place in technology, training should be given to cope up with those changes. For instance, when purchasing of new equipment, changes in technique of security, computer implantment. Garda should make sure employees are trained about use of new equipments and work methods. Lastly, when promotion and career growth becomes important, training is given so that employees are prepared to share the responsibilities of the higher level job.

Lastly, the effect of mentoring on employees performance of Garda Security company; the study found that mentoring is positively strong to predict employees’ performance. Therefore it is recommended that Garda security company management should train senior staff and all employees on the importance and actually how to conduct mentorship at working environment. This action can be done by putting each employees with mentor and provide them with support. Mentoring report feedback should be used for promotion an assigning new roles to employees. 

5.5 Limitations and Suggestions for Future Research

 The study only used Garda security to explain the effect of career development on employee performance, this case study is not sufficient enough rather could have combined more security companies in Tanzania to get a more robust and comprehensive data. Secondly the study used cross sectional, this a one result of a time. However future studies could look on longitudinal study where the phenomenon like career development is undergone a study for a set duration of time to establish where there is success or no. Thirdly only career development was studied affecting employee’s performance. However there are many dimensions that affect employees’ performance hence future study may be carried out to test other dimensions in security companies on how they affect employees’ performance like commitment, motivation, engagement and organizational citizenship
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APPENDIXES

Appendix I: Questionnaire
My name is Justine Konda. I am carrying out research entitled “Effects of career development on security companies employees performance in Tanzania; a case study of Garda security Comoany) ” in fulfilment of the award of Master of Human resource Management  degree of The Open University of Tanzania. Hereunder is a questionnaire which I would like you to fill up.  While filling up this questionnaire, please encircle the rating number {1, 2, 3, 4, or 5} that represents your excellent level of agreement with each statement where 1 = Strongly Disagree 2 = Disagree 3 = Neither Disagree nor Agree 4 = Agree 5 = Strongly Agree. 
DEMOGRAPHICS – circle the one appropriate describes you

	1.Gender 
	1
	Male 

	
	2
	Female 

	2.Age
	1
	18 -30

	
	2
	31 -40

	
	3
	41 - 50

	
	4
	51 - 60

	
	5
	60 and Above

	3.Marital status
	1.Married
	 2.Single
	3.Others

	4.Education level
	Primary 
	Secondary
	Diploma
	Degree
	Masters

	5.Position
	Manager 
	Non Manager 

	6.How long have you worked at Garda security
	


	Employee  career Planning 
	SA
	A
	N
	D
	SD

	
	5
	4
	3
	2
	1

	1. Individual employees in our corporation  making  assessment of  their  strengths and weaknesses  with regards to potential career in and outside the organization    
	5
	4
	3
	2
	1

	2. In our corporation employees consider  individual  career  planning as tool for induce competence and skills to assume senior position and more responsibilities  
	5
	4
	3
	2
	1

	3. Frequently employee in our organization reviewing their career goal in respond to the demand of changing work force within and outside the organization   
	5
	4
	3
	2
	1

	4. I am confident about my choice of work
	5
	4
	3
	2
	1

	5. I am aware of the services provided by the HR regarding career planning 
	5
	4
	3
	2
	1

	6. I have conducted at least one job shadowing or informational interview experience with a professional in a field I am working now in this company
	5
	4
	3
	2
	1

	7. The company always do support any employee want to continue for further training
	5
	4
	3
	2
	1

	8. I have a professional career profile 
	5
	4
	3
	2
	1

	9. I am frequently updating my CV and hand to HR  for career planning
	5
	4
	3
	2
	1

	10. My career choice was influenced by education 
	5
	4
	3
	2
	1

	11. The current job I am doing is in line with my profession 
	5
	4
	3
	2
	1


	Employee Training  
	SA
	A
	N
	D
	SD

	
	5
	4
	3
	2
	1

	1. At Garda there is Induction for all new employees
	5
	4
	3
	2
	1

	2. Job rotation is frequently practiced in our company 
	5
	4
	3
	2
	1

	3. Coaching is one of key training aspects in our company
	5
	4
	3
	2
	1

	4. On the job training is much preferred by Garda Employees
	5
	4
	3
	2
	1

	5. I am always granted for off the job training at Garda
	5
	4
	3
	2
	1

	6. I frequent  attend seminars that are conducted within  work premises
	5
	4
	3
	2
	1

	7. I always granted study tours, work visit  outside work premises
	5
	4
	3
	2
	1

	8. frequently senior managers demonstrate how to perform better to junior staff 
	5
	4
	3
	2
	1


	 Employee Mentorship 
	SA
	A
	N
	D
	SD

	
	5
	4
	3
	2
	1

	1.      I am frequently been involved in mentoring other employees 
	5
	4
	3
	2
	1

	2. The company HR have sound arrangement of mentorship in this company
	5
	4
	3
	2
	1

	3.     The advice I do get from my work mentor is of valuable and help in my career 
	5
	4
	3
	2
	1

	4. All mentoring process are  formalized in this company 
	5
	4
	3
	2
	1

	5. Mentoring is a good way of helping new members to understand their roles
	5
	4
	3
	2
	1

	6. Most employees are already have the skills they need when they are employed
	5
	4
	3
	2
	1

	7. Mentoring is a useful way of building skills
	5
	4
	3
	2
	1

	8. Most employees generally learn   from observing colleagues how they perform their daily duties
	5
	4
	3
	2
	1

	9. Employees learn more from each other than from managers.
	5
	4
	3
	2
	1

	10. Mentoring is useful for new seleted employees and even experienced one
	5
	4
	3
	2
	1


	Employee  Performance  
	SA
	A
	N
	D
	SD

	
	5
	4
	3
	2
	1

	1. My rate of performance at Garda is Good
	5
	4
	3
	2
	1

	2. My job productivity at Garda is good 
	5
	4
	3
	2
	1

	3. In relation to my peers my performance is better
	5
	4
	3
	2
	1

	4. Timelines in task performance at Garda has improved as a result of Career development  
	5
	4
	3
	2
	1

	5. Absenteeism has decreased at Garda due to training and mentorship
	5
	4
	3
	2
	1

	6. More employees have been reported to surpass their targets at Garda  due Career planning
	5
	4
	3
	2
	1

	7. The employees are strictly using time for work due to properly receiving training
	5
	4
	3
	2
	1

	8. The employees at Garda are dedicated to their work due good mentorship
	5
	4
	3
	2
	1

	9. Innovation has improved at Garda due to use of good current training sessions
	5
	4
	3
	2
	1
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