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ABSTRACT : 

Kenya's civil service, following independence, grew quickly, surpassing all others in East Africa in size. Kenya’s civil service has, however, experienced many 

setbacks over the years, such as inadequate organizational culture, lack of human resource management strategies, unsuccessful rules and regulations, discarded 

projects, and weak project delivery. Hence, the study sought to assess how career development affects performance of civil servants, anchoring it on the human 

capital theory. The study was conducted using descriptive design, conducting a census of all 95 civil servants under the Ministry of National Security and 

Coordination of Government in Makueni County, Kenya. The study obtained data using a semi-structured questionnaire which was piloted in Machakos County 

for reliability and validity. The analysis of the collected data was done using descriptive statistics involving mean and standard deviation while inferential statistics 

was done using a regression model. Qualitative data was analyzed using content analysis and presented using explanations and narrations. The study observed the 

ethics of informed consent, objectivity, anonymity and confidentially. The study found that career development positively and significantly affects employee 

performances of civil servants of the Ministry of Interior and Coordination of National Government in Makueni County, Kenya. The study recommends that the 

ministry should keep funding career programs including enhancing job-related skills, knowledge, and competencies that directly contribute to improved 

performance. It is essential to ensure that the career paths are relevant, attractive and enhances the attainment of employee goals and objectives, at the same time. 
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Introduction : 

Globally, human resources are regarded as the most crucial element in an organization's efficacy and efficiency (William & Stoney, 2020). Humans are 

an especially significant reinforcement for achieving organizational goals, according to Mathis and Jackson (2019), given that they can bring all other 

affirmations material and financial ones included together and offer advice regarding how to implement them. Human resources encompass a range of 

activities such as job analyses, personnel needs planning, hiring qualified candidates, onboarding and education, managing wages and salaries, providing 

rewards and perks, evaluating performance, resolving conflicts, and interacting with all employees (Cheng & Idung, 2020). Human resource departments 

of businesses and organizations are generally responsible for creating, putting into effect, and overseeing policies that deal with employees and 

relationships between employers and their staff (Rouse, 2019). 

A higher level of performance within an organization can be attained by the human resource team through the use of human resource instruments, which 

is seen as a key tool (Bubis & Anthony, 2020). Employers have to find candidates, pay them, provide incentives, keep them on board, and eventually let 

go. Therefore, proper human resource functions are critical to the organization's performance and effectiveness and must be incorporated into it (Maric, 

2021). The increasing importance of the issues and difficulties associated with making better use of human resources has led to an improvement in the 

human resource function, according to Imaga (2020). Pynes (2019) argued that human resources are official structures that are built inside companies to 

ensure that information, abilities, and expertise are employed appropriately to accomplish objectives stated by organizations. 

According to a recent report from the IMF, China's performance of the civil service workforce has decreased over the last 20 years from 15% of the global 

frontier to only 30% (Hadir & Larek, 2021). Lack of interaction and cooperation, balancing work and life, inadequate engagement among employees, 

managing workloads, and the culture of the workplace are all factors that have an impact on worker performance (Pedkhan & Chang, 2019). In India, 

with numerous laws both at the federal level and in the individual states, labour laws in India are thought to be strict. The Indian civil servants’ declining 

performance can be attributed to a lack of teamwork, training, leadership, communication, and time management (Singh, 2023). 
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In Kenya, determining the precise performance factors that apply to the workforce of civil servants may present opportunities for notable increases in 

performance (Kwaghgat, 2019). Poor training, particularly concerning job rotation, absence of performance-based incentives and remuneration, and slow, 

opaque, and externally influenced recruitment are some of the factors impacting the performance of civil servants (Opatha, 2020). The working 

environment, employees' training and experience levels, and opportunities for skill development are important factors influencing employee performance 

in Kenya. Other factors are age, gender, education level, and motivation of the workforce (Gitonga, 2018). 

Human resource instrument refers to a crucial tool that the human resource department uses to raise employee productivity (Sims, 2019). Every business 

needs to hire, pay, inspire, retain, and eventually let go of its workforce. This indicates that proper human resource management functions are critical to 

the organization's efficacy and efficiency and must be incorporated into it (Maric, 2021). According to Imaga (2020), the importance of the issues and 

difficulties associated with making better use of human resources has led to an improvement in human resource management function today. The aim of 

attaining success within organizations aligns with its strategic objectives and short-term interests (Okojie, 2020).  

Performance is the distinction between an organization's goals and objectives and its actual accomplishments (Ejiofor & Eze, 2019). Performance is 

evaluated by comparing actual findings or results achieved by an organization with its planned goals or objectives. Combining abilities, expertise, and 

experiences to complete specific tasks within a set amount of time is the key to success. How effectively a person carries out the tasks and duties assigned 

to them is known as employee performance (Kenton, 2019).  A key element of organizational long-term viability which encompasses effectiveness and 

profitability is employee performance.  Without sufficient motivation to the statement that officials strive to perform well within the company, 

performance cannot be assessed. The government apparatus is only managed by the civil service (Victor, 2019). 

Makueni is the seventeenth county in Kenya's Eastern Province, out of forty-seven total counties (GOK, 2020). The National Government of Makueni 

County oversees the creation of laws, regulations, business finance, and research projects in a range of industries, such as agriculture and education (ROK, 

2018). Ministry of Interior and Coordination of National Government (MICNG) in Kenya is a division of government responsible for a nation's internal 

affairs, particularly law and order (GOK, 2023). Maintaining national security, achieving its comprehensive concept, protecting citizens' lives and 

property, communicating regularly with civil society institutions, and assigning the Governors to oversee and monitor projects and development plans 

are all part of its mandate (GOK, 2023). The ministry's duties include overseeing public affairs, betting control, printing governmental papers, 

immigration and individual enrolment, probationary control, and spearheading the fight against addiction to drugs and substances. Additionally, the 

Ministry provides all Government ministries with reception services and organizes state operations. 

Statement of the Problem : 

Human resource functions in the civil service workforce involve job evaluations, coordinating personnel needs, selecting and employing suitable 

individuals, orienting and training new hires, managing compensation and benefits, providing awards and bonuses, evaluating performance, resolving 

issues, and communicating with all employees at all echelons (Ejim, Egbudu & Ezeh, 2020). The performance of civil servants greatly depends on the 

efficacy and efficiency of human resources (Rouse, 2019) and in the alternative, low output, inefficiency, and inefficiency of assets happen. Kenyan civil 

service workforce has faced numerous setbacks over the years, including poor project delivery, abandoned projects, and failed regulations, deficient 

organizational culture, and a dearth of performance management techniques (Esu & Inyang, 2020). Overcrowding and underpayment of civil servants 

result in subpar service delivery, noncompliance with recruiting and selecting practices, as well as an incompetent workforce with many employees 

without the necessary abilities and prerequisites to carry out the tasks to which they are designated (Ejim, Egbudu & Ezeh, 2020).  

Furthermore, insufficient rewards in the civil service workforce comprising civil servants can hinder worker performance and worsen work ethics and 

service quality in government organizations, which are frequently typified by a bad work environment and outright corruption on the part of numerous 

officials (Wegrich, 2019). In Kenya as well as other global locations, public sector organizations such as MICNG face difficulties in finding and keeping 

valuable, competent employees, appraising the performance of employees, and giving good remunerations as at when due to meet the ever-changing 

demands of service delivery (Ogholaja, 2023). Not enough people are trained to carry out the essential tasks. Understaffing and insufficient training of 

employees have significant negative impacts on its performance in terms of capacity utilization and productivity. The inability of this commission to meet 

its objectives has led to shoddy work, extreme levels of stress and tiredness (Nzau, 2019).  

Moraa and Datche (2019) assessed the effects of performance appraisals on employee performance in Kenya and discovered positively significant effects. 

Enekwe, Eziedo, and Agu (2019) looked at the impacts of appraisals of performance on worker performance in Nigeria, with a particular emphasis on 

the banking industry. In Afghanistan, Ahmadi (2019) looked into the impacts of training programs on worker performance using the telecoms sector as a 

case study. Mwangi and Munyua (2023) used census sampling to assess the effects of training and development on worker performance focusing 

on investment companies listed in Kenya. The aforesaid studies however demonstrated contextual, methodological, and conceptual gaps. Hence, the study 

aims to establish the effects of human resource instruments on employee performances among civil servants of MICNG in Makueni County, Kenya. 

Justification and Significance of the Study 

The study examined how human resource instruments affect employee performances among public civil servants of MICNG in Makueni County, Kenya. 

In the public service workforce, human resource instruments are positioned to guarantee and foster excellent human resource management procedures as 

well as to foster honesty and love of the public sector. A crucial component of ensuring the successful and effective handling of all human resources for 

increased performance of civil servants is human resource management.  

Hence, how human resource instruments would specifically address issues of performance and serve to uphold the principles of candor, openness, 

patriotism, and building a workforce within the civil service workforce that exemplifies good governance in Kenya needs to be studied. As such, 

evaluating the impact of these human resources instruments on worker performance is critical. The effects of human resource instruments and government 

servants' job performance were the researcher's main areas of interest.  
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Employee Performance  

The effects of electronic governance on the performances of employees in the Immigration Department of MICNG in Kenya were examined by 

Macotiende, Bula, and Ndegwa (2021). The research design employed was a cross-sectional descriptive survey. The study's target group consisted of 516 

immigration department personnel from three specifically chosen sites in Nairobi City County, Kenya. Utilizing stratified proportionate random sampling, 

a sample size of 103 respondents was chosen. Regression analysis and descriptive statistics were utilized to analyze data. Findings showed that although 

e-governance techniques have significant impacts on employee performance, they have only been moderately embraced. A prior study that concentrated 

on Nairobi County utilized cross-sectional descriptive methodology. The present study employed a descriptive method of design with Makueni County 

in focus. 

Achuchi (2022) investigated how performance management techniques affected employees’ performances in Kenya's Ministry. A descriptive research 

design was employed to gather qualitative and quantitative data. A total of 350 officers from different departments comprised the targeted population. 

Respondents were chosen using simple random sampling techniques. There were 187 employees in the study's sample. Ministry's department heads made 

up responses. According to the report, employee performances at Kenya's Ministry were greatly impacted by performance management procedures. 

Previous studies utilized qualitative and quantitative data and a simple random sampling method. The present study utilized quantitative data and a census 

sampling method. 

Impacts of career development on employee performances in Nairobi City County were studied by Ondere and Mackhamara (2023).  The study's subjects 

were chosen with a stratified method of sampling. The study's sample size was 102, and the target population was 1022. A descriptive research design 

was utilized for investigation. Questionnaires were used to gather data. The validity and reliability of the research instrument were evaluated using test-

retest method. Tables offered quantitative information, whereas content analysis employed qualitative data. According to the findings, career advancement 

in interior ministry was only averagely successful over the study period. The prior study utilized qualitative and quantitative data and was done in Nairobi 

County, Kenya. A recent study utilized quantitative data and was done in Makueni County. 

Career Development and Employee Performance 

Mwova and Langat (2021) investigated the influence of career development methods on staff performance at the selected private universities in Nairobi 

County, Kenya. A descriptive methodology was utilized. 2336 employees of Kenya's religiously affiliated private universities—Daystar, CUEA, St. 

Pauls, and KeMU—constituted the study's population. These comprised both non-teaching and academic professionals. A proportionate stratified sample 

design was used in the investigation. Questionnaires were the primary means of data collecting, and primary data were employed. Then, a combination 

of inferential and descriptive analyses was applied. Descriptive analysis was a method to examine quantitative data. Findings showed employee 

performance is significantly predicted by career guidance. Previous studies focused on private universities and utilized stratified sampling. A recent study 

utilized the census method and focused on MICNG in Kenya. 

Career development's impact on workers' performance at Kenya Forestry Research Institute in Muguga were examined by Ratemo, Makhamara, and Bula 

(2021). The foundation of the investigation was equity theory. A descriptive research design was employed. Kenya Forestry Research Institute served as 

an analytical unit with 178 employees as the target population. To get a sample of 121 respondents, a stratified random sampling technique was applied. 

A semi-structured questionnaire was used to collect primary data. Inferential and descriptive statistics were applied in data analysis. Career development 

plans have considerable impacts on staff performances at Kenya Forestry Research Institute, as per the report. The prior study employed the use of 

stratified and was focused on Kenya Forestry Institute while the recent study utilized a census sampling method and focused on MICNG in Kenya. 

The effects of career development on employee engagement in Kenya's public health sector were assessed by Muchibi, Mutua, and Juma (2022). 

Descriptive research design was the approach utilized for investigation. The population comprised 3,092 respondents, with a sample of 342 chosen. 

Stratified and simple approaches to sampling were utilized. Quantitative and qualitative data types were collected using a questionnaire-based approach. 

Quantitative and qualitative analysis were utilized in a mixed-method approach to data analysis. Results showed that employee engagement in Kenya's 

public health sector was positively, moderately, and significantly impacted by career development. The aforementioned research used simple and stratified 

random sampling and concentrated on the public health sector. A recent study utilized census sampling and concentrated on MICNG. 

Suherman, Ahman, Disman, and Rofaida (2023) examined how career development and employee engagement affected the performances of employees in 

Indonesia. In this study, descriptive and explanatory research designs were employed for survey methodologies. Eighty-seven (87) PT Indonesia Pos 

(Persero) personnel participated in. The sampling method employed was saturation sampling. To evaluate data, multiple regression analysis was 

employed. Results indicated that employee engagement and career development may have a joint or partial effect on performance. The previous study 

utilized saturated sampling along with an explanatory and descriptive research approach. As a result, the descriptive research design and census sampling 

method was utilized in this study. 

Dharmawansyah, Ariawan, Prasetyo, Priyadi, and Karunia (2023) evaluated the efficiency of career development in moderating the impacts of training 

and the workplace on employee performance. Using the causal technique, the research approach adopted a descriptive quantitative approach. There are 

609 workers in the steel sector in the Banten Provinces and DKI Jakarta who make up the study's population and objects. Snowball sampling was adopted 

to pick 242 respondents. The data analysis approach evaluates the study's hypotheses by applying structural equation modeling (SEM), notably with the 

SEM-LISREL data processing tool. Findings indicated employee performance is directly impacted by work environment, training, and career 

development. Causal research design was utilized in a prior study, which was conducted in Jakarta. Kenya hosted the current study, which made use of a 

descriptive research design. 

In their study, Rahayu, Setiadi, and Agustina (2023) looked at how career development affects the caliber of work in Indonesia. Qualitative data from 

novels and scientific papers were employed in this investigation. The idea was examined and a new research model on the connection between 

compensation and the caliber of public services was formed using secondary data from earlier studies. The study's findings indicated that career 



International Journal of Research Publication and Reviews, Vol (6), Issue (2), February (2025), Page – 3759-3765                           3762 

 

advancement and training affect the caliber of labor. It was evident that professional growth and training have an indirect impact on the caliber of work. 

However, Indonesia was the location of the prior study. In Kenya, the current study was conducted. 

Human Capital Theory 

According to Armstrong (2010) who propounded the theory, businesses that invest in their staff see an improvement in performance, which benefits the 

business as a whole. This perspective holds that people have innate skills, dispositions, and vitality (Davenport 1999). The theory states that a product's 

value is derived from its users' understanding, abilities, and expertise. Therefore, developing and retaining human capital should be a top priority. 

According to Armstrong (2010), people create, hold onto, and use knowledge and intellectual capital. People's knowledge is enhanced by their interactions 

with one another (social capital), which turns it into the established knowledge that companies possess.  

It is a flawed approach to understanding the value of capital, according to Block (1990), who was cited and quoted by Muchomb (2016). The only way 

to comprehend human activity is through the lens of trading. This disregards the fact that value is created by an accumulation of capital, not the other 

way around, as capital is a social force. In such a scenario, it is usually viewed as more akin to a good than money. Another argument is that education 

boosts productivity, which could account for higher wages. These theorists did not take knowledge transfer into account. 

Is there a connection between productivity and the duration of education and training? It is accurate to say that increased productivity does not always 

translate into higher wages. There are, nevertheless, additional situations that might be relevant. The industry, the employer's location, and labour union 

rules may all have an impact on compensation. The theory states that the knowledge, skills, and abilities of individuals are what give a product its value. 

As such, the commission functions better if it can draw in, hold onto, and expand its human capital. Considering that their competencies could benefit all 

judges, officers, staff members of general commissions, and administrators must obtain additional instruction and training. The theory supports career 

development and training and development. 

Conceptual Framework : 

 

 

 

 

 

Methodology : 

The study employed descriptive design which sought to gain an explanation of the features of particular research variables at a given moment in time. 

Regarding the target population, it discusses the what, who, and why of the study (Mugenda & Mugenda, 2003). It was used to determine the 

characteristics, patterns, trends, and classifications of the research and to answer the research problem's what, when, where, and how questions. The study 

was conducted in Makueni County, among the civil servants under the Ministry of Internal Security and Coordination of National Government all totaling 

95 officers from 5 departments of the Ministry in Makueni. The questionnaire was pilot tested in the neighbouring Machakos County, achieving a 

Cronbach alpha above 0.7, implying that the instrument was reliable. descriptive statistics, using the mean and the standard deviation was used while 

inferential statistics employed the regression analysis as well as Pearson correlation coefficient. Qualitative data was analysed using thematic/content 

analysis. the data was analysed using content analysis.  

Results and Discussions : 

A response rate of 75.8% of the total sample was achieved while 24.2% were not returned.  Majority of the respondents (67%) were female while the 

remaining 33% indicated that they were male. This implies that the gender parity in the ministry was not achieved and the female servants were nearly 

double the number of their male counterparts. The results are in tandem with the findings of Crossland et al (2021) who discovered that women are 

increasingly engaged in farm management in Makueni County, Kenya, with aspirational narratives focusing on commercializing farm activities. In terms 

of age distribution, about half of the respondents (48.6%) were aged between 31 and 40 years, 40.3% were aged between 41 and 50 years while the 

remaining 8.3% and 2.8% were aged between 21 and 30 years and above 50 years respectively. The findings corroborate with Amahwa and Otuya (2020) 

who noted that employees in this age range typically possess significant institutional knowledge and skills that contribute to effective service delivery 

and organizational performance.  

In terms of the educational qualification for the respondents, 80.6% had an undergraduate degree, 5.6% had a masters degree while the remaining 13.9% 

indicating that they had Diplomas, results which shows that the respondents were fairly educated and had the capacity to not only perform the assignments 

but also make appropriate decisions over and above their desires to advance their careers over time. The findings are consistent with findings of Ituma 

(2024) who opined that Nigeria's civil service sector showed that adequate training and human resource development programs lead to increased 

productivity and improved work attitudes among employees, reinforcing the notion that a strong educational background is essential for effective public 

Career Development 

• Learning Advancement 

Opportunities 

• Employee Mentoring 

• Skills Development 

Opportunities 

Performance of Civil Servants 

• Quality of Work 

• Client Feedback 

• Efficiency 

• Consistent Improvement 
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service. On their level of experience that the respondents had, more than half of them (59.7%) had experience of 2 years and below while 18.1% had 

worked for between 3 and 5 years. The remaining 22.2% had worked in the civil service for between 6 and 8 years. The findings agree with the works of 

KIPPRA (2019) which emphasized that integrating younger employees into the civil service enhances innovation and responsiveness to community 

needs.  

Career Development 

The study sought to examine the effect of career development prospects on the performance of civil servants in Makueni County. The study used employee 

engagement, job satisfaction, and organizational success as indicators of employee performance. The results are as tabulated below.   

Statement Percentage Mean Std. Dev. 
 

SD D N A SA   

Several career learning advancement opportunities are made 

available by the ministry 
0 1.4 1.4 59.7 37.5 4.3333 0.5814 

Employees are mentored by coaches in the ministry toward 

career advancement 
0 1.4 5.6 50 43.1 4.3472 0.65348 

Employees are encouraged to engage in skill development 

opportunities 
0 1.4 1.4 54.2 43.1 4.3889 0.59471 

The ministry supports the career development of employees 

through funding and organizing career advancement 

programs 

0 2.8 4.2 61.1 31.9 4.2222 0.65482 

Employees are mentored on their career path for career 

development 
0 2.8 4.2 52.8 40.3 4.3056 0.68462 

Learning advancement opportunities are provided to 

employees by the ministry 
22.2 12.5 8.3 47.2 9.7 3.0972 1.37544 

 

More than half of the respondents (59.7%) agreed that the career learning advancement opportunities are made available by the ministry while another 

37.5% strongly agreed with the statement. Only 1.4% strongly disagreed, and another 1.4% were neutral in their response. A mean of 4.33 shows that the 

respondents agreed, on average that the career learning advancement were availed by the Ministry, while the standard deviation of 0.58 indicated that the 

deviation was minimal and their response was more uniform.  The finding corroborates the works of Writer (2024) who found that structured career 

development programs, such as those in civil service, significantly enhance employee motivation and productivity.  

On whether the employees are mentored by coaches in the ministry towards career advancement, half of the respondents (50%) agreed while another 

43.1% strongly agreed that the employees were actually mentored. However, 5.6% were neutral, 1.4% disagreed while none disagreed strongly. opted 

for strong disagreement, giving a mean response of 4.34 (agreed) and a standard deviation of 0.65 showing that the response from the respondents were 

uniform and the deviation was minimal. The results demonstrate a positive organizational culture that values professional development and supports 

employees in achieving their career goals which enhances job satisfaction, increases employee retention, and improves overall performance, as mentoring 

relationships often provide guidance, feedback, and networking opportunities that are crucial for career progression. The result is in tandem with the 

works of Allen et al. (2004) who opined that mentoring positively influences career outcomes, including promotion rates and job satisfaction.  

Fifty four percent (54.2%) agreed that the employees are encouraged to engage in skill development opportunities while 43.1%. strongly agreed. Only 

1.4% disagreed and another 1.4% were neutral as regards this statement. On average, the respondents agreed (4.38) that the employees are encouraged to 

engage in skill development and a standard deviation of 0.59 indicate that respondents were rather uniform in their responses. The results are in alignment 

with the works of Aguinis and Kraiger (2009) who found out that employee development initiatives, such as training and skill-building opportunities, 

lead to improved job performance, increased job satisfaction, and enhanced organizational commitment. Similarly, Noe et al. (2014) emphasize that 

organizations that invest in employee development tend to have higher levels of employee engagement and lower turnover rates. However, some studies 

have highlighted potential challenges in implementing effective skill development programs. 

 In relation whether the ministry supported career development of employees through funding and organizing career advancement programs, majority of 

the respondents (61.1%) agreed, 31.9% strongly agreed while the remaining 2.8% and 4.2% disagreed and were neutral respectively. With a mean of 4.22 

and a standard deviation of 0.65, shows that the respondents uniformly agreed that the ministry indeed supported career development of the employees. 

This finding agrees with the works of Noe (2017) who noted that organizations that invest in career development initiatives tend to see improved employee 

performance and engagement. Additionally, McCauley and Hezlett (2002) established that career development programs contribute positively to 

employee career success and organizational commitment, indicating that such support can lead to a more dedicated and productive workforce.  

Slightly more than half of the respondents (52.8%) agrees that the employees are mentored on their career path while another 40.3% agreed strongly. Only 

2.8% disagreed with this while the remaining 4.2% were neutral. With a mean of 4.30, the respondents agreed while the not so wide deviation of 0.68 showed 

that they were nearly uniform in their agreement. The results agree with the those of Allen et al. (2004) who showed that mentorship positively influences 

career outcomes, including job satisfaction, promotion rates, and overall career success. However, the results contradict the works of Eby et al. (2013) who 

opined that not all mentoring experiences are beneficial; poorly structured mentorship can lead to negative outcomes, such as increased stress or dissatisfaction 

if expectations are not clearly defined.  



International Journal of Research Publication and Reviews, Vol (6), Issue (2), February (2025), Page – 3759-3765                           3764 

 

When the study sought to know if learning advancement opportunities are provided to the employees by the ministry, nearly half of them (47.2%) affirmed 

while 9.7% strongly agreed. However, 22.2% strongly disagreed, 12.5% disagreed and the remaining 8.3% were neutral in their response. The respondents, 

on even were neutral (3.09) though the standard deviation of 1.37 indicates that the responses were not uniform in their responses. This result is in tandem 

with Noe (2017) who found that effective communication of learning opportunities significantly impacts employee perceptions and utilization of such 

programs. It also agrees with the report by the Society for Human Resource Management (SHRM, 2020), which reported that organizations that clearly 

communicate career development opportunities see higher employee retention and engagement, which aligns with the uncertainty expressed in the current 

finding. The result however contradicts the works of Kahn (2021) who argued that even where opportunities are available, employees may not take advantage 

of them due to personal motivation or external commitments. This suggests that the issue may not solely be about the ministry's offerings but also individual 

employee engagement.  

The results affirms that career development is crucial for the attainment of optimal employee performance among civil servants which are tandem with 

the findings of Mwova and Langat (2021) who opined that employee performance is significantly predicted by career guidance.  Ratemo, Makhamara, 

and Bula (2021) argued that career development plans have considerable impacts on staff performances while Muchibi, Mutua and Juma (2022) found 

that employee engagement in Kenya's public health sector was positively, moderately, and significantly impacted by career development. Suherman, 

Ahman, Disman, and Rofaida (2023) established that employee engagement and career development may have a joint or partial effect on performance 

while Dharmawansyah, Ariawan, Prasetyo, Priyadi, and Karunia (2023) found that employee performance is directly impacted by the work environment, 

training, and career development and Rahayu, Setiadi, and Agustina (2023) indicated that career advancement and training affect the caliber of labor.  

As contained in the qualitative response of the participants, several challenges affect the career development of employees in the ministry, including 

limited promotional opportunities, inadequate training and development programs, a lack of mentorship and guidance, limited networking opportunities, 

insufficient performance feedback and recognition, and a lack of clear career paths and succession planning. These factors hinder employees' motivation, 

hinder their ability to enhance their skills and knowledge, impede their navigation of career paths, restrict their networking possibilities, hamper their 

progress assessment, and create uncertainty in planning for career advancement. The product of the research aligns with Thompson and Green (2021) 

who highlighted similar obstacles in public sector organizations, emphasizing the impact of limited networking opportunities and inadequate feedback 

mechanisms. Additionally, Carter and Lee (2020) discuss the lack of clear career paths and succession planning as significant barriers to career 

advancement. 

Conclusion : 

The survey assessed the career development effect on employee performance within the ministry in Makueni County, Kenya. Regarding this particular 

goal, the survey results showed that employee performance in the ministry was positively but statistically not significantly impacted by career 

development. The conclusion drawn from the result is that career development initiatives currently in place in this ministry do not significantly impact 

employee performance in the studied context. This result implies that the career development programs implemented in the Ministry may not have been 

effectively designed or executed to positively influence employee performance 

Recommendations : 

The ministry should establish a culture of continuous learning by offering various opportunities for learning such as seminars, workshops, mentoring 

programs and online courses. By encouraging employees to continually update their skills and knowledge, the ministry can foster a motivated and high-

performing workforce. 

The ministry should create mechanisms that facilitate skills and knowledge transfer gained through training to the actual work environment. This can be 

achieved through post-training support, on-the-job coaching, and opportunities for employees to apply knowledge that is newly acquired in their day-to-

day tasks. Providing a supportive environment that encourages the practical application of training outcomes can further enhance employee performance. 
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