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ABSTRACT

The meteoric rise of disloyal and disgruntled employees perceived to stem from
retarded career advancement besetting the work of the Higher Education sector
prompted the researcher to examine the integrative relationship between career
advancement, job satisfaction and employee loyalty. Despite the pressing issue of
disloyalty and dissatisfied employees nested in the sector, no study to date has
integrated the identified three variables. Hence, the current study sought to fill the
lacuna by examining the impact of career advancement on job satisfaction and
employee loyalty amongst administrative employees at the Durban University of
Technology. Using a descriptive research design, the study targeted a population of
450 administrative staff at the institution. In line with the quantitative approach utilised
in this study, a closed-ended questionnaire was employed to solicit data from the
sample of 211 administrative staff. However, returned usable questionnaires
numbered 181, culminating in the response rate of 85.8%. Far-reaching insights
surfaced from the descriptive and inferential statistical analyses performed in this
study. The inferences drawn from the findings indicated that despite the availability of
career advancement opportunities, their influence on employee loyalty was limited
amongst administrative staff. Based on the findings obtained through a Structural
Equation Modelling and Regression analysis, the study concludes that while there is
a significant relationship between career advancement and job satisfaction, the
linkage between career advancement and employee loyalty is weak. In addition,
contrary to the claims of scholars, the study finds no evidence of the association
between job satisfaction and employee loyalty. However, the evidence from the study
established a refined perspective suggesting that, within administrative roles, career
advancement alone might not be sufficient to drive satisfaction or loyalty. The current
study yielded both theoretical and practical implications. Future studies may replicate
the current study to validate the hypothesised constructs and observe their

consequent application in organisations that share somewhat similar settings.
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CHAPTER ONE
BACKGROUND AND OVERVIEW OF THE STUDY

1.1 Introduction

Administrative staff in higher education play an integral role in the quest for the
institution to become a leading institution. The career growth of administrative
employees makes a substantial contribution towards the realisation of the goals of the
tertiary institution, strengthening its place as a genuine stakeholder in the provision of
tertiary education (Diedong, 2020:21). Nevertheless, there are various challenges
bedevilling the administration of higher education institutions across the world. The
challenges that tertiary education institutions face today are daunting (lucu, 2021:125).
These challenges include uncertain roles and responsibilities, poor technology
adaptability, poor career advancement, and low staff retention. All these have the
potential to deter the steady flow of work of the administration of higher education
institutions (lucu, 2021:125). However, poor career advancement causes more harm
to the supposed smooth functioning of tertiary institutions (Erasmus, 2020:69), as this
results in low morale, reduced employee loyalty, and the exit of talented employees,

which organisations cannot afford to lose during the current economic climate.

This prompted the study to investigate the influence of career advancement on job
satisfaction and employee loyalty. Career advancement refers to the progression of
employees within an organisation through promotions, skill development, and
professional growth opportunities (Greenhaus, Callanan and Godshalk, 2019:45). Job
satisfaction relates an employee's overall contentment with their work environment,
responsibilities, and career trajectory (Dhir, Dutta and Ghosh, 2020). Employee loyalty
is defined as the commitment and attachment an employee has toward their
organisation, often reflected in long-term tenure and reduced turnover (Lestari,
Sudiarditha, and Handaru, 2021). The study focuses on administrative staff in a higher
education institution. This category of staff makes up about half of the total workforce
in the academic institution. Although they are considered non-academic, this group of
staff performs functions that assist the institution in accomplishing its academic goals

and endeavours. The administrative staff is housed in roles that include finance,
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human resources, student support, secretarial and governance. Tertiary education
institutions arrange the administrative staff according to structures, roles,
responsibilities and other factors to maintain or improve the administrative level of
service of the institution (Shobaki, Abu-Naser, El Talla and Amuna, 2018:9).

1.2 Background to the study

Tertiary education institutions play a fundamental role in the human resources
development of all countries. A country with a poor human capital foundation will most
likely not develop at a significant rate (Rodriguez, 2021:6). The quality and excellence
of teaching carried out by tertiary education institutions have a great influence in the
development of the country and society overall. Studies on the job satisfaction of
employees have become significant in the area of tertiary education. Although studies
that focused on employees in tertiary education institutions increased in the last few
years, more empirical evidence has focused on academic staff at academic institutions
with examples of studies by various authors (Ahmad and Jameel, 2018:8; Khudhair,
Rahman, and Adnan, 2020:251; Tangney and Flay-Petty, 2019:11), but few studies
have been conducted on the administrative employees with only limited examples of
such studies (Baltaru, 2018:213; Erasmus, 2020:69; Nafrees, 2021:31). Studies on
the career advancement, job satisfaction and employee loyalty of administrative staff
are becoming critical research issues in the tertiary education field. A study carried out
by Du, Lai and Lo (2010:430) on job satisfaction found that career development is a

crucial aspect in higher education. Therefore, further research is needed.

Moreover, very few higher education studies have evaluated the career development
of administrators as more studies gave their attention to academic staff (Abarantyne,
Naidoo, and Rugimbana, 2019:11; McCaffery 2018:31). Jung and Shin (2015:881)
explain that the role of administrative staff members has broadened from basic office
work to a larger scope, which includes the management of finances and facilities,
quality control and assurance, and research and teaching support. This means that
the competency and development of administrative staff is a crucial factor in the
effectiveness of an institution. Organisations should consider developing numerous
social exchange connections to positively impact employees’ loyalty and job

satisfaction in a higher education environment. Encouraging social exchange to
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influence the commitment of employees contributes not only to a reduction of
employees wanting to leave, but also to other qualities that can improve job

satisfaction and productivity (Haley,2018:13).

1.3Problem Statement

Poor career development has taken centre stage in higher and tertiary education. It is
against the backdrop of high job dissatisfaction and disloyalty of administrative staff of
universities that have been attributed to poor career advancement that this study is
undertaken. Poor career advancement has been claimed to be the key source of
dissatisfaction and disloyalty amongst administrative staff in universities (Hunter,
2018:16). Frustration emanating from career stagnation causes administrative
employees at universities to be disloyal and discontented with their workplace (Arqawi,
Abu-Naser, and Al Shobaki, 2018:17). Organisations ought to develop their workforce
to have multi-functional capabilities so that they can carry out numerous duties. By
being in the same position for many years, administrative employees in universities
feel unappreciated and hence become disloyal to the organisation. The success of
any higher education institution is highly dependent on its support staff providing
quality and excellent administrative services. This study centres on the Durban
University of Technology’s (DUT) administrative staff, analysing their workplace career
advancement, progression opportunities within the organisation, and how it impacts

on their work fulfilment and loyalty to the organisation.

The goal to become a leading world class institution has led to competition between
Higher Education institutions (Ahmed et al., 2015:32), prompting these institutions to
have a re-look at the institutional administration, primarily focusing on their satisfaction
and loyalty. The worldwide competition for elite status has forced universities to be
distinctive with the support of administrative staff to gain a competitive advantage.
Although the administrative employees in higher and tertiary education are often
neglected, they play an integral role in the smooth functioning of universities (Snijders
et al., 2021:7). The leading universities around the world have started to realise the
importance of administrative employees, hence these employees have attracted the
attention of most universities. For South African Higher Education institutions to

compete worldwide, quality support and service to all academic staff must be provided
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by administrative employees (Naidoo-Chetty and Du Plessis, 2021:268). This results
in increased pressure to investigate the administrative employees’ level of loyalty and
satisfaction that enables them to provide full support to the university. Of concern is
their level of satisfaction and loyalty to the organisation. The level of resigning from
their jobs amongst administrative staff, especially among still growing universities, in
particular Universities of Technology (UoT), has shown the disloyalty and high-level

dissatisfaction of administrative employees (Bae and Kim, 2019:303).

A significant number of administrative employees are questioning their stagnation in
the same position for decades, citing that high position vacancies are being occupied
by candidates from outside the organisation (Mawung, 2018:154). Support staff at
DUT are leaving the organisation to pursue openings for career advancement offered
in other organisations, both inside and outside the Higher Education sector. Most
administrative staff at DUT are not supported or encouraged to start studying or further
their studies (Erasmus, 2020:69). A typical instance can be learnt from the University
Capacity Development Grant, which is only offered to academic staff and
administrative staff are neglected. In most cases, administrative staff are only
supported if they are studying within the scope of their job, which can lead to

challenges in their career growth paths.

Despite many studies conducted on career advancement, job satisfaction, and
employee loyalty separately, there is a notable gap in studies focusing specifically on
integration of the identified three variables. Failure to address the identified gap may
result in having dissatisfied employees which could subsequently leads adverse
effects such as low productivity and high employee (Tiwari, Mathur, and Awasthi,
2019:10). The study has the potential to provide insights of reducing high levels of
dissatisfaction and turnover rates, eventually contributing to a more stable and
motivated workforce. Thus, the study investigates how career advancement influences
job satisfaction and employee loyalty among support staff in Higher Education. With
more than half the workforce being administrative staff at DUT, the academic
institution must value these employees and understand the influence of career
development on the loyalty and satisfaction of administrative staff. By considering
career advancement, it is claimed that employees feel happy in their occupations and
more loyal to the organisation, which leads to the retention of experienced and talented

staff (Susita, Saptono, Susono, and Rahim, 2020:20). Hence, it is crucial to undertake
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such a study as it has theoretical and practical implications for the management of the
Durban University of Technology. Through this empirical study, far-reaching solutions

to the aforementioned problem may be developed.

1.4.1 Aim of the study

The main aim of the study was to examine career advancement and its impact on job
satisfaction and employee loyalty at Durban University of Technology (DUT), with
focus given to the administrative (support) staff. The study aimed to explore if career
advancement opportunities increased job satisfaction and caused employees to be

more loyal to the organisation.

1.4.2 Primary objective
To determine whether DUT can achieve employee loyalty and job satisfaction through

career advancement.

1.4.3 Secondary objectives

e To explore the career advancement opportunities for administrative staff at
DUT;

e To establish the extent to which career advancement impacts job satisfaction
amongst administrative staff at DUT;

e To determine the relationship between career advancement and employee
loyalty at DUT;

e To explore the link between job satisfaction and employee loyalty at DUT; and

e To explore possible career advancement strategies that DUT can implement to

improve job satisfaction and employee loyalty.

1.4.4 Primary research question
Is employee loyalty and job satisfaction achievable at DUT through career

development?

1.4.5 Secondary research questions
e What are the career advancement opportunities for administrative staff at DUT?
e To what extent does career advancement impact job satisfaction amongst

administrative staff at DUT?
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e |s there a relationship between career advancement and employee loyalty at
DUT?
e What career advancement strategies can DUT implement to improve job

satisfaction and employee loyalty?

1.5 Scope of the study

The study was confined to the Durban University of Technology, based in the higher
education sector and located in the province of Kwa-Zulu Natal, South Africa. The
study does not include other higher education institutions in South Africa as situational
factors vary. The study included all administrative employees except senior top

management at the Durban University of Technology.

1.6. Preliminary literature review

This section provides an overview of existing literature on the interconnected variables
of career advancement, job satisfaction, and employee loyalty. It explores the ways in
which career development opportunities influence employee satisfaction and their

commitment to an organisation, laying the foundation for the research study.

1.6.1 The concept of career advancement

The meaning of career advancement can differ according to an individual. For one
individual, it can mean moving from an entry-level position to becoming a manager or
executive. For another, it could mean receiving a promotion, and for others, it could
be the employer giving them more responsibilities (Ogony and Majola, 2018:77). For
this study, career advancement relates to fundamentally having the opportunity to be
advanced to a better position, move ahead in a company or position, or be given more
obligation in a current role (Gaiaschi and Musumeci, 2020:163). Due to the
tremendous scale of the subject of career advancement, numerous theories have
been developed throughout the years. These theories attempt to explain how different
factors such as career paths, characteristics, traits and environments impact the

success or failure of a career (Patton, 2018:31).

1.6.2 The Concept of Job Satisfaction

Job satisfaction can be seen as a tangled and not-so-straightforward concept with
different meanings to different people. According to Amin (2021:5224), job satisfaction
signifies a mixture of constructive or undesirable feelings that employees have for their
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job and work performed. Job satisfaction is a term used to describe how content an
individual is with their job. It is a relatively recent term since in previous centuries, the
jobs available to a particular person were often predetermined by their parents'
occupation. Job satisfaction can be influenced by several factors such as working
conditions, opportunities for career development, salary, and peers such as team
members and management. In like manner, the more the worker gets the results they

value, the more they feel fulfilled.

1.6.3 Concept of employee loyalty

Darmawan, Mardikaningsih, Sinambela, Arifin, Putra, Hariani, Al Hakim, and Irfan
(2020:2580) assert that there have been numerous distinctive definitions as to what
the notion of employee loyalty is, and thus saw a need for further investigation which
would look into the concept of employee loyalty as well as the markers showing loyalty
in workers. This study adopts the definition by Lynch (2022:6), who defines employee
loyalty as a tendency of workers being devoted to remaining with the organisation,
working extra time to finish tasks, helping other employees to reach their targets and
not exploiting the company. Employee loyalty can be characterised as workers who
are committed to the success of their organisation and accept that being a
representative of this organisation is in their best interest. Not only do they plan to stay
with the organisation, but they do not effectively look for alternative work opportunities
(Tiwari, Mathur, and Awasthi, 2019:10). With most literature or research (Phuong and
Vinh, 2020:698; Darmawan et al., 2020:2580) agreeing that loyal employees are a
critical factor for increasing organizational performance, more studies need to be done
with the point of examining how employee loyalty, as a variable, is influenced by career

development.

1.6.4 The relationship between career advancement and job satisfaction

Undeniably, amidst the increasing organisational efforts to promote job satisfaction at
the workplace, career development has emerged as a central factor in stimulating
contentment and adaptation. Yet, research on the nexus between career
advancement and job satisfaction has recently been given short shrift. However,
despite an amplified level of organisational and scientific interest, various cardinal
questions remain unanswered, and multitudes of issues are still being debated

regarding career development and job satisfaction (Jehanzeb and Mohanty,
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2018:171). Importantly, in assessing the link between career advancement and job
satisfaction, many types of job satisfaction determinants can be observed. Permana,
Aima, Ariyanto, Nurmahdi, Sutawidjaya, and Endri (2021:1287) link job-related factors
such as promotions and opportunities for growth as effective and positive elements
which can all contribute to job satisfaction. Ashraf (2020:23) also identifies factors that
impact job satisfaction, more noteworthy being salary, job security, opportunities for
advancement, opportunities for growth and work conditions. The relationship between
career advancement and employee satisfaction has been explored by some scholars
or researchers (Ismail and Rishani, 2018:109; Robianto and Masdupi, 2020:737;
Santoso and Sidik, 2020:97) and these research works have suggested that
organisations that take an interest and participate in career management are
progressing to improve their employees’ job satisfaction. These studies connect on
career advancement and job satisfaction as the readiness of management to suitably
arrange and oversee career advancement activities adequately, which helps
employees create career paths and in turn may lead to higher job satisfaction within

the organisation.

1.6.5 The nexus between career advancement and employee loyalty

While the jury is still out on the influence of career development, it would appear rash
to dismiss its potential value and importance for employee loyalty. Taking career
development as a predictor of employee loyalty without validation may be a potentially
damaging exercise and erroneous, since it seems premature to conclude that
components of career development are worthwhile employee loyalty triggers.
However, the fact that the loyalty of employees can depend on other factors than
financial rewards or compensation is crucial. Research studies (Singh, 2019:425;
Cheptoo and Chilika, 2021:10; Ma and Mayfield, 2018:5) agree that the retention of
skilled and experienced employees best serve the interests of the organisation. Al-
Ghamdi and Javed (2021:242) state that employees are more loyal when there is
continuous growth and development in the organisation. They further indicated that
when an employee feels that they are an essential part of an organisation, it further
improves their devotion to the organisation. Shcherbakova, Velikorossov,
Rakauskiené, Prodanova, Midova, Sklyadneva and Balakhanova (2021:742) state

that the opportunities for career growth and development increased the inclination of
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employees to become loyal to the organization. Therefore, career development is

claimed to be an important factor when assessing the loyalty of employees.

1.6.6 The linkage between job satisfaction and employee loyalty

Job satisfaction is claimed to affect employee loyalty. Job satisfaction and loyalty are
crucial challenges that face organisations when managing their employees. Until
recently, the relationship between job satisfaction and employee loyalty had received
short shrift, creating the impression that research on job satisfaction is a pivotal area
that addresses various challenges at the workplace that appears difficult to dispute.
Thus, the empirical evidence in research papers (Ahmad and Jameel, 2018:8; Rajput,
Singhal, and Tiwari 2018:105; Vuong, Tung, Tushar, Quan, and Giao, 2021:203)
supporting the importance of job satisfaction in the loyalty of employees is scant.
Employees are an important resource for all companies, particularly as they signify an
important asset or investment when it comes to finding, employing and training.
Organisations are guided by their policies when creating development and career
advancement initiatives. Typically, these strategies are meant to develop employees
as this can lead to a longer occupancy (Aljehani and Javed ,2021:123). The longer

staff work for an organisation, the more valued they become.

1.6.7 Theoretical framework

This study is informed by the collusion of two theories, that is the Social Exchange
Theory and Herzberg Two Factor Theory. While the Social Exchange Theory guides
the relationship between career development and employee loyalty, Herzberg’s Two
Factor Theory supports the relationship that underpins career development and job
satisfaction. Hence, in this study, these theories complement each other.
Unfortunately, no empirical data have been provided in support of this theoretical
model, and its validity in this study remains to be vindicated. Earlier scholars
characterize social exchange as the costs and rewards evoked through an interaction
between two parties (Cook and Emerson, 1978:721; Emerson, 1976:335;
Homans,1958:597). Social exchange can happen within a once-off occurrence or over
some time. Homans, who is often referred to as the pioneer or father of the social
exchange theory, stated that social behaviour can be depicted as the exchange of
anything that can be seen as profitable, valuable or important. It can be material or

non-material, such as non-tangible sentiments of honour or distinction (Homans,

22



1958:597). In this study, there is a reciprocal relationship between management and
employees. This means that if management provides employees with career

development, employees tend to reciprocate by being loyal to the organisation.

However, Dachner et al. (2021:100732) assert that many organisations have different
initiatives to develop their employees, but these initiatives might not be an inclusive
process that can link the employees' needs to the organisational objectives and path.
This can lead to a lack of concordance between the employee and organisational
needs, which makes it difficult for organisational to develop a specific structure to
develop the career path of the employees. Aljehani and Javed (2021:123) state that
higher education institutions are not excluded from these issues when it comes to the
development of administrative employees. In terms of the relationship between career
development and job satisfaction, this research draws on the Herzberg Two Factor
Theory. According to Herzberg (2017:3), there are two components, namely
‘motivators’ and ‘hygiene factors. It is only the motivating factors that create work
fulfilment. The actual task or job and the results of the work, like recognition reward,
duty, advancement and development, have the potential to produce work satisfaction.
In line with this study, the theory claims that providing career development is one of
the motivating factors that may increase job satisfaction. Unfortunately, little empirical
data have been provided in support of the claims as situational factors at each

workplace differ. Precisely, the study seeks to empirically test these assertions.

1.7.1 Research Methodology

Research methodology can be defined as the detailed procedures or methods that are
used to categorize, choose, undertake and examine data about a subject (Pani-
Harreman, 2021:2026). This covers the research approach, design of research, design
of the questionnaire, data collection and analysis, sampling methods, and ethical

considerations.

1.7.2 Research design

A descriptive case study research design was adopted for this study. A descriptive
study is a study where data is collected without altering the environment
(Atmowardoyo, 2018:197). A case study is a comprehensive study of a detailed topic,
such as an individual, groups, areas, occurrences or an organisation, according to

Thomas (2021:1) A descriptive case study is a study that is fixated and thorough,
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where propositions and inquiries about an occurrence are examined and articulated
(Rutberg and Bouikidis,2018:209). There are several types of research designs,
namely descriptive, correlational, quasi-experimental, case study and experimental
research (Bloomfield and Fisher, 2019:17). A descriptive-case study research design
is the most suitable method that accurately responds to the study’s research questions
and will give in-depth knowledge to the organisation about career advancement, job

satisfaction and employee loyalty.

1.7.3 Research approach

For this study, a quantitative approach was used. The research approaches are
qualitative, quantitative and mixed approach. A quantitative study is an orderly
approach to gathering data through sampling means, for example, surveys and
questionnaires (Agarwal, Dudik and Wu,2019:120). Gravetter and Forzano (2018)
describe a quantitative study as offering information about the aims of the study and
how will it be accomplished so that an informed evaluation of the approaches to
acquire outcomes of the research problem can be done. This approach is being used
as it is more suitable when dealing with larger sample sizes. A quantitative approach
answers the objectives appropriately to show the relationship between career

advancement, job satisfaction, and employee loyalty (Bloomfield and Fisher, 2019:27).

1.7.4 Target population

The target population of this study equalled 450 employees according to the source
list/employee list obtained from the Human Resources Department at DUT. The target
population is the collection of people that the researcher plans to investigate and
conclude from (Mozzana, 2019:225). The intended target population for this study
consisted of all non-academic or administrative employees of the Durban University

of Technology. The following shows the inclusion and exclusion criteria:

1.7.4.1 Inclusion criteria
Administrative employees at the institution and employed for three years or more at

the institution.

1.7.4.2 Exclusion criteria
Academic staff, independent contractors, and top management.

1.8 Sampling
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Sampling is defined as the process of selecting a subset of individuals or elements
from a larger population to represent the whole and is a critical step in ensuring that
the study's findings can be generalised and relevant to its objectives (Rahman,
2023:42).

1.8.1 Sampling method

The study used the probability sampling method whereby an investigator sets a range
of a few conditions and every representative within the population has a chance to be
selected (Berndt, 2020:224). There are two types of sampling methods, probability
and non-probability (Bhardwaj, 2019:157). There are four techniques that fall under
probability sampling methods, namely simple random sampling, systematic sampling,
stratified sampling, and cluster sampling (Pandey, 2021:1) The study chose simple
random sampling because every participant within the population had a chance to be
selected, hence there was less bias. Simple random sampling is a technique of
probability sampling where respondents who form the sample are picked randomly,
according to Stratton (2021:373).

1.8.2 Selection of the sample

A sample is a portion of members nominated from the entire population to participate
in the study (Mulder and De Bruine, 2019:11). The sample size in this study is n=450.
The Yamane sample calculation is a method to determine the sample size for a study.
It is the most suitable method to use when the only item the researcher knows about
the population that is being sampled is its size (Chaokromthong and Sintao, 2021:76).

The formula for the calculation is as follows n = N/(1+N(e2).
n=sample size

N = population of the study

e=margin of error in the calculation

n=450/ (1+450(0.05)2)

n=450/ (1+450(0.0025))

n=450/1.125

n=211
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Hence, the sample size for this study was 211.

1.9 Data collection method

For this study, a self-administered questionnaire was used to gather primary data. The
two main sources of data collection are primary data and secondary data (Mulder and
De Bruine, 2019:11). The personal method was employed in carrying out the collection
of data because the personal method is usually associated with providing a higher
response rate (Mazhar, Anjum, Anwar, and Khan, 2021:6). The key methods of data
collection are telephonic interviews, online surveys and the personal method. The
researcher will use the personal method and physically deliver the questionnaire with
an accompanying letter to all the participants. The participants were given three weeks
to complete and return the questionnaire, which should have taken twenty to twenty-
five minutes to complete. The following section explains primary data and secondary

data:

1.9.1 Primary data

For the purposes of this study, a closed-ended structured questionnaire was used to
gather primary data. Bjarkefur, de Andrade and Daniels, (2020:892) highlight that
primary data is a form of information that is gathered by investigators or researchers

straight from key sources via interviews, consultations, surveys and trials.

1.9.2 Secondary data

Secondary data was used to develop the literature review. For this study, the
secondary data was collected form theses, accredited journals, articles, organisational
information and publications. Secondary data is information that has previously been
collected via key sources and is obtainable for researchers to utilise in their own study
(Johnson and Sylvia, 2018:4).

1.10 Recruitment process

The researcher used personal networking and reached out to colleagues who fit the
inclusion criteria within the organisation. Those who were willing to participate in this
study were given a letter of information that provided detailed information about the
study, a consent form, and a questionnaire. Participants were not required to provide
names to ensure anonymity and confidentiality. Permission to collect the completed

questionnaire was requested from the participants.
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1.10.2 Measuring instrument

Closed-ended questionnaires were utilised to collect data. A questionnaire is a
document that contains of a list of questions that aims to gather data from a respondent
(Boparai, Singh and Kathuria, 2021:210). The Likert scale was used with 5 options
(strongly agree, agree, neutral, disagree and strongly disagree). The researcher
physically delivered the questionnaire with an accompanying letter (Annexure B) to all

the participants. The questionnaire was sectioned as follows:

e Section A — Biographical information
e Section B7 — Career advancement
e Section B8 — Job satisfaction

e Section B9 — Employee loyalty

1.11 Pilot study

For this study, 15 participants who were not part of the sample took part in the pilot
study and were randomly selected to test the questionnaire for the researcher to see
if any required revisions are necessary before the questionnaire is sent out to the
chosen main sample group. The researcher then used the outcomes to direct the
methodology of the study when done on a larger scale. According to Malmqvist
(2019:22), a pilot study is an initial, small-scale trial in which the researcher will test

the approaches that are going to be used for the research study.

1.12 Validity and reliability

For this study, validity was measured using a pilot study and a two-factor analysis.
Validity refers to the degree to which the outcomes measure what they are expected
and required to measure (Quintdo, Andrade, and Almeida,2020:67). Suricu and
Maslakgi (2021:2694) state that there are four main types of validity, namely content
validity, construct validity, criterion validity, and face validity. Construct validity was
tested in this study as this technique is particularly significant when researching items
that cannot be directly observed or measured, such as intellect, self-assurance,
loyalty, satisfaction or happiness (de Barros Ahrens, da Silva Lirani and de Francisco,
2021:7364). The questions were comprehensive, planned and appropriate for the
administrative staff of the Durban University of Technology. The researcher checked
how effectively the outcomes match to theories of the same conception. For this study,

the Cronbach’s alpha value was utilised for reliability testing. Reliability refers to the
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extent to which the outcomes can be replicated if the research is repeated within the
same circumstances (Quintdo, Andrade, and Almeida,2020). There are four key
categories of reliability, namely internal consistency reliability, inter-rater, parallel
forms, and test-retest (Leventhal and Gregg, 2022:1). Internal consistency reliability
of the research instrument will be measured. To measure internal consistency
reliability, the researcher checked the consistency of outcomes over time, across

numerous witnesses, and over sections of the actual assessment itself.

1.13 Definitions of key concepts

1.13.1 Career advancement
Career advancement is the upward movement in a person's career, typically through
promotions, new skills or role changes that lead to more responsibility, better pay and

personal growth (Van Veelen and Derks 2022:748).

1.13.2 Job satisfaction

Judge, Zhang and Glerum (2020:207) describe job satisfaction as how content and
positive people feel about their work. It is influenced by how well their job meets
personal needs and expectations, including work-life balance, job security, and growth
opportunities. When employees feel valued and supported, they are more likely to be

satisfied, which boosts productivity, loyalty and overall morale.

1.13.3 Employee loyalty
Employee loyalty is an employee’s commitment and connection to their workplace,

built on trust and shared values (Phuong and Tran 2020:698).

1.14 Structure of the Thesis
The dissertation is arranged into five chapters. A brief overview of the chapters is as

follows:

1.14.1 Chapter 1: Background and overview of the study
The background and overview of the research address the problem statement, key
objectives, significance of the study, a brief review of the related literature and the

methodological approach to the study.
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1.14.2 Chapter 2: Literature Review
This chapter presents the literature and the theoretical framework of the research. The
chapter presents a review of the literature on career advancement, job satisfaction,

and employee loyalty in the higher education sector.

1.14.3 Chapter 3: Research methodology and design
The chapter discusses the research methodology and design. It includes a detailed
discussion on the sample selection, the collection of the primary and secondary data,

and the development of the measurement instrument.

1.14.4 Chapter 4: Analysis of data and discussion of results

The chapter presents an analysis of the data and a detailed discussion of the findings.

1.14.5 Chapter 5: Conclusion and Recommendations
This chapter covers the conclusions and recommendations based on the findings of

the research.
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CHAPTER 2
LITERATURE REVIEW

2.1 Introduction

This chapter reviews key variables of this study, which include career advancement,
job satisfaction and employee loyalty. The chapter also provides a comprehensive
synthesis of existing studies and theoretical frameworks. In addition, the chapter
examines how career advancement opportunities influence job satisfaction and
employee loyalty. It also reviews the existing literature to situate the basis for
undertaking this study.

According to Vu (2018:62), career advancement in tertiary education is frequently and
deliberately shaped specifically for academic staff, with little attention given to
administrative staff. In such circumstances, an administrative employee may meander
pointlessly in an unstructured situation or environment to achieve career
advancement. Ryerson (2018:1) states that the work setting in the 21st century is
characterized by doubt and swift changes, where work roles are frequently redefined
to meet society's ever-changing and evolving needs. Nimante, Baranova and
Stramkale (2021:49) report that continuous adjustments and changes within
institutional objectives, as well as political, social and economic changes, have incited
higher education institutions to re-evaluate administrative staff functions. In the
contemporary era, in terms of academic standing or administrative positions within
their institutions, many staff members in higher education focus on dominant career
choices, such as directors, executive deans, project managers and coordinators
(Rodriguez, 2021:8).

Meyer (2019:26) highlights that higher education institutions have transformed in many
aspects over time, and today's universities tend to focus on their financial
accountability and viability at the expense of employee interests and growth. As a
result, universities are run similarly to corporate entities, which in turn results in staff
being overlooked for growth opportunities in a bid to cut costs. Mukwawaya, Proches
and Green (2022:100) state that in recent times, the roles and responsibilities of

administrative staff in universities are much more complex than in the past, as they
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handle relentless demands and do not receive adequate support when it comes to
career development opportunities. The authors further state that administrative staff
career development still needs to be extensively researched, considering that many
academic departments would only be able to achieve their objectives through

administrative work.

Due to poor attention to their career development needs, many administrative staff
members have become dissatisfied with the prevailing situation, which results in
decreased loyalty to their employers. Luthuli, Nkomo and Moyane (2024:422) state
that administrative staff are the pillar of all administrative processes and are usually
the first point of contact for students and other visitors. University administrative staff
have many responsibilities, including admissions, registration, financial management
and scheduling, and their roles encompass regular duties that have a direct impact on
teaching and learning. This chapter reviews literature on key concepts related to the
study, including career advancement, job satisfaction, and employee loyalty. It further
discusses relevant theories that underpin this study, specifically Herzberg’s Two-
Factor Theory, Social Exchange Theory, and Adam’s Equity Theory. The chapter is
structured to align with the research objectives, where each section systematically
explores aspects of career advancement and its impact on job satisfaction and

employee loyalty.
2.2 Theoretical framework underpinning this study

The current study is guided by Herzberg's Two-Factor Theory, Social Exchange
Theory, and Adam’s Equity Theory. These theories provide a foundation for
understanding the relationships examined in this study. Herzberg’'s Two-Factor Theory
explores how career advancement impacts job satisfaction. Social Exchange Theory
explains how career development influences employee loyalty, while Adam’s Equity
Theory establishes the link between job satisfaction and loyalty. These theories guide
the analysis of career advancement and employee outcomes within the context of DUT

administrative staff.

2.2.1 Herzberg's Two-factor theory (Herzberg, 1959)
Herzberg developed a model theorizing that two distinctive elements will significantly

impact work satisfaction or dissatisfaction. Hussainy and Al-Wahaibi (2022:51) state
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that Herzberg researched a targeted population of knowledgeable professionals and
revealed that motivators and hygienic factors strongly influence employees. Examples
of motivators are individual gratitude for accomplishments, the need for
accomplishments, and the desire to be self-reliant. If these motivators are
encountered, they will lead to job satisfaction. Basic or lower-level needs, such as
compensation or operating in conducive working environments, are less impactful.
However, Herzberg contends that higher-level needs, such as inclusion, career
advancement, and achievement, are more effective in forecasting job satisfaction. In
a professional environment, this approach differentiates the distinctions as to what
produces satisfaction and dissatisfaction (Ibrahim, Ghazali, Syed, Abdullah, Hamid
and Aisyah,2023:5)

Figure 2.1: Herzberg’s Two-Factor Theory

Source: Peramatzis and Galanakis, 2022.Adapted

Motivational Factors Hygeine Factors

Achievement Company policy

Advancement Relationship with peers

Relationship with managers
and sub-ordinates

Personal growth

Recognition Salary
Responisbility Status
Work itself Working conditions

The theory explains one of the key objectives of this study, which investigates the
perceived relationship between career development and job satisfaction. In line with
this theory, aspects of career development such as career achievement, advancement
and personal growth, identified in Figure 1, are key aspects that promote job

satisfaction at the workplace.
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2.2.2 Social Exchange Theory

The Social Exchange Theory originated from the works of Blau (1964) and Emerson
(1976), suggesting that individuals make decisions based on the potential physical or
psychological rewards they anticipate. A key feature of the Social Exchange Theory is
that an individual is likely to repeat an action that had previously resulted in a positive
reward or outcome (Homans, 1974). Jahan and Kim (2021:85) state that when
discussing Social Exchange Theory with employees and organisational behaviour,
employees are more likely to remain loyal to an organisation if they feel that the
benefits of staying with the organisation outweigh the cost of leaving. When employers
show trust and loyalty towards their employees, they are likely to receive the same in
return, supporting the mutual nature of social exchanges in the workplace (Shulga,
Busser, Bai, and Kim 2021:672). In the context of this study, the Social Exchange
Theory explains the reciprocal relationship between the organisation and employees.
If the employees are developed in their careers, they are likely to remain loyal to the
organisation. Hence, the theory underpins one of the key objectives of this study,

which investigates the perceived impact of career development on employee loyalty.

2.2.3 Adams Equity Theory

This theory suggests that employees become demotivated in the workplace if they feel
that they are putting in more than they are getting out (Adams, 1963). As a result,
employees can respond to this in ways such as demotivation, disgruntling, putting in
less effort, and being disruptive (Watters 2021:4). This theory states that positive
outcomes and high motivation levels can be expected only if employees see their
treatment as fair. There needs to be a balance of outputs and inputs. If there is no
balance or the balance is more on the employer's side, employees may seek to create
a balance on their own by asking for more compensation, or employees will seek
employment elsewhere (Parameswaran 2022:582). A sound compensation system
will positively affect employee satisfaction and desire to learn and work harder, leading
to improved motivation and productivity. The more highly compensated employees
are, the more satisfied they will be with their jobs. This could mean that these
employees are less likely to quit or change jobs, leading to more excellent retention.
Organisations are better off when they provide employees with reward levels that will
satisfy them (Reddy 2020:17). In the context of this study, Adams Equity Theory
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explains the relationship between job satisfaction and employee loyalty. If the career
development of employees within the organisation is associated with reasonable
compensation, they are likely to remain loyal to the organisation. Conversely, career
development not linked to a reasonable compensation does not attract loyalty from

employees.

2.3 The concept of Career Advancement

Samosh (2021:1773) defines career advancement as the process by which employees
across various sectors utilize their skills and determination to achieve new professional
goals and pursue more stimulating or exciting employment opportunities. Similarly,
Ayyala, Skarupski, Bodurtha, Gonzalez-Fernandez, Ishii, Fivush and Levine (2019:94)
describe career advancement as the favourable progression of an employee's work
life along a defined career path. Naseer, Shabbir and Niaz (2020:1123) further explain
that career advancement involves preparing for promotions within one's current
organization or transitioning to a different company by acquiring additional
responsibilities, qualifications, and compensation. This study adopts the definition by
Naseer et al. (2020) as it directly links career advancement to organizational
outcomes, making it easier to analyse its impact on employee loyalty and job

satisfaction.

The definition and scope of career advancement vary depending on the context. The
term "career" is frequently interpreted differently across disciplines and organizational
settings (Covarrubias, 2019:63). According to Willis (2022:23), a career is traditionally
viewed as a structured progression of work over time, characterized by increasing
levels of responsibility and salary. In conventional career models, employees typically
worked for only a few organizations—often two or three—remaining with each
employer for extended periods with the expectation of steady career growth (Gander,
Girardi and Paull, 2019:597). Ezzahra and Sanaa (2021:021) further state that
traditional career trajectories were often hierarchical, with employees competing for a
limited number of advancement opportunities, where promotions were considered the

primary measure of success.

However, evolving employment policies and workplace dynamics have led to shifts in
long-standing career progression models. Technological advancements and

heightened market competition have compelled organizations to rethink career
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development strategies and implement policies that support employee growth in a
rapidly changing environment (Ajayi and Udeh, 2024:1119). Deming and Noray
(2018:3) argue that organizations today struggle to guarantee long-term career
stability and advancement opportunities for their employees. Tams (2020:565) further
attributes this shift to factors such as globalization, outsourcing, and the rise of part-
time and contract-based employment, all of which have disrupted traditional employer-

employee relationships and altered career development pathways.

Beyond external organizational shifts, employees' personal perspectives on career
advancement have also evolved. Changes in family structures, increasing life
expectancy, the rise of dual-income households, and a growing emphasis on lifelong
learning and professional development have influenced how individuals pursue career
growth (Cramer and Polanska, 2022:34659). In response to these evolving career
paradigms, Firkola (2021:11) defines career advancement in the modern context as
encompassing all employment-related experiences and professional development

sequences, rather than a linear progression within a single organization.

2.3.1 Traditional vs Modern career perspectives

Donohue and Tham (2019:51) state that traditionally, the concept of a career covered
a period of employment performing the same duties and functions in the same
organisation. Ng, Lyons and Schweitzer (2018:21) describe the traditional view of
careers as a stable sequence of ascendant moves in a single organisation
accompanied by increased income, influence, rank and security. The present career
perspective has been described as unstable, erratic and challenging by Nagy,
Froidevaux and Hirschi (2019:235), who report that numerous connecting influences
have altered the career landscape. Technology, social and economic changes have
prompted changes in the workplace, which has created an unstable organisational
setting, resulting in the change of careers from the traditional career to the modern
career (Li, Goering, Montanye, and Su 2022:286). Previously considered the norm,
the traditional career has made way for modern career stances that try to describe the
numerous characteristics of the modern career and are labelled as one that enables

individuals to meet the changes in modern society (Sullivan and Ariss 2022:3).

According to Solarczyk-Ambrozik (2021:10), employees in the 215t century are likely

to feel uncertain in the workplace environment, hence they must become individuals
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committed to continuous learning to keep up-to-date with technology, flexibility,
developing and maintaining employability, and generating their prospects.
Employability in the modern workplace is accomplished through the gaining of
information, skills and capabilities that are appreciated by organisations, and therefore
should be considered a crucial aspect in understanding career success in the modern
career (Elsey, Van der Heijden, Smith and Moss 2022:2). The concept of careers is
reviewed in this section. Beginning with careers in the modern workplace, the research
then discusses present-day career perspectives, which include four career

perspectives: boundaryless, global, kaleidoscope, and protean career perspectives.

The table below distinguishes between traditional and modern career perspectives
across different variables. In a traditional career environment, the work setting is
steady and stable, with skills typically specific to a single organisation (Ngema, Rajlal
and Utete, 2022:174). Success in this context is often measured by promotions and
salary increases, with the organization largely responsible for managing an
employee's career (De Vos, Jacobs, and Verbruggen 2021:2). The career trajectory is
generally linear, with employees progressing within a single organization (Nagy,
Froidevaux, and Hirschi 2019:235). On the contrary, the modern career environment
is characterized by constant change and flexibility (Hirschi and Koen 2021:3). Skills
are now transferable across different industries and organizations, with success being
defined more by job satisfaction and overall well-being than just financial gain. In this
modern context, individuals take personal responsibility for their careers, which are
often multi-directional, spanning various organizations and industries in different

locations (Nagy, Froidevaux, and Hirschi 2019:235).

Table 2.1: Traditional and Modern career perspectives

Variable Traditional Modern

Environment Steady and stable Changing and dynamic
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Skills

Success

Responsibility for career

Direction

Location

Specific to organisation

Promotions and increase in

salary

Organisation

Linear

Single organisation

Transferable across

industries and

organisations

Job satisfaction and well-
being of career

Employee/Individual

Multi-directional

Different

across different industries

organisations

in different locations.

Source: Nagy, Froidevaux and Hirschi, 2019. Adapted.

2.3.2 The Boundaryless Career

Growing globalization and technical improvements in recent years have contributed to

the rise in popularity of the idea of the boundaryless career. The boundaryless career
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is a professional model that emphasizes people's capacity to manage their careers
with flexibility, mobility and adaptation (Guan, Arthur, Khapova, Hall and Lord,
2019:390). According to Wiernik and Kostal (2019:280), the boundaryless career
concept has become an essential framework for comprehending how career patterns
are evolving in modern enterprises, and traditional career patterns, which were typified
by steady, hierarchical career routes inside a single organisation, have been replaced
by this idea. Hewapathirana and Almasri (2021:287) identify various benefits, including
improved job satisfaction, enhanced employability and higher wages, being
associated with the boundaryless career notion. Yet, it also brings with it difficulties
that call for people to become resilient and agile to deal with the shifting nature of work,
such as increasing uncertainty, ambiguity and instability (Sherif, Nan, and Brice,
2020:597).

Pudelko and Tenzer (2019:213) define a boundaryless career as a career choice not
limited to a single organisation or current or predictable career prospects. It is the
movement across borders of organisations, job roles, industries, hierarchies,
professions and locations. According to Wiernik and Kostal (2019:280), the
boundaryless career arose due to unpredictability and uncertainty in the workplace
environment. Staniland, Harris and Pringle (2021:3527) state that a boundaryless
career is characterized by creating networks external to the current organisation,
resulting in varied job opportunities that spread outside the limits of one employment
setting. According to Wiernik and Kostal (2019:280), employees who assume a
boundaryless career emphasise results, such as developing skills, work-life balance,
meaningful work and enjoyable relationships. Karakus (2021:65) further states that
with a boundaryless career, employees have control of their careers to remain

employable and be available for other opportunities.

The boundaryless career also brings about a change in the mental and psychological
relationship between the employee and organisation. With this change in mental and
psychological relationship, organisations can no longer pledge to provide their workers
with secure employment but instead focus on providing workers with numerous skills
to increase their employability (Pudelko and Tenzer 2019:213). Donohue and Tham
(2019:51) identify some benefits of the boundaryless career for both employers and
employees, including lower labour costs and more flexibility. Van Laar (2021:9) further

states that an employee in a boundaryless career will increase and develop a better
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understanding of their individuality and gain the necessary skills that can be applied

and transferred to other work environments.

Table 2.2: Critical characteristics of a Boundaryless career

Number Characteristic
1 Traditional organisational boundaries and ladders are shattered.
2 Endorsement and validation are attained externally and not just

from the current organisation.

3 Employees move across the borders of different organisations and
employers.
4 The career is continued and maintained through relationships,

connections and networking external to the current organisation.

Source: Bednarska-Wnuk (2020). Adapted.

2.3.3 The Protean career

The protean career concept was introduced by Hall and Kim (2012:102), who
described it as a career where the individual employee takes accountability for
managing their career path and does not rely on the employer or company to direct
their career. Haenggli, Hirschi, Rudolph and Peir6 (2021:103650) state that the
protean career is distinguished by associations created by the employee, not the
organisation, and is dependent on changes by the employee, depending on the
environment. The protean career is thus grounded on the individual's goals and

objectives, and is further propelled by psychological achievement instead of objective
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success such as salary, power and position (Sparrow and Hernandez-Lechuga,
2021:2046). The protean career is cyclical, instead of showing a path through pre-
designed orders of career phases, it includes several and sometimes autonomous

cycles of career paths (Aydogmus, 2019:297).

Akkermans, Spurk and Fouad (2021:12) state that one of the significant downsides of
a protean career is the lack of stability and security, as individuals in protean careers
may face uncertain employment prospects, shifting income, and low levels of
organisational support. The protean career path requires employees to be highly self-
motivated and highly adaptable, which can be challenging and stressful, especially for
individuals who favour clear career paths (Akkermans, Spurk and Fouad 2021:12).
The protean career has an emphasis on independence, which can lead to feelings of
isolation for employees that follow the protean career path (Haenggli, Hirschi,
Rudolph, and Peir6 2021:13). Traditional career models, which prioritised steady and
predictable career pathways, had their drawbacks, and led to the notion of the protean
career. In a protean career, loyalty to one organization is less important as changing
employment practices have led to more transactional relationships, encouraging
workers to pursue careers that align with their personal interests (Lochab, Kumar, and
Devi, 2021:7).

The protean career concept has been associated with career development because it
stresses the value of ongoing education and training to maintain employability in a
workplace that is changing quickly (Haenggli, Hirschi, Rudolph, and Peird
2021:103650). People who are proactive in searching out new possibilities, taking
chances, and pursuing learning experiences that support their personal and
professional growth are known for having protean careers. Hence, those with more
versatile careers are more likely than those with more conventional careers to report
higher levels of career satisfaction and loyalty to the organisation (Li, Ngo, and
Cheung, 2019:103322).

2.3.4 Key aspects of the Protean career

In career development, the idea of the protean career has recently drawn much
attention. A protean career entails being flexible, versatile and self-sufficient.
Individuals who have this kind of career are capable of managing their careers,

establishing their objectives and goals, and making decisions based on their own
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needs and preferences (Kim, Hood, Creed, and Bath, 2023:23). Key themes and
trends in the literature on protean careers are intended to be outlined in this literature

review.

2.3.4.1 Self-directed career management

According to Haenggli, Hirschi, Rudolph and Peir6 (2021:4), the subject of self-
directed career management is one of the critical issues in the study of protean
careers. Individuals with flexible careers can set their own goals, take command of
their career paths, and navigate their careers that align with their values and interests.
Traditional career pathways, on the other hand, are frequently set and constrained by
organisational structures and hierarchies. In the traditional career model,
advancement is usually and often controlled by the employer whereas in self-directed
career management, employees shape their careers through ongoing self-reflection,
setting goals, and implementing measures (Cortellazzo, Bonesso, Gerli and Batista-
Foguet 2020:7).

2.3.4.2 The aspect of Career Adaptability

Career adaptability is a significant subject in the analysis of protean careers.
Individuals with flexible careers can change their career paths to adapt to changing
environments and circumstances. The protean career is characterized by flexibility and
adaptability (Stauffer, Abessolo, Zecca and Rosier, 2019:337). In a protean career,
adaptability is driven by self-direction whereby employees manage their careers by
continually developing new skills, accepting change, and adjusting their goals to match
their values and shifting environments (Chui, Li, and Ngo 2022:161). This adaptability
helps individuals in a protean career stay employable and satisfied by taking charge
of their careers and aligning their work with their personal goals (Sathish, Mukherjee,
and Sahney 2024:5).

2.3.4.3 The aspect of Work-life Connection

The implications of work-life integration are another common aspect in the study on
protean careers. Individuals with flexible careers can juggle their professional and
private lives to align with their needs and preferences. Unlike traditional career

pathways, which might require individuals to prioritise work before other aspects of
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their lives, this path does not (Rahim, 2020:22). Work-life balance under the protean
career model is not just about managing time between work and personal life, but
about integrating one's career with broader life goals and ensuring that career choices
contribute to overall life satisfaction. This emphasis on balance reflects the protean
careerist's desire for flexibility, freedom and meaningful work that supports both their

professional aspirations and personal well-being (Kurtuldu and Ozgelik 2023:97).

2.3.5 Current trends in the Protean career
The following section will explore current trends in the Protean career, highlighting its
emphasis on self-directed career management and adaptability in response to

evolving workplace dynamics.

2.3.5.1 The emergence of the Gig Economy

The emergence of the gig economy is one of the key trends in the study of protean
careers. Short-term employment and freelancing employment are characteristics of
this economy, which is consistent with the adaptability and flexibility of protean careers
(Shaik, Afshan and Sood, 2023:31). According to Te'eni-Harari and Bareket-Bojmel
(2021:372), networking and personal branding are crucial aspects of individual
marketing, another trend in the research on flexible careers. Those with unpredictable
careers must build networks and advertise their brands to advance. This trend reflects
the shift towards non-traditional work arrangements and emphasizes skills

development, self-reliance and continuous learning (Yerby, 2020:161).

2.3.5.2. The expansion of technology

The use of technology in the study of protean careers is a third trend. Technological
advances have made it easier for individuals to work remotely and pursue careers that
are not dependent on being present physically. Protean careers have become more
adaptable and flexible as a result (Yousif, Nor and Omar, 2019:6). This technology
shift supports the protean career model, where personal values and self-directed
career management take preference over traditional hierarchical advancement. As a
result, technology facilitates a more dynamic, flexible career path in line with the

growing demands of the workplace (Shaikh, Afshan, and Sood 2023:31).
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2.3.5.3 The global career phenomenon

The concept of a global career has recently drawn much attention as businesses and
the workforce are increasingly globalized. The idea pertains to how people can
navigate their careers in a globalized world. An individual thus needs to possess a
specific set of skills and competencies that apply to various organisational
environments and cultural settings to pursue a global career, which is defined as
employment that entails working in numerous countries or cultures (Kundi, Hollet-
Haudebert, and Peterson 2021:263). It requires overcoming cultural differences,
adapting to work situations, and managing a career across many regions. Business,
academia and non-profit organisations are just a few industries where global careers

are found.

Negoita (2020:27) states that a variety of factors influence global careers. The author
adds that globalization, which has extended the labour supply and created new work
opportunities abroad, is a key factor, along with technological development, economic
shifts and the growing demand for people with diverse cultural and linguistic skills.
(Akkermans, Spurk, and Fouad 2021:12). Global careers offer unique opportunities
and obstacles for career development. The authors further state that professional
development is a continuous process that involves acquiring new capabilities,
knowledge and experiences that advance one's career. Sherif, Nan and Brice
2(020:597) mention that career development in the context of a global career entails
developing cultural awareness, adapting to various cultural standards, and learning
new languages. For one to succeed in a globalised workforce, these abilities are

essential.

Research by Dickmann and Mello (2023:467) states that various competencies and
abilities that assist people in succeeding in a globalisation era are necessary for
advancement in global careers. The authors further state that these abilities include
the capability for cross-cultural engagement, cultural awareness, and relationship
building. To advance, individuals must also have a comprehensive understanding of
international trade, politics and culture, as well as the global economy and business
environment (Akkermans, Spurk, and Fouad 2021:12). The authors further state that
global careers offer distinct possibilities for professional growth but also come with
considerable obstacles. These obstacles include adapting to new working

environments and language and cultural differences. In addition, individuals in global
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employment usually have to work in hectic, highly competitive workplaces that can be
daunting and stressful. Integrating work and personal life is a huge problem for global
careers. Globalised employment sometimes entails frequent travel, extended working
days and high stress levels, which can hurt people's personal lives. In a global career
setting, managing work-life balance requires highly organised people with excellent
time management abilities (Mayrhofer, Smale, Briscoe, Dickmann, and Parry
2020:327).

2.3.5.4 The aspect of kaleidoscope

Sullivan and Carraher (2022:4) state that over time, the traditional linear career path
where individuals advance within a single occupation has evolved. Today’s dynamic
and intricate workplace means that careers are no longer predictable, with people
often moving between different jobs, sectors and even entirely new careers, forming
a more varied and flexible pattern. The "kaleidoscope career" phenomenon is gaining
more and more attention in professional development. Multiple career changes,
including job transitions, lateral moves and switches to different industries, are key
features of the kaleidoscopic career (Tére and Naiboglu 2023:1). According to the
authors, it is marked by adaptability, flexibility and a curiosity for exploring new
opportunities. According to the kaleidoscope career model, people today are not solely
bound to one line of work or company, as individuals take on various experiences and

jobs throughout their careers.

According to Sullivan and Carraher (2022:4), the emphasis on learning and skills
development is one of the critical traits of the kaleidoscopic career. They also state
that individuals build various skills, information and experiences as they transition
between roles and industries, assisting their career growth. Individuals can adapt to
shifting work demands and stay competitive in the ever-changing job market because
of their ongoing learning and skill development. Moreover, Simmons, Wolff, Forret and
Sullivan (2022:103764) suggest that the flexibility of a kaleidoscope career supports
career advancement by allowing individuals to embrace new opportunities and
challenges, leading to growth through lateral moves or career changes that enhance

their professional prospects.

Knowles and Mainiero (2021:60) found that career advancement is often supported by

the diverse skills gained through a kaleidoscopic career, as moving between
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organizations or professions helps build transferable abilities like leadership,
communication, problem-solving and adaptability, which are highly valued in today's
job market. The authors further stated that these varied abilities can place people in
more senior positions or even ventures into entrepreneurship, resulting in career
advancement. Simmons, Wolff, Forret and Sullivan (2022:103764) mention that career
advancement can be aided by the kaleidoscope career, which can foster personal and
professional development as individuals may encounter new viewpoints, cultures and
problems by navigating through various professions and industries, which can promote

both their personal and professional growth.

The kaleidoscopic career can also aid in building a wide-ranging and robust
professional network. An individual can develop an extensive network of connections,
mentors and allies by working in various professions or industries. These people can
offer insightful advice supporting possibilities and career progression prospects. A
solid professional network can help people progress professionally by increasing
exposure, creating new chances, and giving access to beneficial resources (Knowles
and Mainiero, 2021:60). Sullivan and Carraher (2022:4) state that the kaleidoscope
career idea challenges the conventional idea of a linear career path and emphasizes
the value of adaptability, flexibility and continuous development in today's dynamic

work environment.

Insights into the kaleidoscopic career as part of career advancement have been
provided in this literature review, including the significance of flexibility; a diversified
skillset; personal and professional development; and professional networks.
Understanding the dynamics of the kaleidoscopic career and its consequences for
career advancement can offer valuable insights for people, businesses and career

practitioners as the workplace changes.

2.3.6 Career Advancement and its stages

According to Sugiarti (2022:11), career advancement is a crucial goal for employees
and is an influential factor that helps boost the level of satisfaction of employees' view
of their work life. Equally, little or no career advancement can adversely affect the
employee and organisation. Literature on the mindset of employees shows that a lack
of career advancement prospects is often shown as a critical reason for some

employees being dissatisfied in their jobs (Rana, Ahmed, Haque, Senathirajah, Khalil
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and Chowdhury, 2023:1292). According to Hassan, Jambulingam, and Narayan
(2021:296), one of the critical factors for employee satisfaction and loyalty is career
advancement. They further state that career advancement prospects are deemed

highly significant to career-driven individuals as they seek to advance in their careers.

Career advancement is highly valuable in retaining employees, and these
advancement prospects create motivation and commitment to the organisation (Asif
and Gul 2021:147). Waweru (2022:22) states that career advancement is a significant
objective for many workers and contributes to increasing job satisfaction and an
individual’s personal view of their work. The author further stated that, on the contrary,
an absence or lack of career advancement may have several negative impacts on the
organisation and employees. For example, job satisfaction or commitment to the
organisation will tend to decrease as a lack of career prospects is often cited as a

critical reason for employees disliking their job or organisation.

Table 2.3: Stages of Career Advancement

Career Stage Description Key Focus
First Stage: Idealistic | Early career phase where | Personal achievement
Achievement Phase individuals' career choices | and goal alignment.

align with their

professional goals to fulfil

a fundamental need

Second Stage: Practical | Mid-career phase where | Balancing personal and
Endurance Phase employees perform | external influences
effectively, with career | (colleagues/family).

objectives shifting from
intrinsic needs to being
influenced by colleagues

and family.
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Third Stage: Re- | Late-career phase where | Contribution to others and
inventive Contribution | employees make a | broader community
Phase transformative impact on | impact.

the careers of others, as
well as on community and

family dynamics

Source: Mohamed, Elsaid and Ela (2021:27)

According to Mohamed, Elsaid and Ela (2021:27), employees go through stages when

they advance in their careers, namely:

First stage: The idealistic achievement phase, which takes place early in the career,
is where an individual’s career choices align with their professional goals to fulfil a

fundamental need.

Second stage: The practical endurance phase, which takes place at the midpoint in
the career, is where an employee functions effectively, and the employee’s career
objectives change from fundamental or intrinsic needs to now being impacted by the

perspectives of colleagues and family.

Third stage: The re-inventive contribution phase, which takes place in the advanced
stages of an individual’'s career is where an employee demonstrates a transformative

impact on the careers of individuals, as well as on the community and family dynamics.

2.3.7 Factors that impact career advancement

A study by Paton and McMahon (2021:1) found that several factors can smooth or
hinder an employee's career prospects, categorized into situational and individual
characteristics. According to Dollija (2021:309), there are three fundamental
categories of influence on career advancement: social, organisational, and individual
factors. Social factors include discrimination, gender hierarchies, mentorships, casual
networks, mentors, and equal opportunity initiatives. Organisational factors could
include organisational structures such as industry, job types, promotion policies and
organisation size. Individual factors include experience in the job, level of education,
skills training and development, and performance (Schneider 2021:15). The most

significant factors affecting career advancement are as follows:
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2.3.7.1 Training and development

Training and development programmes are created or directed by organisations to
enhance employees' capabilities and increase organisational performance. Sari
(2024:1506) suggests that employees who participate in education and training gain
experience and improved management skills, and experience higher levels of career
advancement. Odeleye (2021:69) states that such programmes not only equip
employees with the necessary technical and managerial skills, but also foster personal
growth and confidence, making them more adaptable to changing job requirements
and more competitive in the job market. The author further states that this ultimately
leads to greater opportunities for promotions, leadership roles, and long-term career

Success.

2.3.7.2 Performance on the job

The job and performance outcomes of an employee to a great degree determine their
career advancement pathway within an organisation. This is reinforced by Mugambi,
Muindi, Munjuri and Njihia (2021:19), who state that workers respected for their
success at work received comparatively higher career advancement. The authors
further state that consistently high performance not only demonstrates competence
but also enhances visibility and reputation within the organisation, making employees
more likely to be considered for promotions and leadership roles. Furthermore, a study
by Modem, Lakshminarayanan, Pillai and Prabhu (2022:152) examined career growth
literature and noted that performance is a significant factor influencing career

advancement, especially as employees take more control of their career growth.

2.3.7.3 Stereotypes

The notion that certain genders are more suited for specific roles, for example, the
perception that female employees are more suitable than males for secretarial,
encouraging and supportive roles as opposed to calculated, strategic and technical
roles, is an indication that gender is still a barrier to the career progression of females
(Pretorius 2020:18). Sahumani, Majola and Ngirande (2023:165) highlight that,
generally, females tend to be considered as inferior to males and therefore are likely
to be overlooked for advancement. This inferiority complex can lead to women being

overlooked for advancement and leadership roles and as a result, women may find
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themselves underrepresented in higher-level positions and more likely to encounter

obstacles in their career advancement.

2.3.7.4 Culture of the organisation

Oh, and Han (2020:15) state that organisational culture relates to views, values and
morals in the organisation. Tilahun (2022:1) further emphasizes that organisational
culture is a crucial concept with significant implications for both organisational and
individual outcomes, and that it shapes various aspects of the workplace, including
employee behaviour, information management, training and development, and overall
performance. An organisation's culture affects how workers behave, information
management, training and development, and performance. Paais and Pattiruhu
(2020:577) highlight that a culture that actively challenges and addresses such
stereotypes is more likely to create an equitable environment where diverse

employees have equal chances for advancement.

2.3.7.5 The aspect of Networking

Networking involves associations with stakeholders who can facilitate career
advancement by offering advice, mentorship and supporting advancement. Arbuckle
(2022:14) highlights that the effectiveness of networking is apparent in several ways
such as the presence of both official and casual mentorships, engaging in social
networks that include superiors, and the ability to navigate internal and external
networks, which are all associated with enhanced career advancement and success.
Arbuckle (2022:14) further states that these networks provide not only direct career
opportunities but also vital support systems that can help individuals navigate their

career paths more effectively.

2.4 The concept of Job Satisfaction

Job satisfaction is defined as the degree to which employees are happy with their jobs,
with greater contentment leading to higher satisfaction levels (Hufanda and Ouejit,
2023:218). Judge, Zhangh and Glerum (2020:207) characterize job satisfaction as a
worker's general attitude towards their job. Alsubaie (2023:27) adds that this
satisfaction is influenced by the employee's perception of how effectively the job meets
its expected criteria; how well it achieves its goals; or how well it aligns with the
employee's personal objectives. Basalamah (2021:94) states that job satisfaction also

incorporates the feelings that employees have about their work setting and the general
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goals related to their jobs. Azlan and Yusop (2022:1) state that job satisfaction is a
noticeable expressive feeling, but it can only be an assumption, irrespective of the

circumstances and situation.

2.4.1 Theoretical frameworks relating to job satisfaction

Numerous theories link to or affect the outcomes of job satisfaction. According to a
study by Nyatepe (2020:1), an analysis revealed that although theories on motivation
can be clustered according to their aims and concepts, they are all interrelated and
impact job satisfaction. The author further stated that these theories are vital in helping

to recognise what motivates workers to achieve job satisfaction.

2.4.2 Job Characteristics

The Job Characteristics Model developed by Hackman and Oldman in 1976
categorizes factors that influence job satisfaction. Kamani (2020:3) states that in the
model, job characteristics make the most effective forecasters of job satisfaction, as
the interaction of workers' characteristics, job characteristics and the organisation's
characteristics influence job satisfaction. Showery and Dasari (2021:84) state that
according to the model, job satisfaction is grounded on five characteristics of the job,
which fall under three mental or psychological states. The psychological states include
experiencing the importance of the work, experiencing accountability for the results of
the work, and knowledge of the outcomes of work tasks. The authors further state that
experiencing the importance of work has three characteristics: talent diversity, task
identification, and significance of tasks. The job characteristic of accountability is

autonomy, and the job characteristic of knowledge is feedback.

2.4.3 Goal Setting theory
Developed by Locke and Latham in 1990, the Goal Setting Theory is one of the more

critical elements of job satisfaction. According to Fishman, Ashbaugh and Swartz
(2021:458), the theory highlights the importance of explicit goals in finding motivation
and job satisfaction. In goal-setting development, individuals want to accomplish goals
to fulfil their feelings and needs. One of the discoveries of goal-setting theory is that
precise and brutal goals demand higher performance. Additionally, goal setting would

be most effective if an actual feedback process happens. Therefore, a manager should
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evaluate the explanations as to why aims are reached or not, instead of punishing
them (Vancouver, Ballard, and Neal, 2022:43).

2.4.4 Dispositional Theory

This theory is grounded on the personality of individuals and how these aspects are
brought into the workplace, and to some degree, job satisfaction can be an individual
trait (de la Cerna 2021:280). In a study by Pujol-Cols and Dabos (2020:49), they
connected positive and negative affectivity to the dispositional theory, stating that
positive affectivity is the trait of an individual that features high energy levels, passion
and commitment. In contrast, negative affectivity is a trait of an individual that can be
described as troubled, distressed and nervous. The authors further state that this
theory suggests that people with positive attitudes have more energy, are more
enthusiastic about work, and are motivated to work with or without supervision. In
contrast, individuals with negative attitudes tend to find little to no satisfaction in the
workplace (Pujol-Cols and Dabos (2020:49).

2.4.5 Factors affecting job satisfaction

Numerous approaches in the literature have been established to determine job
satisfaction, and various studies were conducted around influences that impact job
satisfaction. Ahmed, Khan and Arshad (2021:6385) identified the leading dimensions
of job satisfaction as the work itself, compensation, benefits, work environments,
associated employees, and personal standards. A study by Lal and Prasad (2023:3)
found that the aspects of job satisfaction include compensation, working conditions,
the content of the work, the manager, promotions, and the organisation itself. A study
by Sirin, Yicel and Imenovanje-Nekomerc (2021:3) found that influences impacting
job satisfaction are a sense of achievement, relationship with other employees, job
security, accountability, acknowledgment, high pay, advancement opportunity,
clearness of roles, involvement in decisions, autonomy, well-synchronized work, lack
of steadiness, transfer, performance, personal life and work pressure. All these studies
support the notion that job satisfaction has many features and is influenced by several
factors. Some of the factors are highlighted in detail in the ensuing parts. The factors
are split into two key sets, environmental factors and personal factors, whereby

environmental factors are made up of working conditions, personal growth prospects,
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rewards, management, co-workers and communication, and personal factors include

demographics, which are gender, education and seniority (Spector, 2022:23).
2.4.5.1 Personal factors

2.4.5.1.1 Educational level

Most researchers on job satisfaction state that as the education level of an employee
increases, the level of job satisfaction may decrease as employees with high levels of
education may become unhappy with their work if it entails performing monotonous
tasks (Amiri, Khosravi and Mokhtari, 2023:42). Hee, Shi, Kowang, Fei and Ping
(2020:285) state that job requirements should be tailored with the level of education
of the employee, otherwise this can cause job satisfaction. The authors further state
that the reason for job dissatisfaction amongst employees with high levels of education

is having higher levels of expectations for their jobs.

2.4.5.1.2 Seniority

Komba (2024:207) defines seniority as the duration an employee has been employed
within the same organisation. There are differing opinions regarding the relationship
between seniority and job satisfaction. Some studies, such as Filipkowski and Derbis
(2023:43), state that with age, seniority is also projected to increase job satisfaction
due to the awareness of work content and work setting. Alternatively, some studies
suggest that seniority and work satisfaction are negatively linked, as found in Mikhaeil
Okulicz-Kozaryn's study (2024:22).

2.4.5.1.3 Gender

Numerous studies listed below investigate the relationship between job satisfaction
and gender, presenting differing results or outcomes. Literature regarding the
relationship between gender and job satisfaction is inconsistent, as some studies state
that females have higher levels of job satisfaction. In contrast, other studies state that
males are more satisfied, yet further studies find there is no substantial difference
between the genders regarding job satisfaction (Olafsdottir and Einarsdottir, 2024:60).
A study by Ghosh, Jawahar and Rai (2020:52) found that men experience more job
satisfaction than females, whereas a study by Liu, Wu, Jiang, Wang and Tang
(2021:635260) found that females experience more job satisfaction than males. Since

males and females generally have different social roles and responsibilities, their
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expectations from the workplace may be different as a female may value working
conditions and relationships with employees more, whereas males may value factors

such as promotion and compensation more (Onan and Kiling, 2023:224)

2.4.5.2 Environmental Factors

2.4.5.2.1 Work Conditions

Idris, Adi, Soetjipto and Supriyanto (2020:735) state that working conditions entail the
physical and social settings at the workplace. Generally, employees prefer working in
a safe, clean and comfortable environment. Sadick, Kpamma and Agyefi
(2020:107102) mention that employees prefer to work in decent conditions such as at
a suitable temperature, acoustics, lighting and noise. For example, employees can
become unsettled when disturbed by unexpected noise, such as telephone
conversations, and the absence of proper temperature and lighting can cause stress
or strain (Cheung, Graham, and Schiavon 2022:108783).

2.4.5.2.2 Management and supervision

Management or supervisor support refers to both job support, which consists of work-
related guidance and problem-solving associated with the work at hand, and personal
support, which includes the manager or supervisor showing concern, care and
attending to the individual employee (Heyns, McCallaghan, and Senne 2021:140).
Studies have shown that support from management and supervisors positively
impacts job satisfaction (Judge, Zhangh, and Glerum, 2020:207). Management and
supervisors are seen as company representatives- if they are caring, supportive and

helpful, workers will perceive the company as the same (Gulbahar, 2020:20).

2.4.5.2.3 Self-development

Robianto and Masdupi (2020:737) state that employees want to enhance their skills
and knowledge, which in turn provides individual growth and development, and if
employees are happy with the self-development prospects in the organisation, then
their job satisfaction tends to increase. Therefore, training and development are vital
in self-development opportunities, which ultimately leads to job satisfaction. In
addition, programs that develop employees increase their job satisfaction by giving

them a sense of self-assurance and a feeling of control over their professional careers,
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which enhances their enthusiasm and satisfaction towards their work (Judge, Zhangh
and Glerum, 2020:207)

2.4.5.2.4 The issue of Reward

Perkins and Jones (2020:58) state that a reward is associated with the employee’s
wishes and encourages them. The authors further state that it shows an employee's
desires after executing a task. Anthony (2020:180) states that rewards are strongly
connected to job satisfaction. According to the associated literature, rewards are
separated into extrinsic and intrinsic. Extrinsic rewards consist of compensation,
benefits and promotions. In contrast, intrinsic rewards include a feeling of
accomplishment, playing a role in a team's success, being valued by co-workers, and
receiving recognition from management. Job satisfaction increases if an employee

experiences these feelings (Bhagwandeen, 2021:19).

2.4.5.2.6 The issue of Communication

In relation, communication in the workplace is crucial for an organisation. According
to Mehmeti (2020:419), there are two types of internal communication in a company:
one is administrative communication, which includes giving formal feedback and oral
presentation, and the other is informal communication, which is communicating with
one another outside of the official channels. The author further states that active
communication increases job satisfaction. Inversely, a lack or absence of
communication can cause job dissatisfaction. Communication between managers and
subordinates influences employees’ feelings toward job satisfaction. For example, a
manager can regularly check in with employees on their performance and happiness
and involve employees in decisions linked to their work. Furthermore, an absence or
lack of communication can negatively affect the employee’s job satisfaction
(Anastasiou and Garametsi, 2021:58).

2.5 The aspect of Employee Loyalty

Darmawan et al. (2020:2580) assert that there have been numerous distinctive
definitions of the notion of employee loyalty and thus saw a need for further
investigation, which would look into employee loyalty and the markers showing loyalty
in workers. This study adopts the definition by Lynch (2022:6), who defines employee

loyalty as a tendency of workers to be devoted to remaining with the organisation,
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working extra time to finish tasks, helping other employees to reach their targets, and
not exploiting the company. Employee loyalty can be characterized as workers who
are committed to the success of their organisation and accept that being a
representative of this organisation is in their best interest. Not only do they plan to stay
with the organisation, but they need to look for alternative work opportunities
effectively (Tiwari et al., 2019:10). With most literature or research (Phuong and Vinh,
2020:698; Darmawan et al., 2020:2580) agreeing that loyal employees are a critical
factor for increasing organisational performance, more studies need to be done with
the point of examining how employee loyalty, as a variable, is influenced by career

development.

Research has highlighted numerous aspects of employee loyalty. For example, Al-
Shalabi (2019:30) describes loyalty in terms of trust, identification and commitment.
The author further states that trust is a critical component of employee loyalty as it
nurtures a positive work environment and encourages employees to apply extra effort
and continue with the organisation. The identification component is closely linked to
Social Identity Theory, where employees who strongly identify with their organization
are more likely to display loyalty. This identification can extend to different components
of an organisation, such as departments, teams and the organisation as a whole (Dai,
Tang, Chen, and Hou 2022:2).

2.5.1 Factors influencing employee loyalty
Numerous studies have investigated the factors of employee loyalty with
characteristics and factors such as age, gender, job level, length of service and level

of education, which have been found to impact employee loyalty.

2.5.1.1 Age and employee loyalty

Mishra, Suresh and Sahoo (2020:41) indicate a relationship between employee loyalty
and age, stating that their loyalty towards an organisation increases as employees
age. Similarly, researchers like Nguyen, Do and Dinh (2020:413) and Agrawal and
Jain (2020:262) support the findings of a significant link between an employee's age
and organisational commitment. Kayani and Umar (2021:13) suggest that as
employees age, their opportunities for alternative employment decrease, thus making
the jobs they currently occupy more appealing. Other researchers such as Obiekwe,
Mobolade and Akinade (2021:6) and Rahmani (2022:1) state that older employees
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may have more loyalty and commitment to their organisation as they have more history
and investment in the organisation than the younger employees and, therefore,
younger employees will generally be more likely to move around organisations and

have lower levels of investment in the organisation.

2.5.1.2 Level of education and employee loyalty

The research results on the relationship between an employee’s education level and
loyalty to an organisation show a negative relationship. According to Bakoti¢
(2022:3551), the higher an employee’s level of education is, the lower their loyalty will
be to the organisation, and this may be a result of the fact that more highly educated
and qualified workers tend to have expectations that organisations might not be able
to reach. Mwesigwa, Tusiime and Ssekiziyivu (2020:253) state that higher levels of
education can increase the possibility of an employee finding alternate employment,
which may decrease their loyalty to the organisation. The authors further state that
more educated individuals are more committed to their careers and professions,
making it difficult for an organisation to compete for such employees' mental

connection.

2.5.1.3 Length of service and employee loyalty

Researchers such as Taylor (2024:45) support that a positive link exists between the
length of service and employee loyalty, and that a potential reason for this positive link
between the length of service and employee loyalty is a result of a reduction in
employment opportunities and an increase in the personal investments and interests
the employee has in the organisation. Obiekwe, Mobolade and Akinade (2021:6)
further state that length of service likely leads to an emotional connection or
attachment to the organisation, and that such tenure is connected to prestige and
status, which increases commitment to the organisation. However, researchers such
as Shahid and Zain (2018:13) and Lambert, Keena, Haynes, Ricciardelli, May and
Leone (2021:193) did not find support for a link between length of service and

employee loyalty.

2.5.1.4 Relationship with management and co-workers
A study by McLarty, Muldoon, Quade and King (2021:308) states that in many cases,
employees do not quit their jobs but instead quit their managers, and a possible reason

for this could be a poor relationship, lack of communication, lack of trust or failure to
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understand the needs of the employee on the manager’s part, and this can have an
impact on the employee’s loyalty. Goler, Gale, Harrington and Grant (2018:11) state
that support from managers and co-workers can help to reduce tension, fatigue and
the employee's desire to leave the organisation. They further state that leaders in the
organisation can create a culture that makes employees want to remain, thus helping

with employee retention.

2.5.1.5 Workplace conditions

According to Walsh, Boz and Lyubomirsky (2023:235), workplace conditions may
become crucial to employee loyalty as employees vary in intellect, personality and
emotions. The authors further state that employees continuously compare the working
conditions of the past to those of the future. Sakyté-Statnické (2020:9) mentions that
every employee has different ambitions and, in some cases, activities at work may
create frustration if the employee expects themselves to obtain a better-valued job. In
contrast, another employee may be low on acquiring a better-esteemed job due to

factors like a lower level of education or other reasons.

2.5.2 Importance of Employee Loyalty

Employee loyalty contributes to the efficiency of each structured system. The
organisation has to tie all its employees to build a superior standing in the industry. To
run the organisation smoothly and profitably, current employees must be loyal and
dedicate themselves to their profession and organisation (Cachdn-Rodriguez, Blanco-
Gonzalez, Prado-Roman and Diez-Martin, 2021:1730). Employee loyalty is important
for an organisation’s performance and sustainability. High levels of employee loyalty
often lead to increased retention, which will reduce costs related to turnover, such as
recruitment, onboarding and training (Cachén-Rodriguez, Blanco-Gonzalez, Prado-
Roman and Del-Castillo-Feito, 2022:4).

Nadeak and Naibaho (2020:261) state that loyal employees are more likely to remain
with the organisation longer, which enables organisations to preserve institutional
knowledge and maintain steadiness in their processes. Saputra and Mahaputra
(2022:762) further state that employee loyalty is regularly linked to higher productivity
and performance, and employees who feel a sense of loyalty to their organisation are
usually more involved, motivated and willing to go the extra mile in their roles.

Additionally, loyal employees tend to contribute to a positive workplace culture,
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nurturing collaboration and confidence, which can lead to increased innovation and
problem-solving. However, organisations that fail to cultivate employee loyalty may
experience higher turnover rates, lower employee morale, and decreased overall

performance (Nguyen and Ha 2023:13).

2.5.3 Challenges in maintaining employee loyalty

Meschke and Meschke (2021:27) state that factors such as globalisation, technology
and developing work cultures have contributed to the trends of frequent job switching
amongst employees who prioritize career growth and work-life balance over long-term
loyalty to a single organisation, and this has led to challenges in maintaining employee
loyalty. Additionally, job security is no longer certain, with organisational restructuring,
downsizing and outsourcing becoming common practices, and these influences have
weakened the supposed mutual obligation between employees and employers,
making it harder to foster long-term loyalty (Mushonga and Ukpere 2023:212). Helia,
Purnama, Safriwan, Naveria and Aminur (2022:18) mention that employees nowadays
expect more than just financial reward, instead they also seek meaningful work, career
development opportunities and positive work environments, and when organisations
fail to provide these, employee loyalty reduces, leading to higher turnover rates. The
authors further state that the challenge for companies lies in balancing the need to
remain competitive while creating a supportive environment that develops employee

loyalty, despite these modern workforce trends.

2.6 The link between job satisfaction and career advancement

Job satisfaction and career advancement are viewed as essential aspects of a
professional career that influence the welfare of the individual as well as the success
of the organisation, and understanding the link between these variables is crucial as it
can guide the development of strategies and approaches to improve job satisfaction
and the performance of an organisation (Judge, Zhangh and Glerum 2020:207).
Several theoretical frameworks underpin the relationship between job satisfaction and
career advancement. Maslow's Hierarchy of Needs suggests that the fulfilment of
basic and psychological needs paves the way for self-actualization, which is often
expressed through career development (Hopper 2020:1). Herzberg's Two-Factor
Theory differentiates between hygiene factors, such as salary and work conditions,

and motivators, such as recognition and responsibility. According to Herzberg,
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genuine job satisfaction stems from these motivators, which are intrinsically linked to
career growth (lbrahim, Ghazali, Syed, Abdullah, Hamid and Aisyah,2023:5.).
Furthermore, Expectancy Theory suggests that individuals are driven to excel when
they anticipate that their efforts will yield favourable outcomes, such as promotions

and professional development (George and Humphrey, 2021:1).

Much research has examined the link between job satisfaction and career
advancement. For example, Na-Nan, Kanthong, Joungtrakul and Smith (2020:64)
demonstrated that employees who expressed high job satisfaction were more
frequently promoted and offered career development opportunities. Likewise, Abu-
Tineh, Romanowski, Chaaban, Alkhatib, Ghamrawi and Alshaboul (2023:4370)
emphasized that organisations with comprehensive career advancement initiatives
typically experience elevated employee satisfaction and retention levels. These
findings underscore the critical role of cultivating a supportive and incentivizing

workplace environment to bolster job satisfaction and career progression.

The relationship between job satisfaction and career advancement is reciprocal or bi-
directional. Job satisfaction can lead to career advancement as satisfied employees
are generally more motivated, productive and engaged, positioning them favourably
for promotions or advancement. On the other hand, career advancement can increase
job satisfaction through recognition, responsibilities and higher compensation, so this
reciprocal relationship highlights the relationship between job satisfaction and career
advancement (Judge, Zhangh and Glerum, 2020:207). Despite the generally positive
correlation between job satisfaction and career advancement, some studies present
conflicting findings. For example, a study by Mwiti, Moguche and Rintari (2021:53)
found that in some industries, rapid career advancement might lead to job
dissatisfaction due to increased stress and pressure. These contradictions suggest
that the relationship between job satisfaction and career advancement may vary
across contexts, requiring a nuanced understanding of industry-specific factors and

individual differences.

Undeniably, amidst the increasing organisational efforts to promote job satisfaction at
the workplace, career development has emerged as a central factor in stimulating
contentment and adaptation. However, research on the nexus between career

advancement and job satisfaction has recently been given short shrift. Moreover,
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despite an amplified level of organisational and scientific interest, various cardinal
questions still need to be answered, and multitudes of issues still need to be debated
regarding career development and job satisfaction (Jehanzeb and Mohanty,
2018:171). Notably, many job satisfaction determinants can be observed when
assessing the link between career advancement and job satisfaction. Permana, Aima,
Ariyanto, Nurmahdi, Sutawidjaya and Endri (2021:1287) link job-related factors such
as promotions and opportunities for growth as practical and positive elements that

contribute to job satisfaction.

Ashraf (2020:23) also identifies factors that impact job satisfaction. More noteworthy
factors are salary, job security, opportunities for advancement, growth opportunities,
and work conditions. The relationship between career advancement and employee
satisfaction has been explored by some scholars or researchers, such as Ismail and
Rishani (2018:109), Robianto and Masdupi (2020:737), and Santoso and Sidik
(2020:97), and these research works have suggested that organisations which take
an interest and participate in career management progress in improving their
employees' job satisfaction. These studies connect career advancement and job
satisfaction as the readiness of management to appropriately arrange and oversee
career advancement activities, which helps employees create career paths and, in

turn, may lead to higher job satisfaction within the organisation.

Table 2.4: Relevant previous research on job satisfaction and career

advancement
No. | Author (year) | Previous Research | Similarity with | Difference
Results this study with this
study
1 Judge, Zhang, | Found that higher job | Both studies | This study
and  Glerum | satisfaction is linked | examine the | focuses more
(2020) with increased career | impact of job | on specific
advancement satisfaction on | instruments or
opportunities career circumstances
advancement
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of job

satisfaction
2 Arbuckle Linked networking | Discusses factors | The author
(2022) and mentorship to | influencing career | highlights the
higher career | advancement and | role of
advancement, job satisfaction. networking
showing that satisfied and
employees benefit mentorship,
more from these which is not
connections. necessarily the
focus here.
3 Hufanda and | Demonstrated that job | Both address the | This study
Oueijit (2023) | satisfaction  directly | impact of job | explores the
influences employee | satisfaction on | broader
retention and career | career outcomes aspects of job
progression. satisfaction
beyond
employee
retention
4 Alsubaie Highlighted that job | Both studies | The author
(2023) satisfaction is | consider how job | focuses on
influenced by how | satisfaction affects | specific job
well job goals are met | career outcomes aspects and
and how effectively goal
job  aspects are achievement,
delivered. which  differs
from this
study’s
approach
5 Locke and | Goal Setting Theory | Both examine | Locke and
Latham (1990) | suggests that setting | factors that | Latham
clear, challenging | contribute to job | specifically
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goals can enhance | satisfaction  and | address goal
job satisfaction and | career success. setting, which
career advancement. may not be

covered here.

Source: Researcher’s compilation

2.7 The nexus between career advancement and employee loyalty

While the jury is still out about the influence of career development, it would appear
rash to dismiss its potential value and importance on employee loyalty. Taking career
development as a predictor of employee loyalty without validation may be damaging
and erroneous since it seems premature to conclude that career development
components are worthwhile employee loyalty triggers. However, the fact that
employees' loyalty can depend on factors other than financial rewards or
compensation is crucial. Research studies by Singh (2019:425), Cheptoo and Chilika
(2021:10), and Ma and Mayfield (2018:5) agree that retaining skilled and experienced
employees best serves the organisation's interests. Al-Ghamdi and Javed (2021:242)
state that employees are more loyal when continuous growth and development occur.
They further indicated that when employees feel that they are an essential part of an
organisation, their devotion to it is further improved. Shcherbakova, Velikorossov,
Rakauskiené, Prodanova, Midova, Sklyadneva and Balakhanova (2021:742) state
that the opportunities for career growth and development increased the inclination of
employees to become loyal to the organisation. Therefore, career development is

claimed to be an important factor when assessing employees' loyalty.

The theoretical frameworks that reinforce the link between career advancement and
employee loyalty can be analysed using different theoretical approaches. A study by
Meschke and Meschke (2021:27) refers to the Social Exchange Theory, stating that
employees evaluate the costs and benefits of their association with their organisation,
including career advancement opportunities, in determining their loyalty to the
organisation. The Social Exchange Theory focuses on reciprocal relationships
between employees and employers. Moreover, the Psychological Contract theory
suggests that perceived promises and expectations regarding career progression can
shape employees' attitudes and behaviours toward their employers (Botha and Steyn
2021:1).
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Empirical studies have provided positive results regarding the link between career
advancement and employee loyalty. For instance, research by Aljehani and Javed
(2021:123), Ng and Feldman (2010:677) and Huselid (1995:635) found that career
advancement opportunities are positively linked with employee loyalty amongst
employees, highlighting the motivational aspects of career advancement. Conversely,
a study by Hareendrakumar, Subramoniam and Hussain (2020:481) suggested that
support from the organisation and fair practices in promotion decisions were critical
factors influencing employee loyalty, indicating the importance of procedural fairness

in career advancement practices.

Factors influencing the relationship between career advancement and employee
loyalty include the organisation's culture, leadership styles and the individual's career
ambitions. Murtiningsih (2020:33) states that organisational cultures emphasizing
competencies and transparencies in career paths tend to create strong links between
career advancement and employee loyalty. Furthermore, aligning individual career
goals with organisational opportunities plays a pivotal role in shaping employees'
perceptions of career advancement as a reward for their loyalty and contributions
(Dhir, Dutta and Ghosh 2020:1695).

Table 2.5: Relevant previous research on career advancement and employee

loyalty
No. Author Previous Research | Similarity Difference
(year) Results with this | with this
study study
1 Fadhila Career development | Both  studies | The study
and opportunities are | emphasise the | does not
positively related to | importance of | specify if it is
Sulistiyani employee loyalty. | career limited to a
(2021) Employees who | advancement | particular
perceive clear paths for | or sector,
career growth are more | development whereas my
in  enhancing | research is
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likely to stay committed

to their organization.

employee
This

study on

loyalty.

career
advancement's
effect on job

satisfaction

focused on
administrative

staff at a
university. The
context and
sector might

influence how

exhibit higher levels of
loyalty to their

organisation

and loyalty | career
aligns with the | advancement
findings  that | affects job
career satisfaction
development and loyalty
influences
loyalty
2 Maijid, The study found that| Both studies | This study also
Samsudin, career development | are concerned | considers job
opportunities were | with employee | security as a
Noorkhizan, | hositively  associated | loyalty as an | factor
Noor with employee loyalty. | outcome of | influencing
Employees who | career employee
and perceived strong career | advancement | loyalty, which
Zuffri development programs | strategies is not a focus
(2017) were more likely to in your study.

My research is
specifically
centered on
career
advancement
and its direct
effects on job
satisfaction
and loyalty

without
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incorporating

job security as

a variable
Lestari, Job satisfaction was | Both studies | The study also
Sudiarditha identified as a crucial | aim to | includes
mediator between career | understand the | compensation
and development, mechanisms |as a variable
Handaru compensation and | through which | affecting
employee loyalty. This | career loyalty, which
(2021)

suggests that while

development

is not the focus

career development and | affects of my research
compensation  directly | employee as my
affect loyalty, their | loyalty. research is
influence is partly concentrating
through their impact on solely on
job satisfaction career
advancement.

Source: Researcher’'s compilation

2.8 The linkage between job satisfaction and employee loyalty

Job satisfaction is claimed to affect employee loyalty. Job satisfaction and loyalty are
some of the crucial challenges that organisations face when managing their
employees. Until recently, the relationship between job satisfaction and employee
loyalty had received short shrift, and the impression that the research on job
satisfaction is a pivotal area that addresses various challenges at the workplace
appears difficult to dispute. Thus, the empirical evidence in research papers by authors
such as Ahmad and Jameel (2018:8), Rajput, Singhal and Tiwari (2018:105), and
Vuong, Tung, Tushar, Quan and Giao (2021:203) supporting the importance of job
satisfaction in the loyalty of employees is scant. Employees are essential for all
companies, particularly as they signify a vital asset or investment in finding, employing

and training. Organisations are guided by their policies when creating development
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and career advancement initiatives. Typically, these strategies are meant to develop
employees as this can lead to a more extended occupancy (Aljehani and Javed,
2021:123). The more extended period that staff work for an organisation, the more

valued they become.

Understanding the relationship between job satisfaction and employee loyalty is
crucial for organizations aiming to foster a dedicated and stable workforce (Dhir, Dutta
and Ghosh 2020:1695). Several theoretical frameworks provide insights into this
dynamic. Herzberg’'s Two-Factor Theory differentiates between motivational factors
that drive job satisfaction and hygiene factors that prevent dissatisfaction. According
to Herzberg, intrinsic motivators such as recognition and achievement are crucial to
fostering true job satisfaction, which in turn enhances employee loyalty (Hussainy and
Al-Wahaibi 2022:51). Social Exchange Theory further explains this relationship by
emphasizing the mutual nature of the organisation-employee bond. When employees
see that their contributions are valued and their well-being is prioritized, they are more
likely to respond with loyalty. Job satisfaction is a critical element in this exchange, as
satisfied employees feel a more outstanding obligation to remain committed to their
organisation (Meira and Hancer, 2021:670). Furthermore, Organisational Commitment
theory, particularly the work of Meyer and Allen (1997), categorises commitment into
affective, continuance and normative components. Affective commitment, driven by
emotional attachment and job satisfaction, is strongly linked to employee loyalty.
Employees with high job satisfaction are likely to exhibit strong affective commitment,
demonstrating greater loyalty to their organisation (Azzam and Harsono 2021:1371).
Empirical studies corroborate these theoretical views. Bashir and Gani (2020:525)
state that job satisfaction significantly predicts employee loyalty. Their research
indicates that satisfied employees are likely to express loyalty and a lower intention to
leave. Similarly, a meta-analysis by Judge, Zhangh and Glerum (2020:207) confirmed
a positive correlation between job satisfaction and employee loyalty, supporting the
belief that satisfied employees are more committed and less likely to seek alternative

employment.
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Table 2.6: Relevant previous research on job satisfaction and employee loyalty

organizations. The
key findings

indicate that higher

No. | Author Previous Similarity with this | Difference
(year) Research Results | study with this
study
1. Rajput, Higher job | Both  studies are | Their study
Singhal satisfaction levels | conducted within | focuses on
are associated with | academic institutions, | academics,
and increased loyalty, | which allows for a | while this
Tiwari which is reflected in | comparison of loyalty | research is on
the academicians’ | and satisfaction within | administrative
(2016) commitment to | similar environments. | staff. This
their institutions difference in
and their intention target groups
to stay in their might
current roles. influence the
specific factors
affecting job
satisfaction
and loyalty.
2. Saputra The authors | Both studies explore | Saputra and
and conducted a | interrelationships Mahaputra
literature review to | among key human | conduct a
Mahaputra analyse how these | resource variables. literature
(2022) factors  influence review with a
leadership  within broad focus on

numerous
organizational

settings, while
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job satisfaction and
employee loyalty
positively correlate
with more effective
and adaptive

leadership styles.

this study is
empirical and
focused on a
specific group
within a
particular

institution.

Varma,
Patil,

Ulle,
Kamar and
Murthy

(2018)

The study
concludes that
improving job
satisfaction is
essential for

fostering employee
loyalty across

different industries

Both studies examine
employee loyalty as a
key outcome,
exploring how various
factors influence this

loyalty

Varma et al.

(2018) study
various
industries,

whereas this
research is
concentrated
on
administrative
staff within a
university
This

difference in

setting.

scope may
lead to
different

insights  and
conclusions
specific to the
educational
sector in this

study

Source: Researcher’s compilation

Source: Phan (2021). Adapted.
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2.9 Chapter summary

The review of extant literature revealed a relationship between job satisfaction,
employee loyalty, and career advancement. Theoretical frameworks such as
Herzberg's Two-Factor Theory and Maslow's Hierarchy of Needs provided an
understanding of the internal and external factors influencing job satisfaction and
loyalty. Herzberg's theory suggests that career advancement opportunities are vital
motivators, enhancing job satisfaction and fostering a more profound sense of
employee loyalty. Meanwhile, Maslow's framework underscores the importance of
fulfilling higher-order needs, such as self-actualization, which can be achieved through
professional growth and career development. Other evidence supports these
theoretical insights, demonstrating that employees who perceive clear paths for career
advancement tend to exhibit higher levels of job satisfaction and loyalty to their
organisation. In conclusion, the literature strongly suggests that career advancement
opportunities are essential in promoting job satisfaction and employee loyalty among
employees. Future research should continue to explore specific strategies and
interventions that organisations can implement to support the career advancement of
their employees, thereby fostering a more committed and motivated workforce. The

next chapter will discuss the research methodology and design.
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CHAPTER THREE
RESEARCH METHODOLOGY AND DESIGN

3.1 Introduction

Research methodology can be defined as the detailed procedures or methods used
to categorize, choose, undertake and examine data about a subject (Pani-Harreman,
2021:2026). Nimante, Baranova and Stramkale (2021:90) indicate that research is
essential in an organisation to gain new understandings and knowledge about
employees' experiences. This chapter discusses in detail the methodology and design
of the research. The chapter discusses the research design, population under
investigation, data collection procedures, instrumentation to be utilized for the
research, validity and reliability testing. The maintenance and assurance of ethics are

also discussed in this chapter.

3.2 Research philosophy

According to Saunders, Bristow, Thornhill and Lewis (2019), the main types of
research philosophy are: realistic research philosophy, pragmatic research
philosophy, interpretivist research philosophy, and positivist research philosophy.
Realism focuses on the supposition that ideas are autonomous from the reality of the
mind of a human (Bogna, Raineri, and Dell, 2020:461). It is based on the notion of a
scientific approach to knowledge development. According to Mukumbang (2023:93),
there are two types of realism, namely critical and direct. lovino and Tsitsianis (2020:
79) claim that interpretivism demands that assumptions of reality should be grounded
on societal constructions, specifically devices, language, common meanings and
awareness. Interpretivism studies use a generalizing approach. The interpretivist
approach makes provision for human curiosity and sense. In fact, under interpretivism,
the researcher reads the study’s foundations and includes human interest in the
research. This philosophy focuses on the qualitative method. The interpretivism
philosophy concentrates on realistic means of gathering data, namely observations,
consultations and interviews (Alharahsheh and Pius 2020:39). Interpretivism is
incorporated in the interviews conducted to gather data from the respondents by
posing qualitative questions. Secondary data is also connected to this philosophy.

Meanwhile, positivism demands that science is the only means to get the truth (Park,
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Konge and Artino 2020:690). The authors further suggest that positivism
acknowledges and relies on factual knowledge derived from observations and
measurements. In studies that use positivism, the researcher’s role is only limited to
the gathering and interpretation of data impartially, and the findings of research are
normally quantified and observed. Positivism counts on quantifiable observations that
assist in analysing statistics (Alharahsheh and Pius 2020:39). The questionnaire
embraces the post-positivist perspective. Additionally, positivism is associated with the
observer’s view that knowledge stems from human experience. Furthermore, in
studies of positivism, the researcher focuses on facts and is independent from the
study. Positivist studies employ a logical approach (Karupiah 2022:73). A pragmatic
philosophy states that there are numerous means of undertaking research and
understanding the environment. The pragmatic approach involves the use of methods
that seem to be the most appropriate to the research problem, thus avoiding
philosophical arguments in terms of choosing the most suitable approach

(Ramanadhan, Revette, Lee and Aveling 2021:8).

In research, the ontological approach is based on relativism, which sees reality as
independent and being formed by exchanges and individual experiences (Al-Ababneh
2020:75). Career advancement, job satisfaction and employee loyalty are not seen as
shared or consistent experiences, but are influenced by each individual's personal and
professional circumstances at the Durban University of Technology. This study
acknowledges that different people may have different perceptions and experiences
of these concepts, which could be influenced by their professional goals, work
environment and the university's culture. Therefore, the study explored these concepts

within the university context.

This study adopted a positivist research paradigm, which is based on the belief that
knowledge is impartial, visible and can be quantified. Positivism emphasizes that
reality exists autonomously of human observation and can be measured through
experiential, technical methods (Park, Konge, and Artino, 2020:690). In this research,
the positivist approach is applied to gather and analyse quantitative data, ensuring
that the findings are based on observable and measurable evidence. The
epistemological stance aligns with the study's aim to identify patterns, relationships
and causal connections in the data, thereby adding to reliable and widely applicable

knowledge in the field.
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3.2.1 Rationale for adopting positivism philosophy

A positivist approach was chosen to gain a better understanding of how career
advancement, job satisfaction and employee loyalty are experienced by individuals at
DUT. This approach allowed the study to explore the personal experiences of the
employees in a subjective manner to provide insights into how they view career

advancement and its effect on job satisfaction and employee loyalty.

3.3 Research design

According to Coy (2019:71), research involves collecting and analysing information to
gain a deeper understanding of the focus of the investigation. The design pertains to
outlining the procedures for conducting the study, with a primary focus on the
conditions under which the data is collected. The research design is guided by its
suitability for the planned purpose. The methodology and design of the study are
determined by the research goals. Pandey and Pandey (2021:19) state that the
research design is selected based on the researcher's skills and methods for collecting
data. According to Pandey and Pandey (2021:19), the main purposes of a research
design are to reduce costs, ensure smooth scaling, gather relevant data, create a plan,
and provide direction. The main types of research design are the exploratory research
design, explanatory research design, correlational research design and descriptive

research design.

The exploratory research design is used at the beginning of a study to understand the
concepts and variables better. This state will involve methods like interviews and focus
groups with the target population (administrative staff) to gain insights into their views,
which will shape and influence the research questions for the later stages of the
research study, according to Swedberg (2020:17). The explanatory research design
uses methods like surveys to concepts and variables (Arbale and Mutisya 2024:8). By
analysing the data from the surveys with relevant statistical methods, this stage aims
to identify and measure the underlying relationships between the variables being

researched.

The correlational research design is used to explore how changes in the variables
being researched relate to each other. It involves statistical analysis to determine
whether there are positive or negative relationships between these variables and how

strongly they are linked. This design helps to understand the relationships between
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the variables but does not establish cause-and-effect (Seeram 2019:176). Siedlecki
(2020:8) states that a descriptive research design aims to provide a detailed overview
of the variables being researched. By using surveys and analysis, it describes the
staff's experiences and perceptions and presents data using statistics like occurrences

to reveal patterns and trends.

3.3.1 Rationale for adopting a Descriptive research design

This study adopted a descriptive research design to investigate how career
advancement affects job satisfaction and employee loyalty amongst administrative
staff at the Durban University of Technology. This approach was chosen because it
allowed for a detailed examination of these factors in their real-life context without
altering the environment. By using surveys, the study aimed to understand staff
experiences and identify patterns that can inform organisational strategies to enhance

job satisfaction and loyalty.

3.4 Research approaches

Leavy (2022:17) affirms that a research study is mostly designed according to three
research approaches, namely qualitative methods, quantitative methods, and mixed
methods. Sabnis, Newman, Whitford and Mossing (2023:330) state that qualitative
methods’ characteristics or features include flexibility, subjectivity and
progressiveness. Rassel, Leland, Mohr and O'Sullivan (2020:31) also note that in a
qualitative study, the research design is flexible and provides comprehensive accounts
of experiences or occurrences in a descriptive format. This means that a qualitative
approach is an interpretation-based approach focused on understanding the
interpretations that people assign to their experiences, including their actions and

values in the relevant context (Nassaji 2020:427).

3.4.1 Quantitative research approach

A quantitative study is an orderly approach to gathering data through sampling means,
for example, surveys and questionnaires (Agarwal, Dudik, and Wu, 2019:120). A
quantitative study offers information about the aims of the study and how it will be
accomplished so that an informed evaluation of the approaches to acquire the

outcomes of the research problem can be done (Gravetter and Forzano, 2018). This
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approach is being used as it is more suitable when dealing with larger sample sizes.
A quantitative approach answers the objectives appropriately to show the relationship

between the variables being researched (Bloomfield and Fisher, 2019:27).

3.4.2 Qualitative research approach

Qualitative research aims to explore and understand individuals' experiences, events
and perspectives from a human-centered view. Qualitative research focuses on
gathering comprehensive information through methods like interviews, observations
and case studies (Nassaji 2020:427). This approach is frequently used in theory
development and the examination of complex social phenomena. As noted by Maxwell
(2021:111), qualitative research involves an in-depth exploration of particular aspects

of social life, producing data in the form of words for analysis.

3.4.3 Mixed research approach

Mixed methods research integrates qualitative and quantitative approaches within a
single study to enhance understanding and validation (Dawadi, Shrestha and Giri
2021:25). In certain studies, a single research design may not fully answer the
research questions. Mixed methods approaches can involve separate processes for
gathering, analysing and presenting data. The specific process chosen for data
collection and analysis is guided by the study's research questions (Kimmons
2022:11).

3.4.4. Rationale for adopting a quantitative research approach

The reason for using a quantitative research approach in this study was to objectively
measure how career advancement affects job satisfaction and employee loyalty
amongst administrative staff at the Durban University of Technology. By using a
questionnaire, data was gathered from a large group, and a statistical analysis was
performed to reveal patterns and connections. This approach helped ensure that the
study could generalize the results to all the administrative staff, which allowed the

study to identify the trends and the connections of the variables.
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3.5 Research strategy

A research strategy is an organized process of how a research study is conducted to
solve an investigation or problem. A research strategy is crucial as it defines the
general direction and methodology used to gather, analyse and interpret data. Several
strategies were considered, including case study ethnography, grounded theory,

phenomenology and action research (Zou and Xu 2023:21).

A descriptive study is a study where data is collected without altering the environment
(Atmowardoyo, 2018:197). A case study is a comprehensive study of a detailed topic,
such as an individual, groups, areas, occurrences, or an organisation (Thomas,
2021:1) A descriptive case study is a study that is fixated and thorough, where
propositions and inquiries about an occurrence are examined and articulated (Rutberg
and Bouikidis,2018:209). There are several types of research designs, namely
descriptive, correlational, quasi-experimental, case study, and experimental research
designs (Bloomfield and Fisher, 2019:17). Ethnography is a research method that
involves thoroughly observing people in their everyday environments (Balcom,
Doucet, and Dubé 2021:1534). For this study, it would mean that the researcher
spends time with the administrative staff at the Durban University of Technology to
understand their daily interactions and practices, and how these affect their views on

career advancement, job satisfaction and loyalty.

Grounded theory is a research strategy that allows the researcher to explore specific
phenomena or processes and develop new theories based on data collected and
analysed from real-life experiences. The grounded theory approach allows for the
development of a theory that is directly rooted in the data collected from participants,
rather than being imposed by pre-existing theories. This method ensures that the
theory is closely aligned with real-life experiences (Cullen and Brennan 2021:2).
According to Mac Naughton (2020:208), action research is a participatory and
collaborative research approach that involves actively engaging with participants to
identify problems, implement solutions and reflect on the outcomes. It is often used to

drive practical change whilst also contributing to academic knowledge.

The phenomenological approach allows the research to delve into the emotional and
psychological aspects of career advancement which provide qualitative insights that

complement the quantitative findings of the study. Phenomenology is a type of
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research that seeks to explain the nature of things through the way people experience
them (Williams 2021:366).

3.5.1 Rationale for using phenomenology

Phenomenology was an appropriate research strategy for this study because it
focuses on understanding individuals’ experiences and how they perceive certain
occurrences. In the context of career advancement and its impact on job satisfaction
and employee loyalty amongst administrative staff, phenomenology allows the
researcher to probe deeply into the personal experiences and personal feelings of the
participants. Since career advancement, job satisfaction and employee loyalty are
influenced by individual insights and emotional responses, a phenomenological
approach provides a detailed understanding of how these factors are experienced at
a personal level. This strategy aligned well with uncovering the essence of the
administrative staff's experiences within the university setting, making it ideal for

exploring how career advancement affects job satisfaction and loyalty.

3.6 Site description

The study was conducted across all campuses of the Durban University of
Technology, located in Durban and Pietermaritzburg in South Africa. The university's
administrative departments, including human resources, finance and academic

departments, serve as the primary setting for this research.
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Figure 3.1 Image: Map of the Durban University of Technology

Source: www.dut.ac.za

3.7 Time horizon

The time horizon describes how many points in time the researcher plans to collect
data. There are two options in time horizon, which are the cross-sectional and
longitudinal time horizon (lovino and Tsitsianis 2020: 79). Cross-sectional studies are
studies that can be undertaken, in which data is gathered only once, possibly over a
few days, weeks or months, to answer a research question (Wang and Cheng
2020:65). Longitudinal studies are where the researcher may want to study individuals,
groups or occurrences at more than one point in time. Studies when data on the
dependent variable are collected at two or more points in time are called longitudinal
studies (Bleidorn, Schwaba, Zheng, Hopwood, Sosa, Roberts and Briley 2022:588).

This study used the cross-sectional method.
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3.8 Target population

The target population of this study equalled 450 employees according to the source
list/employee list obtained from the Human Resources Department at DUT. The target
population is the collection of people that the researcher plans to investigate and
conclude from (Mozzana, 2019:225). The intended target population for this study
consisted of all non-academic or administrative employees of the Durban University

of Technology. The following shows the inclusion and exclusion criteria:

3.8.1 Inclusion criteria

e Administrative employees at the institution; and

e Employed for three years or more at the institution.

3.8.2 Exclusion criteria

e academic staff;
e independent contractors; and

e top management.

3.9 Sampling strategy

According to Lohr (2021:7), sampling is an essential research method used to select
a part of a population for a study. Rahman (2023:42) further states that sampling is
the process of selecting a group of people for a study so that they represent the larger
population. Pace (2021:15) highlights that methods of sampling are usually divided
into two types, which are probability and non-probability. GHR and Aithal (2022:455)
highlight that the value of a study depends not just on the right methods and tools, but
also on how well the chosen sampling technique fits the research. Non-probability

sampling and probability sampling will be discussed below.

3.9.1 Non-Probability sampling

Non-probability sampling is a method where the researcher selects samples based on
their judgment instead of random choice. It is a more flexible approach that relies on
the researcher's expertise and is commonly used in qualitative research (Sarker and
AL-Muaalemi, 2022:221). According to Pace (2021:15), non-probability is a sampling

method where not everyone in the population has the same chance to participate in
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the study. Lohr (2021:7) states that techniques in non-probability sampling include
quota sampling, snowball sampling, convenience sampling, and purposive sampling.
Quota sampling is a non-probability sampling method that depends on the non-random
selection of a pre-arranged number or quantity of units. Snowball sampling is a
sampling method where new elements are recruited by other elements to form part of
the sample; Convenience sampling is a method where participants are selected for
inclusion in the sample because they are the easiest for the researcher to gain access
to; and Purposive sampling refers to a technique in which participants are selected
because they have certain characteristics that are needed in the sample (Berndt
2020:224). Bethlehem (2021:181) raises concerns that non-probability sampling might

lead to biased and unrepresentative results.

3.9.2 Probability sampling

The probability sampling method is where an investigator sets a range of few
conditions and every representative within the population has a chance to be selected.
(Berndt, 2020:224). Four techniques fall under probability sampling methods, namely
simple random sampling, systematic sampling, stratified sampling, and cluster
sampling (Pandey, 2021:1). Simple random sampling is a technique of probability
sampling where respondents who form the sample are picked randomly (Stratton,
2021:373). Rahman, Tabash, Salamzadeh, Abduli and Rahaman (2022:42) state that
systematic sampling is a method where one picks members from a larger group by
starting at a random point and then choosing others at regular intervals. The authors
further state that in a stratified sample, researchers split a population into similar
groups based on certain characteristics. In cluster sampling, researchers split the
population into smaller groups called clusters and then randomly choose some of
these clusters to create a sample (Turner, 2020:8). The study chose simple random
sampling because every participant within the population had a chance to be selected,

hence there was less bias. The study used the probability sampling method.
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3.9.3 Rationale for choosing the random sampling technique

The simple random sampling technique, a probability sampling method, was chosen
for this study to ensure that the sample accurately represents the broader population
of administrative staff at the university. This technique was preferred over non-
probability sampling strategies because it eliminates selection bias by giving each
member of the population an equal chance of being chosen (Afolayan and Oniyinde,
2019:51). This enhances the representativeness of the sample and improves the
generalisability of the findings. Another advantage of simple random sampling over
other non-probability sampling techniques, simple random sampling allows for a more
objective selection process and facilitates the application of statistical inference,

making the study's conclusions more reliable (Pandey, 2021:1).

3.10 Sample criteria and size

A sample is a portion of members nominated from the entire population to participate
in the study (Mulder and De Bruine, 2019:11). Rahman (2023:42) reports that
choosing the right sample size and selection is crucial for making a survey useful and
accurate. The total number of targeted employees was obtained from the Human
Resources Department at the Durban University of Technology. The sample size in
this study is n=450. The Yamane sample calculation is a method to determine the
sample size for a study. It is the most suitable method to use when the only item the
researcher knows about the population that is being sampled is its size

(Chaokromthong and Sintao, 2021:76). The formula for the calculation is as follows:
n = N/(1+N(e2).

n=sample size

N = population of the study

e=margin of error in the calculation

n=450/ (1+450(0.05)2)

n=450/ (1+450(0.0025))

n=450/1.125
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n=211

Hence, the sample size for this study is 211.

3.11 Data collection instrument

Closed-ended questionnaires were utilised to collect data. A questionnaire is a
document that contains a list of questions that aims to gather data from a respondent
(Boparai, Singh, and Kathuria, 2021:210). The Likert scale with 5 options was used
(strongly agree, agree, neutral, disagree, and strongly disagree). The researcher
physically delivered the questionnaire (Annexure B) with an accompanying letter
(Annexure A) to all the participants. The questionnaire was sectioned as follows:
Section A — six questions on biographical information; Section B7 — ten questions on
career advancement; Section B8 — twelve questions on job satisfaction; Section B9 —

nine questions on employee loyalty.

3.11.1 Career advancement questionnaire

To measure this concept, the current study adopted and modified a questionnaire
developed by Alex (2021:42) on 'career advancement'. Alex (2021:42) proposed that
career development programmes impact employee performance. This scale
measures the job satisfaction of employees on a 5-point Likert scale, with options
ranging from ‘Strongly agree’ to "Strongly disagree’. To ensure the reliability of the
adapted job satisfaction scale, Alex (2021:42) originally confirmed a reliability
coefficient of 0.97 for the job satisfaction scale using 9 items. The adopted
questionnaire contributed significantly to aligning and refining the questionnaire, which
was ultimately distributed to a large sample, resulting in robust participation and
reliable data. For the present study, the questionnaire was adapted to examine how
career advancement impacts job satisfaction and employee loyalty amongst
administrative staff. This adapted version was reviewed by a Human Resources expert
at the Durban University of Technology to ensure that it accurately captured the
intended measures. It was also pre-tested on a small group of fifteen prospective
respondents to verify clarity and ease of administration. Reliability was assessed

through exploratory factor analysis to determine the factor loadings for each item.
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3.11.2 Job satisfaction questionnaire

The current research study utilised the five-item job satisfaction scale adapted and
modified from Inuwa (2015:62). This scale measures the job satisfaction of employees
on a 5-point Likert scale, with options ranging from ‘Strongly agree’ to "Strongly
disagree’. To ensure the reliability of the adapted job satisfaction scale, Inuwa
(2015:62) originally confirmed a reliability coefficient of 0.71 for the job satisfaction
scale using 6 items. Supporting this standard, Vandenabeele (2009:11) studied the
mediating effect of job satisfaction and organizational commitment on self-reported
performance and reported a Cronbach’s Alpha score above 0.70. Kimberlin and
Winterstein (2008:2276) emphasize that a Cronbach’s coefficient alpha above the
threshold of 0.6 indicates a reliable scale, signifying high internal consistency in the
data used to test the study’s hypotheses. The adopted questionnaire contributed
significantly to aligning and refining the questionnaire, which was ultimately distributed
to a large sample, resulting in robust participation and reliable data. For the present
study, the questionnaire was adapted to examine how career advancement impacts
job satisfaction and employee loyalty amongst administrative staff. This adapted
version was reviewed by a Human Resources expert at the Durban University of
Technology to ensure that it accurately captured the intended measures. It was also
pre-tested on a small group of fifteen prospective respondents to verify clarity and
ease of administration. Reliability was assessed through exploratory factor analysis to

determine the factor loadings for each item.

3.11.3 Employee loyalty questionnaire

The current research study employed an adapted five-item scale from Li’'s (2020)
employee loyalty scale, modified to measure employee loyalty as the dependent
variable. This scale evaluated employee loyalty to the organisation using a 5-point
Likert scale, with responses ranging from ‘strongly disagree’ to ‘strongly agree’. To
ensure the reliability of this adapted loyalty scale, Li (2020:21) initially established a
reliability coefficient of 0.708 for the employee loyalty scale using 24 items. Supporting
this reliability, Bekele (2020:32), in their research on factors influencing employee
loyalty in the case of commercial banks of Ethiopia, reported Cronbach’s Alpha
coefficients exceeding 0.70 for similar loyalty measures using 7 items. The adopted

questionnaire contributed significantly to aligning and refining the questionnaire, which
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was ultimately distributed to a large sample, resulting in robust participation and
reliable data. For the present study, the questionnaire was adapted to examine how
career advancement impacts job satisfaction and employee loyalty amongst
administrative staff. This adapted version was reviewed by a Human Resources expert
at the Durban University to ensure it accurately captured the intended measures. It
was also pretested on a small group of fifteen prospective respondents to verify clarity
and ease of administration. Reliability was assessed through exploratory factor

analysis to determine the factor loadings for each item.

3.12 Pilot study

According to Malmqvist (2019:22), a pilot study is an initial, small-scale trial in which
the researcher will test the approaches that are going to be used for the research
study. For this study, 15 participants who did not form part of the sample took part in
the pilot study and were randomly selected. The pilot test was conducted on the
research instrument to ensure its comprehension, readability and applicability, and to
test the questionnaire for the researcher to ascertain whether any required revisions
were necessary before the questionnaire was sent out to the chosen main sample
group. The researcher then used the outcomes to direct the methodology of the study

when done on a larger scale.

3.13 Data quality control

This section discusses the measures undertaken to ensure the credibility of the
research findings, focusing on validity and reliability. These concepts are essential
for evaluating the accuracy and consistency of the data collection tools and the

dependability of the results obtained.

3.13.1 Validity testing

Validity refers to the degree to which the outcomes measure what they are expected
and required to calculate (Quintdo, Andrade, and Almeida, 2020:67). Surtucu and
Maslakgi (2021:2694) state there are four main types of validity, namely content
validity, construct validity, criterion validity, and face validity. Content validity assesses
how well an instrument covers all related parts of the hypothesis that it aims to

measure (Spoto, Nucci, Prunetti, and Vicovaro 2023:4); Construct validity covers how
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well an assessment measures the variables it was designed to evaluate (Alavi, Biros,
and Cleary 2024:164); Criterion validity evaluates how truthfully a test measures the
result it was designed to measure (Ahmed and Ishtiag 2021:4); whilst Face validity is
about whether a test seems to measure what it is meant to measure and this type of
validity is focused on whether a measure seems applicable and appropriate for what
it is assessing (Allen, Robson and lliescu 2023:153).

For this study, content validity was measured using a pilot study. The questions were
comprehensive, planned and appropriate for the administrative staff of the Durban
University of Technology. The researcher checked how effectively the outcomes
matched theories of the same conception. Construct validity was tested in this study
as this technique is particularly significant when researching items that cannot be
directly observed or measured, such as intellect, self-assurance, loyalty, satisfaction
or happiness (de Barros Ahrens, da Silva Lirani and de Francisco, 2021:7364).

Construct validity was tested using KMO and Bartlett's Tests.

3.13.2 Reliability testing

Reliability refers to the extent to which the outcomes can be replicated if the research
is repeated within the same circumstances (Quintdo, Andrade, and Almeida, 2020).
To measure internal consistency reliability, the researcher checked the consistency of
outcomes over time, across numerous witnesses, and over sections of the actual
assessment itself (Mulder and De Bruine, 2019:11). Ajayi (2017:160) identifies four
ways to assess a measuring instrument’s reliability: test-retest, parallel forms, split-
half, and internal consistency. The test-retest test involves comparing results from two
separate administrations of the same test after a time interval, where no difference
indicates 100% reliability (Cooksey and Cooksey, 2020:61). Parallel-forms reliability
introduces slight modifications to the test for the second administration to reduce
reactivity, although ensuring that the two forms are still comparable can be challenging
(Loomis & Paterson, 2018:133). Split-half reliability divides the test into two halves to
evaluate consistency between them (Cooksey & Cooksey, 2020:61). Internal

consistency examines how well multiple items measure a single concept.

In short, a test is reliable if it yields consistent results when repeated under the same
conditions, confirming consistency across the instrument (Kimberlin & Winterstein,

2008:2276). The Cronbach Alpha coefficient, commonly used for this purpose, was

84



applied in this study to evaluate internal consistency. Reid (2006:3) describes
Cronbach’s Alpha as a widely used tool to measure constructs like attitudes and
perceptions. Generally, an internal consistency coefficient of at least 0.7 is acceptable
(McNeish, 2018:412). A Cronbach Alpha closer to 1 would suggest high internal
consistency in this study. The internal consistency reliability of the research instrument
was measured. For this study, Cronbach’s alpha value was utilized for internal

consistency reliability testing.

3.14 Data collection method

The choice of data collection methods in research depends on the study's nature and
the academic field in which it is conducted, as maintaining honesty and accuracy in
data collection is essential across all methods. Key data collection techniques include
online mail surveys, telephonic interviews and personal methods (Loomis and
Paterson, 2018:133). Telephonic interviews involve contacting sample respondents
via phone, usually by trained interviewers, to gather responses to the interview
questions (Block and Erskine, 2012:428). Online mail surveys utilize the internet,
where questionnaires are emailed to respondents who complete them online (de-
Leeuw and Hox, 2012:239). The personal method, such as face-to-face data
collection, involves the researcher personally engaging with respondents to collect

information directly through interviews (Afolayan and Oniyinde, 2019:51).

For this study, a self-administered questionnaire was primarily used to gather primary
data. However, a few participants requested that the questionnaire be emailed to them
as an attachment, which they completed and returned via email. The personal method
was employed in carrying out most of the collection of data because the personal
method is usually associated with providing a higher response rate (Mazhar, Anjum,
Anwar and Khan, 2021:6). The researcher used the personal method and physically
delivered the questionnaire with an accompanying letter to all the participants, and
also emailed the questionnaire to participants who preferred to complete the
questionnaire via email and who were based in a different city to the researcher. The
participants were given three weeks to complete and return the questionnaire, which
should have taken twenty to twenty-five minutes to complete. The majority of
questionnaires were received early in 2024 as clearance to collect data was granted

in November 2023. The collection of data took approximately six months to complete.
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3.15 Data Analysis

The collected data was analysed using descriptive and inferential statistics. The study
utilized the Statistical Package for the Social Sciences (SPSS) version 25 for Windows
to analyse the collected data. This software facilitates the breakdown of collected raw
data into straightforward quantitative tables, making the data more accessible and
easier to understand. Data analysis was also employed to test hypotheses, uncover
patterns, and provide explanations (Muller, Junglas, Brocke, and Debortoli, 2016:289).
Descriptive statistics aid in summarising large sets of data, allowing for conclusions to
be drawn about the variables under study, specifically career advancement, job
satisfaction and employee loyalty. Graphical techniques were used for descriptive
analysis, with data presented in tables, charts, pie charts and graphs. Numerical data
was displayed using frequencies, proportions, measures of dispersion, central
tendency, and percentages. Descriptive statistics describe data in two main ways:
numerically and graphically (Cooksey and Cooksey, 2020:61). Inferential statistics, on
the other hand, use sample data findings to generalize and draw conclusions about
the broader population. Establishing the causal effect, rather than just a simple
association between variables, is essential. This study investigates the causal impact

of career advancement on job satisfaction and employee loyalty.

The SPSS software also computed the linear regression, providing two key benefits:
(i) it identifies the significant relationships between the variables and (ii) it indicates the
strength of the impact that the variables have on each other (Zapotichna, 2021:106).
Using graphical displays can enhance the understanding of correlations or
connections between variables. Inferential statistics enabled more complex
calculations, with techniques like correlation analysis, ANOVA and factor analysis
used to interpret data. These methods allowed the researcher to generalise the
findings from the sample to the broader population, supporting theory testing and
answering research questions with a significance level typically set at 5%. Regression
analysis can be either simple linear regression or multiple regression. Linear
regression was chosen because there are multiple predictors in this study. Regression
and correlation analyses were the primary techniques used to determine the
relationships amongst the key dimensions of the variables. Correlation analysis
assessed the connections between variables in the integrated model, while factor

analysis validated the measurement instruments. Correlation analysis was applied to
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assess if there was a significant relationship between the independent variable (career
advancement) and the dependent variable (employee loyalty). Spearman’s correlation
test and regression analysis helped determine if there was a relationship between the

variables.

3.16 Ethical Considerations

Ethical considerations in research refer to the principles that direct the research project
(Fleming and Zegwaard, 2018:205). These principles comprise volunteer participation,
informed consent, confidentiality, possible harm, and the communication of results.
The following are part of the ethical considerations covered in this study: anonymity,
confidentiality, informed consent, respect for respondents, and permission to conduct

the study.

3.16.1 Confidentiality and Anonymity

The identity identifiers (name, ID, address, staff number, contact number) of the
participants were not required in the questionnaire. However, other information such
as age, years of service and qualifications were included in the questionnaire, but

without requesting the names of the participants.

Confidentiality involves protecting respondents' names and sensitive information
(Petrova, Dewing, and Camilleri, 2016:442), meaning that their responses cannot be
traced back to them. Anonymity is achieved when respondents cannot be linked to
their data. In this study, confidentiality and anonymity were upheld by restricting
access to completed questionnaires and ensuring that respondents did not include
their names. Respondents were assured that their identities would be fully protected,
and responses kept confidential. Additionally, they were informed that the data

collected would be securely stored and shredded after five years.

3.16.2 Informed consent to participate in the study

Informing involves sharing essential details about the research with participants
(Pickard, 2013:89). Respondents were told the purpose and main objectives of the
study and were offered access to the results if desired. They were assured that
participation was voluntary and that they would not be pressured to join if they

preferred not to.
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3.16.3 Respect for Respondents

Respondents were informed of their right to withdraw from the research at any time
they deemed necessary. They also had the opportunity to ask questions and seek
clarification about the study. They could also choose not to provide any information if

they wished. The respondents faced no risks during the study.

3.16.4 Permission to conduct the study

The respondents were not forced into taking part in the research study. The proposal
was reviewed by independent reviewers who served on the Faculty Research
Committee and Institutional Research Ethics Committee for approval. DUT’s
institutional research ethics committee issued an ethical clearance for this study

(Annexure B). The gatekeeper’s permission letter is attached as Annexure C.

3.17 Conclusion

This chapter described the research methodology for this study. A quantitative
approach was chosen, and the reasons for this choice were explained. The chapter
covered the research design, data collection and analysis methods, as well as the
study’s validity and reliability. It is hoped that this research will contribute to the body
of knowledge about administrative staff in higher education. The next chapter will

present the data, analysis and discuss the findings.
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CHAPTER FOUR
DATA PRESENTATION, ANALYSIS AND DISCUSSION OF FINDINGS

4.1. Introduction

The previous chapter focused on the methodology employed in conducting this study.
The chapter also outlined the justification for adopting the positivist research paradigm,
a quantitative research methods approach and a survey research design to acquire
in-depth information on the impact of career advancement on job satisfaction and
employee loyalty. This chapter presents the analysis and findings concerning the
investigation into the impact of career advancement on job satisfaction and employee
loyalty at DUT. The researcher employed IMB SPSS version 28 in conjunction with
MS Excel to analyse the data. The study sought to explore career advancement
opportunities for administrative staff at DUT; assess the impact of career advancement
on job satisfaction; determine the relationship between career advancement and
employee loyalty; investigate the link between job satisfaction and employee loyalty;
and identify career advancement strategies to enhance both job satisfaction and

employee loyalty at DUT.

4.2 Response rate

For the quantitative part of the study, a total of 211 questionnaires were administered.
The completed questionnaires were edited for completeness and consistency. Of the
181 returned questionnaires, a total of 181 were deemed usable for analysis. The
returned questionnaires represented a response rate of 85.8% and this response rate
was deemed to be adequate in the realization of the research objectives (Holtom,
Baruch, Aguinis and A Ballinger 2022:75).

4.3 Reliability and validity analysis

The reliability of the questionnaire was tested using Cronbach's alpha. The results

table gives an analysis of the outcomes, where the Cronbach's Alpha values were
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averaged to 0.8 to reflect the scale. This is up-scaled as acceptable, according to
Demirel (2022:133). Itis also closer to 1.0, denoting greater internal consistency of the

elements under consideration

Table 4.1: Reliability analysis results

Cronbach's
Variable N of items
Alpha
Career Advancement 0.801 10
Job Satisfaction 0.823 12
Employee Loyalty 0.772 9
Overall reliability 0.799 31

Source: Author’s compilation from IBM SPSS Statistic version 28

An overall Cronbach's alpha coefficient of 0.799 indicates a high level of internal
consistency amongst the items in the scale or test. This level of internal consistency
indicates a higher level of reliability, implying no need for further improvement in the
research instrument, and the study results tend to be reliable and valid. The validity of
the construct was assessed using confirmatory factor analysis (CFA) in SPSS. The

results of the validity test are shown in Table 4.2 below.

Table 4.2: Validity test results

KMO and Bartlett's Test

Kaiser-Meyer-Olkin Measure of Sampling Adequacy .618
Approx. Chi-Square 2410.524
Bartlett's Test of Sphericity df 465
Sig. <.001

Source: Author’s compilation from IBM SPSS Statistic version 28

If the Kaiser-Meyer-Olkin (KMO) measure is 0.618, this value is above the commonly
accepted threshold of 0.6 for sampling adequacy. This indicates that the sample is

generally adequate for factor analysis. The KMO statistic measures the proportion of
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variance amongst variables that might be common variance, which is crucial for
determining whether factor analysis is suitable. A KMO value of 0.618 suggests that
the dataset is reasonably well-suited for identifying underlying factors, and that the

items in the questionnaire have sufficient commonality.

In conjunction with Bartlett's Test of Sphericity, which shows a highly significant result
(with a Chi-Square value of 2410.524, 465 degrees of freedom, and a p-value less
than 0.001), the findings indicate that the variables are sufficiently correlated to
proceed with factor analysis. The significance of Bartlett's Test confirms that the
correlation matrix is not an identity matrix, meaning that the relationships amongst the

variables are strong enough to justify factor analysis.

In summary, with a KMO value of 0.618, the sampling adequacy is considered
acceptable for factor analysis, and the significant result from Bartlett's Test of
Sphericity supports the use of factor analysis. This suggests that the questionnaire is
valid for capturing the intended constructs, and factor analysis can be reliably
performed to explore the underlying factors. Therefore, the data appears to be suitable

for identifying the dimensions of the constructs being studied.

4.4 Demographic characteristics of respondents

The demographic information considered in this study included the age, racial group,
work experience and educational qualifications of the respondents at the time the

study was conducted. Figure 4.1 shows the distribution of the respondents by age

group.
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26-30 years
3%
> 51 years 31-35 years
20% 18%

46-50 years 36-40 years
20% R

41-45 years
23%

Figure 4.1: Distribution of respondents according to age (N=181)
Source: Author’'s computations from survey data

The age distribution of the respondents in this study provides valuable insights into the
demographic composition of the administrative staff at the Durban University of
Technology. The majority of respondents fall within the 31-45-year age range, with the
highest representation in the 41-45-year group (23%). This suggests that a significant
portion of the administrative staff is at a mid-career stage, which could be particularly
relevant for examining how career advancement affects job satisfaction and employee

loyalty.

The substantial presence of respondents in the 46-50 years (20%) and over 51 years
(20%) categories indicates that a considerable number of staff members are in the
latter stages of their careers. This diversity across different career stages allows the
study to capture a broad range of experiences and expectations regarding career

advancement.

Younger employees, particularly those aged 26-30 years (3%), represent a smaller
proportion of the sample. Despite their smaller number, their perspectives on career
advancement and its impact on job satisfaction and loyalty are still important for

understanding the full spectrum of employee experiences.
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Overall, the varied age distribution amongst the respondents enriches the study by
providing a comprehensive view of how career advancement initiatives might influence
job satisfaction and employee loyalty across different stages of employees’ careers.
This diverse demographic ensures that the findings will reflect a wide range of
experiences and expectations, enhancing the relevance and applicability of the study’s

results to the broader administrative staff at DUT.

70,0%
° 63,5%
60,0%
50,0%
40,0%
32,6%
30,0%

20,0%

10,0%

2,2% 1,7%
0,0% | —
African Black White Indian Coloured

Figure 4.2: Distribution of respondents according to racial group (N= 181)
Source: Author’s computations from survey data

The racial distribution of respondents in the study examining the effect of career
advancement on job satisfaction and employee loyalty amongst administrative staff at
the Durban University of Technology reveals a predominance of African-Black
participants. With 115 respondents or 63.5% of the sample identifying as African-
Black, this group constitutes the largest portion of the study population. The Indian
racial group follows with 59 respondents, representing 32.6% of the sample. This
significant representation provides insight into the experiences and perspectives of
Indian staff members concerning career advancement and its effects on job
satisfaction and loyalty. In contrast, the White and Coloured groups are much smaller,
with only 4 (2.2%) and 3 (1.7%) respondents respectively. These smaller groups
suggest that their experiences and views on career advancement might be less
prominent in the study’s findings, but their inclusion still adds depth to the analysis by

highlighting the diverse experiences of the university's administrative staff. Overall, the
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racial composition of the respondents allows the study to reflect a range of
perspectives and experiences across different racial groups, particularly focusing on
the predominant African-Black and Indian groups. This diversity enhances the study’s
ability to assess how career advancement impacts job satisfaction and employee

loyalty across different racial backgrounds within the administrative staff at DUT.

>25 YEARS _ >25 years; 6,1%
| 20-24 years;
11,0%
20-24 YEARS
- 15-19 years;
15-19 YEARS 12,2%
1 10-14 years;

10-14 YEARS 31,5%

5-9 YEARS 5-9 years; 27,6%

0-4 YEARS 0-4 years; 11,6%

0,0% 5,0% 10,0% 15,0% 20,0% 25,0% 30,0% 35,0%

Figure 4.3: Distribution of Respondents According to Tenure (N=181)
Source: Author’s computations from survey data

The data on the length of service amongst respondents in the study provides a detailed
picture of the administrative staff's tenure at the Durban University of Technology. The
largest group, with 57 respondents or 31.5%, has been with the university for 10-14
years. This indicates that a significant portion of the staff has considerable experience,
which is valuable for understanding how career advancement impacts long-term
employees. The next largest group is those with 5-9 years of service, comprising
27.6% of the sample. This group is also substantial, suggesting that a considerable
number of staff members are relatively early in their careers but have accumulated
enough experience to form meaningful opinions on career advancement and its effects
on job satisfaction and loyalty. There are fewer respondents in the 15-19 years and
20-24 years’ service brackets, with 22 (12.2%) and 20 (11.0%) respectively. These
figures highlight that while there are staff members with more extended tenures, they
represent a smaller portion of the overall sample. This might indicate that fewer staff

members have been at the university for these longer periods, potentially impacting

94



the variety of perspectives from more senior employees. The smallest group is those
with more than 25 years of service, accounting for 6.1% of the respondents. Although
this group is small, their experiences can provide valuable insights into how long-term
career advancement impacts job satisfaction and loyalty. Overall, the distribution of
service lengths amongst the respondents offers a comprehensive view of staff tenure
at DUT, allowing the study to explore how career advancement affects employees at
various stages of their careers, from relatively new employees to those with extensive
experience. This diversity in length of service enriches the analysis by capturing a

broad spectrum of employee experiences and expectations.

Matric/Secondary
education; 3%;

4% ll Masters; 7%; 7%

Technica.
Certificate; 8%;
8%

PHD; 2%; 2%

Bachelors/PG
Diploma; 23%;

Diploma; 28%; 23%
28%

Honors/Adv

Diploma; 28%;
28%

Figure 4.4: Distribution of respondents according to educational level (N=181)
Source: Author’s compilation from IBM SPSS Statistic version 28

The distribution of qualification levels amongst the respondents in the study provides
a diverse view of the educational backgrounds of the administrative staff at the Durban
University of Technology. The largest groups are those with Honours or Advanced
Diplomas and Diplomas, each comprising 28.2% of the sample. This indicates that a
significant portion of the staff holds qualifications that are beyond the undergraduate
level but not at the postgraduate level, reflecting a strong presence of staff with

specialized, practical qualifications.
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The next largest group is those with Bachelor's degrees or Postgraduate Diplomas,
representing 23.2% of the respondents. This suggests that a notable proportion of the
staff has completed undergraduate studies or additional professional qualifications,
which may influence their perspectives on career advancement and its impact on job

satisfaction and loyalty.

There are fewer respondents with Master's degrees and PhDs, accounting for 6.6%
and 2.2% of the sample respectively. This indicates that while there are staff members
with advanced academic qualifications, they make up a smaller portion of the

population, potentially affecting the depth of insights from highly qualified individuals.

The Technical Certificate and Matric/Secondary Education groups represent smaller
proportions of the sample, with 8.3% and 3.3% respectively. These qualifications are
less common amongst the respondents, suggesting that they represent a minority
within the staff, but their inclusion still provides a broad range of educational

experiences.

Overall, the qualification levels amongst the respondents highlight a varied educational
background, with a strong emphasis on practical and professional qualifications. This
diversity in educational attainment allows the study to examine how different levels of
qualification impact perceptions of career advancement, job satisfaction and employee

loyalty, offering a well-rounded view of the staff's educational profiles at DUT.

4.5 Exploring career advancement opportunities of administrative staff at DUT

This section explores the career advancement opportunities available for
administrative staff at the Durban University of Technology (DUT). The analysis
focuses on understanding the perceptions and experiences of administrative staff
regarding their career advancement prospects within the organization. To achieve this
objective, a structured questionnaire was distributed to administrative staff at DUT.
The respondents were required to highlight their level of agreement with a series of
statements related to career advancement. These statements were designed to
capture various dimensions of career advancement opportunities, including tenure,
active pursuit of promotion, qualifications, availability of promotion opportunities,

career development initiatives, and the possession of necessary skills.
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The responses to these statements were ranked on a 5-point Likert scale and
analysed using descriptive statistics, including frequencies, means and standard
deviations, to gauge the extent of agreement amongst respondents. Frequencies
provided information on the distribution of responses, while means represented the
average response level for each statement. The mean scores ranged from 1 to 5, with
a higher mean score (mean 2 3.5), indicating a greater availability and effectiveness
of career advancement opportunities for administrative staff. Conversely, a lower
mean score (mean < 2.5) suggests a lesser availability of career advancement
opportunities. These means were analysed across different statements to identify
overall trends. The standard deviation was used to understand the variability of
responses, indicating the level of agreement or disagreement within the surveyed
population. A lower standard deviation (SD < 0.9) implied less variability, indicating a
higher level of agreement amongst respondents. Correspondingly, a higher standard
deviation (SD = 0.9) implied more diverse opinions within the sample. The mean and
standard deviation were combined to comprehensively assess the level of
agreeableness towards a given position, and this enabled the researcher to make

informed interpretations about the overall sentiment within the surveyed population.

By examining these responses, the study aimed to identify trends and insights into the
availability and effectiveness of career advancement opportunities for administrative
staff at DUT. The findings offer valuable information for understanding how these
opportunities are perceived and what improvements might be necessary to enhance

job satisfaction and employee loyalty through better career development initiatives.

Means and standard deviations are computed, and Table 4.3 below presents the mean

scores and related ranks in order of importance.

Table 4.3: Career advancement opportunities for administrative staff at DUT (N
=181)

Descriptive Statistics

Std.
N Mean Deviation | Skewness Kurtosis
Std.

Statistic | Statistic | Statistic Statistic | Error Statistic
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| have been in the
same position in
the organisation
for more than 7
years

| have Dbeen
actively seeking
promotion for
more than 5
years

I have the
necessary
qualification  to
perform the job
There have been
opportunities for
promotions that
are in line with
my sKkills

My organisation
offers career
development
initiatives

There are many
career
advancement
opportunities that
arise in my area
of expertise

| can see myself
holding any
higher  position

because | have
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181

181

181

181

181

181

181

3.52

3.15

4.57

3.19

3.67

3.58

4.27

1.526

1.041

0.539

1.116

0.767

0.907

0.800

-0.441

-0.154

-0.708

-0.196

-0.116

-0.693

-1.108

0.181

0.181

0.181

0.181

0.181

0.181

0.181

-1.461

-0.293

-0.659

-0.468

-0.332

0.268

1.063

0.359

0.359

0.359

0.359

0.359

0.359

0.359




hard skills

required.

| can see myself
holding any
higher  position
because | have
soft skills
required.

| can see myself
holding any
higher  position
because | have
technical  skills
required.

I receive
adequate

support from my
superiors.

Valid N (listwise)

181

181

181

181

4.29

4.43

3.30

0.764

0.731

0.877

-0.918

-1.462

-0.535

0.181

0.181

0.181

0.498

2.489

0.324

0.359

0.359

0.359

Source: Author’s compilation from IBM SPSS Statistic version 28

4.5.1 Tenure in the same position

For the statement regarding tenure, respondents indicated a mean score of 3.52,
suggesting that a significant number of administrative staff at DUT have remained in
the same position for over seven years. This result indicates a moderate level of
stagnation in career progression for a substantial proportion of the staff. The high
variability in responses, with a standard deviation of 1.526, reflects diverse
experiences amongst staff, meaning that some have had longer tenures while others
have not. The slightly negative skewness value of -0.441 indicates that a majority of
the respondents have shorter tenures, implying some recent hires or promotions. The
negative kurtosis of -1.461 suggests a flatter distribution, meaning that responses are

spread out with fewer extreme values, highlighting a variety of experiences regarding

tenure.
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4.5.2 Active promotion-seeking

The statement about seeking promotion for over five years had a mean score of 3.15,
indicating a neutral to slightly positive perception of active promotion-seeking amongst
the staff. This suggests that while some staff are actively seeking promotions, others
may not be. The standard deviation of 1.041 indicates moderate variability, showing
that experiences vary significantly amongst respondents. The near-zero skewness
value of -0.154 indicates a fairly symmetrical distribution of responses, suggesting that
the number of staff actively seeking promotions is balanced by those who are not. The
kurtosis of -0.293 indicates a distribution close to normal, meaning that the responses

do not deviate much from the average.

4.5.3 Qualifications for job performance

Respondents felt strongly that they had the necessary qualifications to perform their
job, with a mean score of 4.57. This high score suggests that most staff are confident
in their qualifications and feel well-equipped for their roles. The low standard deviation
of 0.539 implies high agreement on this issue, indicating that most respondents share
this sentiment. The negative skewness value of -0.708 indicates that a greater number
of respondents feel well-qualified, while the negative kurtosis of -0.659 suggests a

slightly flatter distribution, indicating consistency in responses.

4.5.4 Promotional opportunities aligned with skills

Regarding the availability of promotional opportunities aligned with skills, the mean
score was 3.19, indicating a neutral to slightly positive perception. This suggests that
while some staff feel that there are opportunities aligned with their skills, others may
not. The standard deviation of 1.116 indicates moderate variability in responses,
showing a range of opinions. The skewness value of -0.196 and the kurtosis value of
-0.468 indicate a near-normal and somewhat flat distribution, meaning that responses

are spread relatively evenly around the mean.

4.5.5 Career development initiatives

Respondents moderately agreed that DUT offers career development initiatives, with
a mean score of 3.67. This indicates a generally positive perception of career

development initiatives at DUT. The standard deviation of 0.767 shows moderate
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variability, meaning that while many respondents agree, some have different views.
The skewness value of -0.116 indicates a nearly symmetrical distribution, suggesting
balanced perceptions. The kurtosis value of -0.332 suggests a slightly flatter

distribution, indicating some diversity in responses.

4.5.6 Career advancement opportunities in expertise area

Regarding the availability of career advancement opportunities in their area of
expertise, the mean score was 3.58, indicating moderate agreement. This suggests
that many respondents see opportunities for advancement in their areas of expertise,
although some may not. The standard deviation of 0.907 reflects moderate variability
in responses, showing varied experiences. The negative skewness value of -0.693
suggests that respondents generally view the availability of these opportunities
positively. The kurtosis value of 0.268 indicates a slightly more peaked distribution,

suggesting that while there is general agreement, there are also some outliers.

4.5.7 Hard skills for higher positions

Respondents strongly agreed that they possess the hard skills required for higher
positions, with a mean score of 4.27. This high score indicates that most respondents
feel confident in their hard skills. The standard deviation of 0.800 shows moderate
variability, meaning that there is some difference in opinion but generally high
agreement. The substantial negative skewness value of -1.108 indicates that many
respondents rate their hard skills highly, while the kurtosis value of 1.063 suggests a

more peaked distribution, indicating consistency in responses.

4.5.8 Soft skills for higher positions

Regarding the possession of soft skills required for higher positions, respondents also
indicated strong agreement, with a mean score of 4.29. This suggests that most
respondents feel confident in their soft skills. The standard deviation of 0.764 shows
moderate variability, meaning that there is some difference in opinion but generally
high agreement. The negative skewness value of -0.918 suggests that respondents
generally rate their soft skills highly. The kurtosis value of 0.498 indicates a slightly
more peaked distribution, suggesting that while there is general agreement, there are

also some outliers.
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4.5.9 Technical skills for higher positions

Respondents felt very confident in their technical skills for higher positions, with a
mean score of 4.43. This high score indicates that most respondents feel that they
have the technical skills necessary for advancement. The standard deviation of 0.731
shows moderate variability, meaning that there is some difference in opinion but
generally high agreement. The substantial negative skewness value of -1.462
suggests that many respondents rate their technical skills highly, while the kurtosis
value of 2.489 indicates a highly peaked distribution, suggesting strong agreement

amongst respondents.

4.5.10 Support from superiors

Finally, respondents had a neutral to slightly positive perception of receiving adequate
support from their superiors, with a mean score of 3.30. This indicates a moderate
level of satisfaction with the support from superiors. The standard deviation of 0.877
indicates moderate variability, meaning that there are different opinions among
respondents. The negative skewness value of -0.535 suggests that more respondents
view the support from their superiors positively, while the kurtosis value of 0.324
indicates a slightly more peaked distribution, suggesting that while there is general

agreement, there are also some outliers.

4.6 Establishing the extent to which career advancement impacts job

satisfaction at DUT

The second secondary objective of the study was concerned with establishing the
extent to which career advancement impacts job satisfaction for administrative staff at
DUT. The subsequent sub-sections present the analysis of the perceptions of the
respondents on the degree to which career advancement has impacted job
satisfaction at DUT amongst administrative staff. The focus was on evaluating whether
various aspects of career advancement—such as receiving a promotion, satisfaction
with the appointment process, feelings of being overlooked for a promotion, and
overall contentment with the current position—have influenced job satisfaction. The
analysis involved examining how respondents perceive career advancement as a
factor in their job satisfaction. For instance, respondents were asked about their

happiness regarding promotions and their satisfaction with the appointment process.
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Additionally, perceptions of being overlooked for promotions they felt qualified for, and
whether they view increased responsibilities, challenging work or salary increments as
signs of career advancement, were explored. The study also considered whether
respondents felt excluded from career advancement initiatives or viewed these
initiatives as insignificant. Furthermore, it assessed perceptions regarding the neglect
of administrative staff in promotion decisions, and whether respondents felt that they
had adequate resources to perform their duties. To gauge these perceptions, the
mean scores and standard deviations for each statement were calculated. These
statistical measures provide insight into the general sentiment of the administrative
staff regarding how career advancement opportunities have impacted their job
satisfaction. The following sections will delve into the detailed findings from this
analysis, shedding light on the relationship between career advancement and job

satisfaction at DUT. The results of the study are shown in Table 4.4 below:

Table 4.4: Impact of career advancement on job satisfaction (N=181)

Std.

N Mean Deviation

Statistic Statistic Statistic
| would feel happy if | receive a promotion 181 4.62 0.608
| am satisfied with the appointment process 181 2.93 0.817
| feel | have been overlooked for a promotion | 181 3.18 0.910
| qualify for
| am happy with my current position 181 3.80 1.255
For me | feel a promotion is career | 181 4.20 0.565
advancement
| feel more tasks is career advancement 181 2.47 0.734
| feel more challenging work is career | 181 2.81 0.716
advancement
| feel an increase in my salary is career | 181 4.28 0.633
advancement
| feel left out with the career advancement | 181 3.25 1.081
initiatives at the organisation
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| feel the career initiatives at the organisation | 181 3.25 1.090

are of little significance

| feel administrative staff are being neglected | 181 3.59 0.054
in terms of promotion

| have enough resources to perform my duties | 181 3.82 0.654
Valid N (listwise) 181

Source: Author’s compilation from IBM SPSS Statistic version 28

Firstly, respondents reported a high level of satisfaction regarding the potential positive
impact of promotions on their job satisfaction. The mean score of 4.62 suggests that
the majority of administrative staff would experience a significant boost in their job
satisfaction if they were promoted. This high score indicates that promotions are highly
valued as a form of career progression and contribute substantially to employees'

overall contentment with their roles.

In contrast, the responses regarding satisfaction with the current appointment process
were less positive, with a mean score of 2.93. This score reflects a moderate level of
dissatisfaction, suggesting that many employees feel that the process by which
appointments are made does not fully meet their expectations or needs. The standard
deviation of 0.817, while not excessively high, indicates some variability in perceptions
about the appointment process, with some staff possibly feeling more dissatisfied than
others. Effective appointment processes are crucial for maintaining employee trust and
motivation, as discussed by Hecht Maas and van Rinsum (2023:239), who
emphasized that transparent and fair procedures are essential for perceived justice in

promotions.

Respondents expressed mixed feelings about being overlooked for promotions they
believe they qualify for. The mean score of 3.18 suggests a moderate level of
agreement that they feel neglected in promotion considerations. This score, combined
with a standard deviation of 0.910, implies that there is some variability in how staff
perceive their chances for advancement. The variability in this perception suggests
that while some employees feel that their promotion opportunities are fair, others do
not, which can impact overall job satisfaction and motivation. Equity theory, as
proposed by Adams (1965:267), suggests that employees are motivated when they

perceive fair treatment in promotions.
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Overall contentment with their current job position had a mean score of 3.80, indicating
a general level of satisfaction but with room for improvement. This finding is consistent
with Herzberg's (1966:92) Two-factor theory, which suggests that job satisfaction is
influenced by both motivational factors (like achievement and recognition) and hygiene
factors (like working conditions). The high standard deviation of 1.255 indicates
diverse opinions on job satisfaction, suggesting that while some employees find their
positions satisfying, others may not, highlighting the need for improvements in job

design and employee engagement.

The strong association between promotions and career advancement, with a mean
score of 4.20, aligns with the literature that views promotions as a significant aspect
of career growth (Firdaus, Firdaus, and Hidayah 2024:471) This finding underscores
the importance of career progression opportunities in employee satisfaction and
retention. However, the lower mean scores for other forms of career advancement,
such as taking on additional tasks or more challenging work, suggest that employees
may not view these aspects as equally valuable. This is consistent with research by
Dialoke and Nkechi (2017:1) which found that while career development can take
many forms, employees often place higher value on formal promotions compared to
other forms of career progression. However, perceptions of other forms of career
advancement, such as taking on additional tasks or more challenging work, were less
favourable. With mean scores of 2.47 and 2.81 respectively, these results indicate that
employees may not view these aspects as valuable forms of career progression. The
impact of salary increases on perceptions of career advancement was also positively
received, with a mean score of 4.28. This high score underscores the importance of
financial rewards as a key motivator for career satisfaction amongst administrative
staff.

There was a moderate level of concern about feeling excluded from career
advancement initiatives within the organization, reflected in a mean score of 3.25. This
suggests that while some employees may feel that they are not sufficiently included in
career development opportunities, the sentiment is not overwhelmingly negative.
Similarly, the significance of career advancement initiatives within the organization
also received a mean score of 3.25, indicating that while some staff may view these
initiatives as meaningful, others may question their effectiveness or relevance. This

finding aligns with the research on employee engagement, which emphasizes the
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importance of inclusive career development practices in maintaining employee
satisfaction (Aburumman, Salleh, Omar and Abadi 2020:641). Concerns about
administrative staff being neglected in terms of promotions had a mean score of 3.59.
This reflects a perception that promotions for administrative staff might not be as
frequent or fair as desired, although it is not a uniformly negative view. This assertion
was shared amongst the majority of respondents, as evidenced by a standard
deviation of 0.054. Lastly, the adequacy of resources to perform duties scored a mean
of 3.82, showing that most staff feel reasonably well-supported in their roles. The
standard deviation of 0.654 suggests a relatively consistent view amongst

respondents regarding the availability of resources.

Regression analysis assesses the magnitude of the relationship between variables of
interest. A simple linear regression analysis was conducted to quantify the effect of
career advancement (Career_Adv) on job satisfaction (Job_Sat). Regression analysis
is suitable in this context as it allows for the prediction of job satisfaction levels based
on career advancement initiatives, thereby enabling the researcher to assess the
magnitude of the relationship between these variables. The analysis of variance
(ANOVA) results presented below confirm the appropriateness of the fitted regression

model, with a probability value of 0.016, indicating statistical significance.

Table 4.5: Analysis of Variance (ANOVA)

ANOVA?
Model Sum of df Mean F Sig.
Squares Square
1 | Regression 531 1 531 5.900 | .016°
Residual 16.110 179 | .090
Total 16.641 180
a. Dependant Variable: Job Sat
b. Predictors (Constant),
Career_Adv

Source: Author’s compilation from IBM SPSS Statistic version 28
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The table of coefficients below (Table 4.6) show that career advancement has a

statistically significant impact on job satisfaction for administrative staff at DUT.

Table 4.6: Model coefficients

Coefficients?
Standardised
Unstandardised | Coefficients
Model Coefficients |t Sig.
B Std. Error
Beta
1 (Constant) | 2.975 .224 13.282 | <.001
Career_Adv | .143 .059 A79 2.429 | .016
a. Dependant Variable: Job Sat

Source: Author’s compilation from IBM SPSS Statistic version 28

Findings shown in Table 4.6 above reveal that the probability value corresponding to
the coefficient for career advancement (0.143) is 0.016, which is lower than the 0.05
test level. It can therefore be deduced that career advancement has a positive and
statistically significant effect on job satisfaction. Results show that improved career

advancement tends to boost job satisfaction by 14.3 percentage points on average.

4.7 The relationship between career advancement and employee loyalty at DUT

The third secondary research objective was concerned with ascertaining the
relationship between career advancement and employee loyalty at DUT. To achieve
this objective, the researcher prompted the respondents to indicate the extent to which
their loyalty is driven by career advancement initiatives at DUT. A series of statements
on employee loyalty and its relationship with career advancement were posed to
respondents, upon which they were required to respond by highlighting their level of

agreement with each statement.

By analysing the responses to these statements, the study aimed to understand how
career advancement opportunities at DUT influence employees' loyalty to the
organisation. The findings provided insights into whether employees are likely to stay

with DUT due to career development initiatives, or if they would seek opportunities
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elsewhere despite such initiatives. This helped to determine the effectiveness of

career advancement programs in fostering employee loyalty within the institution.

The analysis utilized means and standard deviations to measure the average level of

employee loyalty and the spread of responses. The mean score provides a general

sense of loyalty or disloyalty, indicating whether the career advancement initiatives at

DUT meet the expectations of its administrative staff. The standard deviation reflects

the consistency or variability in responses, showing whether there is a common

sentiment or diverse opinions amongst the respondents. By analyzing these factors,

the study seeks to identify strengths and areas for improvement in the career

advancement system within the institution. Means and standard deviations are

computed, and Table 4.7 below presents the mean scores.

Table 4.7: Level of employee loyalty at DUT (N=181)

doing

108

Std.

N Mean Deviation Skewness | Kurtosis

Statistic | Statistic | Statistic Statistic Statistic
If | earn a higher qualification 181 4.20 0.039 5.233 3.411
through  capacity  building
initiatives with my organisation
I will still consider employment
elsewhere
If 1 receive a promotion | will 181 4.59 0.049 4.214 5.614
serve this organisation to the
best of my ability
I'm  happy to consider 181 4.23 0.056 3.514 2.140
employment elsewhere
|  would recommend my 181 2.97 0.510 0.460 3.050
organisation as an employer to
staff working the administrative
field
| am fulfilled with the work | am 181 3.28 0.068 0.912 0.971




| will remain at the organisation 181 2.77 0.085 0.629 -0.886
should | receive an offer of
employment in another
organisation in a job at the
same level | occupy

| will remain at the organisation 181 2.35 0.098 1.416 1.330
should | receive an offer of
employment in another
organisation in a job at a higher
level to which | currently occupy
| will remain at the organisation 181 4.56 0.054 5.614 4.144
should | receive an offer of
employment in another
organisation in a job at a lower
level to which | currently occupy
| see myself spending the bulk 181 3.38 0.086 0.580 -0.331
of my career in the organisation

Valid N (listwise) 181

Source: Author’s compilation from IBM SPSS Statistic version 28

For the statement on considering employment elsewhere despite earning a higher
qualification through capacity-building initiatives, the mean score of 4.20 suggests that
many respondents would still consider leaving DUT, even after receiving such
qualifications. The low standard deviation of 0.039 indicates a high level of agreement
amongst respondents. The skewness of 5.233 and kurtosis of 3.411 shows that the
responses are highly skewed towards agreement, with most respondents strongly
considering external employment opportunities despite internal qualifications. This
finding resonates with the "push and pull" factors described in turnover theories, where
employees may be "pulled" by attractive opportunities elsewhere or "pushed" by
dissatisfaction with current conditions (Choi and Park, 2020:58). The high level of
consideration for external employment, even amongst those who receive promotions
or capacity-building opportunities, suggests that career advancement alone may not

be sufficient to retain talent.
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When asked if they would serve the organisation to the best of their ability if promoted,
the mean score of 4.59 indicates strong agreement. The low standard deviation of
0.049 shows consistency in responses, suggesting that promotions are highly
motivating for employees. The skewness of 4.214 and kurtosis of 5.614 further
highlight that the majority of respondents feel very positively about serving the
organisation better if promoted. According to Judge, Zhang and Glerum (2020:207),
job satisfaction is influenced by various factors, including the nature of the job, the
work environment, and the opportunities for advancement. Promotions are seen as a
recognition of an employee's efforts and are often associated with increased
responsibility, higher status and better compensation, all of which contribute to higher

job satisfaction (Kumar and Vasudevan 2024:9).

Regarding the willingness to consider employment elsewhere, the mean score of 4.23
suggests a high level of openness to external opportunities. The standard deviation of
0.056 indicates relatively low variability in responses. The skewness of 3.514 and
kurtosis of 2.140 suggest that while many respondents are open to leaving DUT, the

intensity of this sentiment is slightly less extreme than the previous statements.

For recommending the organisation to others in the administrative field, the mean
score of 2.97 reflects a neutral to slightly positive stance. The higher standard
deviation of 0.510 indicates more variability in responses. The skewness of 0.460 and
kurtosis of 3.050 suggest a relatively normal distribution of responses, with a slight
lean towards recommending the organisation. In terms of job fulfiiment, the mean
score of 3.28 indicates a moderate level of satisfaction. The standard deviation of
0.068 shows low variability, suggesting that most respondents have similar feelings
about their job fulflment. The skewness of 0.912 and kurtosis of 0.971 indicate a
slightly positive skew, with more respondents feeling fulfilled than not. The mean score
of 2.97 for recommending the organisation as an employer and 3.28 for job fulfilment
indicates a neutral to slightly positive sentiment. This is in line with studies suggesting
that employee satisfaction and loyalty are multi-faceted and influenced by a variety of
factors beyond career advancement opportunities, such as organisational culture,
management practices, and work-life balance (Vasumathi, 2018:100). The variability
in responses (standard deviations of 0.510 and 0.068 respectively) also highlights the
individual differences in how employees perceive their work environment and career

progression.
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When considering staying at the organisation if offered a similar job elsewhere, the
mean score of 2.77 suggests a slight inclination towards leaving. The standard
deviation of 0.085 indicates low variability. The skewness of 0.629 and kurtosis of -
0.886 suggest a normal distribution, with a slight preference towards leaving if offered

a comparable job.

For staying if offered a higher-level job elsewhere, the mean score of 2.35 shows a
stronger inclination towards leaving DUT. The standard deviation of 0.098 indicates
some variability in responses. The skewness of 1.416 and kurtosis of 1.330 suggest

that a significant portion of respondents would likely leave for better opportunities.

When considering staying if offered a lower-level job elsewhere, the mean score of
4.56 indicates a strong preference for staying at DUT. The standard deviation of 0.054
shows low variability. The skewness of 5.614 and kurtosis of 4.144 indicate a strong
consensus towards staying, even if lower-level opportunities arise. This finding
supports the idea that organisational commitment can be high even in the face of
potentially better external opportunities, particularly when employees feel a sense of
attachment and loyalty to their current employer (Al-Jabari and Ghazzawi, 2019:11).
It also underscores the importance of creating a supportive and engaging work

environment that fosters long-term commitment.

Regarding seeing themselves spending the bulk of their career at DUT, the mean
score of 3.38 reflects a moderately positive view. The standard deviation of 0.086
shows some variability. The skewness of 0.580 and kurtosis of -0.331 suggest a
slightly positive inclination toward long-term career plans at DUT. The moderately
positive view on spending the bulk of their career at DUT (mean score of 3.38) and the
variability in responses suggest that while career development initiatives are crucial,
they must be part of a broader strategy to enhance overall job satisfaction and loyalty.
This aligns with findings from studies on employee retention, which emphasize that
career development should be integrated with other HR practices such as
performance management, compensation, and employee engagement (Huselid,
2021).
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4.7.1 Correlation analysis

To ascertain the overall relationship between career advancement and employee
loyalty at DUT, the researcher conducted Pearson’s Correlation analysis, which is
appropriate for measuring the strength and direction of the linear relationship between
two continuous variables (Alsaqgr, 2021:10). Pearson’s Correlation was chosen
because it quantifies the degree to which career advancement is associated with

employee loyalty, providing statistical evidence of correlation strength.

Table 4.8: Correlation between career advancement and employee loyalty

Correleations
Career_Adv Empl_Loyalty

Pearson Correlation |1 .017
Career_Adv | Sig. (2-tailed) .822

N 181 181

Pearson Correlation | .017 1
Empl_Loyalty | Sig. (2-tailed) .822

N 181 181

Source: Author’s compilation from IBM SPSS Statistic version 28

The Pearson correlation coefficient between career advancement and employee
loyalty is 0.017, indicating a very weak positive relationship between the two variables.
This suggests that there is a weak linear relationship between career advancement
opportunities and employee loyalty amongst administrative staff at DUT. The sample
size for both career advancement and employee loyalty is 181, indicating a robust
dataset for conducting the correlation analysis. A larger sample size typically increases
the reliability of the correlation coefficient, but in this case, it still shows a weak but

positive relationship.

The correlation analysis results suggest that career advancement opportunities at

DUT have a weak linear relationship with employee loyalty. This finding can be linked
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to several theoretical perspectives and empirical studies. Employee loyalty is
influenced by a multitude of factors beyond career advancement. These can include
job satisfaction, organizational culture, leadership quality, work-life balance and
compensation, amongst others (Vasumathi, 2018:100). The weak correlation indicates
that career advancement alone may not be a strong predictor of loyalty. Employees
may value other aspects of their work environment more significantly when deciding

to stay with an organization.

The lack of a significant relationship may also be due to contextual factors specific to
DUT or individual differences amongst employees. For example, some employees
may prioritize job security or personal life factors over career advancement.
Additionally, variations in personal career goals and job expectations can result in

differing levels of loyalty, regardless of career advancement opportunities.

Effective career advancement programs are often part of a broader strategy of human
resource management practices that collectively enhance employee loyalty (Quader,
2024:36). Organisations that integrate career development with other initiatives such
as performance recognition, mentoring and professional development tend to have

higher levels of employee loyalty.

4.8 Exploring the link between job satisfaction and employee loyalty at DUT

The fourth research objective of this study aims to explore the link between job
satisfaction and employee loyalty at the Durban University of Technology (DUT).
Understanding this relationship is critical, as both job satisfaction and employee loyalty
are essential elements of organizational success. High levels of job satisfaction can
lead to increased employee loyalty, which in turn can reduce turnover rates, enhance
organizational commitment and improve overall productivity. To address this objective,
the researcher employed a bi-variate correlation analysis. This statistical method
measures the strength and direction of the relationship between two variables. In this
context, the bi-variate correlation analysis was used to ascertain the relationship

between job satisfaction and employee loyalty amongst administrative staff at DUT.

The analysis involves computing the Pearson correlation coefficient, which quantifies
the degree of linear relationship between job satisfaction and employee loyalty. A

positive correlation indicates that as job satisfaction increases, employee loyalty also
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tends to increase. Conversely, a negative correlation suggests that higher job
satisfaction is associated with lower employee loyalty. The significance level (p-value)
is also examined to determine whether the observed correlation is statistically
significant. By analyzing the responses of the administrative staff to a series of
statements related to their job satisfaction and loyalty, the study seeks to provide
insights into how these two variables interact. The results of this analysis will help in
understanding whether efforts to enhance job satisfaction at DUT are likely to
contribute to higher employee loyalty, and consequently inform strategies to foster a
more committed and stable workforce. The following sections present the detailed
findings of the bi-variate correlation analysis, highlighting the strength and significance

of the relationship between job satisfaction and employee loyalty at DUT.

Table 4.9: Correlation between job satisfaction and employee loyalty

Correleations
Job_ Sat Empl_Loyalty

Pearson Correlation 1 .006
Job_Sat Sig. (2-tailed) .936

N 181 181

Pearson Correlation .006 1
Empl_Loyalty | Sig. (2-tailed) .936

N 181 181

Source: Author’s compilation from IBM SPSS Statistic version 28

The correlation matrix presented in Table 4.9 aims to elucidate the relationship
between job satisfaction (Job_Sat) and employee loyalty (Empl_Loyalty) amongst the
administrative staff at the Durban University of Technology (DUT). The analysis uses
Pearson's correlation coefficient to determine the strength and direction of this

relationship, alongside the significance level (p-value) to assess statistical relevance.

The Pearson correlation coefficient for Job_Sat and Empl_Loyalty is 0.006. This value
indicates a near-zero correlation, suggesting that there is virtually no linear relationship

between job satisfaction and employee loyalty amongst the respondents. In other
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words, changes in job satisfaction levels do not appear to be associated with

corresponding changes in employee loyalty.

The significance level for the correlation between Job_Sat and Empl_Loyalty is 0.936.
A p-value greater than 0.05 typically indicates that the observed correlation is not
statistically significant. Here, the p-value of 0.936 is well above this threshold,
reinforcing the conclusion that there is no significant relationship between job

satisfaction and employee loyalty in this sample.

The sample size for both variables is 181, reflecting the number of respondents
included in the analysis. A larger sample size generally provides more reliable and
generalizable results, although in this case, the large sample size still yields a near-

zero, non-significant correlation.

The near-zero and non-significant correlation between job satisfaction and employee
loyalty at DUT suggests that factors other than job satisfaction might play a more
critical role in influencing employee loyalty. This could imply that even if administrative
staff are satisfied with their jobs, this does not necessarily translate into increased

loyalty to the organization.

This finding contrasts with much of the existing literature, which often posits a positive
relationship between job satisfaction and employee loyalty. For instance, studies by
Matzler and Renzl (2006) and Al-Omari and Okasheh (2017) highlight that satisfied
employees are generally more loyal and committed to their organisations. The
discrepancy observed in this study might be attributed to unique organisational
dynamics at DUT, cultural factors, or other external variables affecting employee

perceptions.

Given these results, it may be beneficial for DUT to investigate other determinants of
employee loyalty, such as organizational culture, career advancement opportunities,
leadership quality and work-life balance. Tailoring initiatives to address these areas
could potentially foster greater employee loyalty. Furthermore, qualitative research
methods, such as interviews or focus groups, might provide deeper insights into the

specific factors influencing loyalty among the administrative staff at DUT.
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4.9. Career advancement and job satisfaction

Smart-PLS provides valuable insights into the relationship between variables being
investigated in the study (Cooksey and Cooksey, 2020:61). The model output (Table
4.5 below) from Smart-PLS provides valuable insights into the relationship between
career advancement and job satisfaction amongst the respondents. The path
coefficient between career advancement (CAREER_ADV) and job satisfaction
(JOB_SAT) is 0.510. This positive coefficient indicates a strong positive relationship,
suggesting that higher levels of career advancement are associated with higher levels
of job satisfaction. This implies that as employees perceive more opportunities for
career growth and advancement, their satisfaction with their jobs tends to increase.
The R-squared value for job satisfaction is 0.260, indicating that 26% of the variance
in job satisfaction can be explained by career advancement. This is a moderate level
of explanatory power, highlighting that while career advancement significantly
contributes to job satisfaction, other factors also play a role in determining job

satisfaction levels.

The outer loadings represent the correlations between the latent variables
(CAREER_ADV and JOB_SAT) and their observed indicators. For career
advancement, the outer loadings vary considerably, with some indicators showing
strong positive correlations (such as CAREER _ADV6 with 0.735) and others showing
weaker or even negative correlations (such as CAREER_ADV3 with -0.527). This
variability suggests that certain aspects of career advancement are more closely
related to the overall construct than others. Similarly, for job satisfaction, the outer
loadings also vary, with some indicators having high positive correlations (such as
JOB_SAT3 with 0.575) and others having lower or negative correlations (such as
JOB_SAT6 with 0.099). This indicates that different facets of job satisfaction are
represented with varying degrees of strength. In summary, the model underscores a
significant positive relationship between career advancement and job satisfaction, with
career advancement being a substantial predictor of job satisfaction. However, the
moderate R-squared value and the variability in outer loadings suggest that while
career advancement is important, other factors also influence job satisfaction. This
analysis points to the need for a multifaceted approach in understanding and
enhancing job satisfaction, considering both career advancement opportunities and

other contributing elements.
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The representative path coefficients for the structural model are shown in Figure 4.5

below.

Figure 4.5: Model 1- Career advancement and Job satisfaction
Source: Smart-PLS 4.0 output

Table 4.10: Outer loadings - Matrix

0.170

0.415

-0.527

0.170

-0.124

0.163

-0.040

0.713
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0.735

0.734

-0.227

-0.609

-0.388

0.577

0.309

-0.694

0.575

0.113

-0.002

0.259

0.099

-0.637

Source: Smart-PLS 4.0 output

The outer loadings matrix provides the correlation coefficients between each observed
indicator and their respective latent constructs, which in this case are career
advancement (CAREER_ADV) and job satisfaction (JOB_SAT). The strength and sign
(positive or negative) of these loadings give insight into how well each indicator

measures its respective construct.

Starting with the career advancement indicators, the loadings range from -0.527 to
0.735. Indicators such as CAREER_ADV6 (0.735), CAREER_ADV7 (0.713), and
CAREER_ADV9 (0.734) have strong positive loadings, indicating that they are highly
correlated with the latent construct of career advancement and are effective measures
of this construct. On the other hand, indicators like CAREER_ADV3 (-0.527) and
CAREER_ADV6 (-0.040) show negative or very low correlations, suggesting that
these items may not be as effective in measuring career advancement, and in the case

of negative loadings, they might even detract from the construct.

For job satisfaction indicators, the loadings range from -0.694 to 0.577. Positive
loadings, such as JOB_SAT3 (0.575) and JOB_SAT12 (0.577), indicate strong
correlations with the job satisfaction construct, suggesting that they are good

measures of this latent variable. Conversely, indicators like JOB_SAT7 (-0.694),

118



JOB_SAT11 (-0.388), and JOB_SAT10 (-0.609) have negative loadings, which implies

that these items may indicate dissatisfaction.

Overall, the positive outer loadings for both constructs suggest a strong relationship
between the observed indicators and their respective latent variables, while the

negative loadings highlight dissatisfaction areas.

4.10 Discussion of Findings

This section discusses the study's findings on the research objectives, which include:
i) examining career advancement opportunities for administrative staff at DUT; ii)
assessing how career advancement impacts job satisfaction; iii) exploring the
relationship between career advancement and employee loyalty; iv) investigating the
link between job satisfaction and loyalty, v) and identifying strategies that DUT could
adopt to improve both. While the first four objectives are discussed in this section,
Chapter 5 will cover the last objective and sound possible strategies to enhance job

satisfaction and loyalty are provided.

4.10.1 Exploring the career advancement opportunities for administrative staff
at DUT

Exploring the career advancement opportunities for administrative staff at DUT
revealed that while various programs, such as promotions, professional development
and mentorship schemes, are available, there is still a significant consideration
amongst employees of external employment. This aligns with findings by Tansel and
Gazioglu (2014:1260), who emphasize the importance of clear and accessible career
development pathways in enhancing employee perceptions of growth opportunities.
Additionally, a study by Hedge and Rineer (2017:2) aligns with this study, underscoring
the importance of clear and accessible career development pathways in enhancing
employees' perceptions of growth opportunities. This suggests that despite the
availability of these opportunities, they may not be perceived as sufficient or effectively
communicated. The results revealed that many employees have been in the same
position for over seven years. This result indicates a moderate level of stagnation in
career progression for a substantial proportion of the staff. The results of the current
study established a neutral to slightly positive perception of active promotion-seeking

amongst the staff. This indicates that while some employees are actively looking for
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promotions, others may not be. The findings of this study show that the staff in the
organisation have the necessary qualifications to perform their job. This proposes that
most of the employees are assured in their qualifications and feel well-equipped for
their roles.

The results of the current study revealed a neutral to slightly positive perception
regarding the alignment of promotion opportunities and the skills available. This
proposes that some employees felt that there are job prospects that are in line with
their skills. In addition, the findings of the current study suggested that the organisation
under study provides career development initiatives. This indicates a positive view of
the career development activities at the organisation. The study established that there
were career advancement opportunities within the employees’ areas of expertise. This
suggested that opportunities for career advancement within areas of expertise are
seen by employees. The findings of the study found that employees possess the hard
skills that are required for higher positions within the organisation. This indicates that
employees feel assured and confident in their hard skills. The results of the current
study demonstrated that employees possess the soft skills required for higher or more
senior positions within the organisation. This suggests that employees feel confident
in the soft skills they possess. The results of the current study revealed that employees
are confident in their technical skills for higher or more senior positions. This indicates
that employees feel that they have the required technical skills needed for career

advancement.

The findings of the current study showed that employees feel that they are receiving
enough support from their managers. This shows a reasonable level of satisfaction
with support from their managers. The findings of this study align with existing
literature on career advancement, job satisfaction and employee loyalty. Studies by
Ogony and Majola (2018:77) and Gaiaschi and Musumeci (2020:163) highlighted that
career advancement can mean different things to different individuals, which is
reflected in the diverse responses regarding tenure and promotion-seeking. Patton
and McMahon (2018:67) emphasized the impact of various factors on career success,
which is evident in the varied perceptions of career development initiatives and
opportunities. The high level of agreement on qualifications for job performance aligns
with the assertion by Amin (2021:12) that job satisfaction is influenced by employees'

perceptions of their qualifications and abilities. Similarly, the moderate agreement on
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promotion opportunities aligns with the findings of the study by Ashraf (2020:407) that
opportunities for advancement and growth are crucial determinants of job satisfaction.
The strong agreement on hard, soft and technical skills required for higher positions
aligns with the assertions by Tiwari, Mathur and Awasthi (2019:3) that employee
loyalty is influenced by the availability of career development opportunities and the
possession of necessary skills. The mixed perceptions of support from superiors
reflect the findings of the study by Aljehani and Javed (2021:123) that higher education
institutions face challenges in aligning employee needs with organizational objectives,

thus impacting career advancement and satisfaction.

4.10.2 To establish the extent to which career advancement impacts job

satisfaction at DUT

The simple linear regression analysis test revealed that career advancement has a
statistically significant impact on job satisfaction for administrative staff at DUT. The
Smart-PLS output also indicated a strong positive relationship between career
advancement and job satisfaction. Hence, it can be deduced that career advancement
has a positive and statistically significant effect on job satisfaction. Although high mean
scores were observed for statements related to promotions and career development,
the overall effect on job satisfaction was limited. This is consistent with the work of
Greenhaus and Callanan (2006:147), who argue that while career advancement is
important, it is not the sole determinant of job satisfaction. The findings of this study
are also mirrored in a study by Lee, Lee, Choi and Kim (2022:14) who stated that in
some cases, factors other than career advancement are even more critical to retaining
employees. Other factors, such as recognition, work environment and personal work-
related needs, also play significant roles. The results of this study are in contrast to a
study by Mwiti, Moguche and Rintari (2021:49) who indicate that career advancement
has a substantial correlation with job satisfaction. Additionally, the results of this study
are dissimilar to research conducted by Alniagik, Alniagik, Akgin and Erat (2012:355),
which revealed a substantial correlation between career advancement and job
satisfaction. In addition, the findings of this study are contrary to research conducted
by Abu-Tineh, Romanowski, Chaaban, Alkhatib, Ghamrawi and Alshaboul (2023:15)
who showed that career advancement has a substantially positive effect on job

satisfaction.
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The study revealed high levels of satisfaction concerning promotion in the
organisation. Most of the administrative staff would experience a significant boost in
their job satisfaction if they were promoted. Research by Judge and Bono (2021:376)
supports this, indicating that promotions not only provide financial incentives but also
fulfill employees’ psychological needs for recognition and advancement, thus
enhancing job satisfaction. Similarly, the emphasis on promotions as a form of career
progression is consistent with theories of career development, such as those proposed
by Ali and Anwar (2021:21), who highlighted that career progression is a key factor in
maintaining employee motivation and satisfaction. In contrast, the study revealed low
satisfaction with the current appointment process, which suggests that many
employees feel that the process by which appointments are made does not fully meet
their expectations or needs. Effective appointment processes are crucial for
maintaining employee trust and motivation, as discussed by Callahan (2020:25), who
emphasized that transparent and fair procedures are essential for perceived justice in

promotions.

The current study revealed mixed feelings regarding perceived neglect in promotion
considerations amongst staff members. This variability implies that while some
employees view their promotion prospects as fair, others do not, potentially impacting
overall job satisfaction and motivation. This finding aligns with Adams' (1965:267)
Equity Theory, which states that employees are more motivated when they perceive
fairness in promotion practices. The findings of the study revealed a strong link
between promotions and career advancement, which emphasizes the significance of
career progression opportunities for employee satisfaction and loyalty. This aligns with
existing literature that highlights promotions as a crucial component of career growth
(Jia-dJun and Hua-Ming 2022:2). However, the study also revealed a negative
relationship between other forms of career advancement such as additional tasks and
more challenging work, which suggests that employees do not see these aspects as
valuable forms of career advancement. This is consistent with research by Dachner,
Ellingson, Noe and Saxton (2021:31) which found that while career development can
take many forms, employees often place higher value on formal promotions compared

to other forms of career progression.
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4.10.3 To determine the relationship between career advancement and
employee loyalty at DUT

The Pearson correlation test revealed a weak but positive relationship between career
advancement and employee loyalty. This suggests a weak linear relationship between
career advancement opportunities and employee loyalty amongst administrative staff
at DUT. This means that the correlation is not statistically significant, leading one to
conclude that there is a weak relationship between career advancement and employee
loyalty. The results of the current study are in contrast with Susita, Saptono, Susono
and Rahim (2020:20) who studied the effect of career development on employee
loyalty and found that career advancement has a significant positive effect on
employee loyalty. Additionally, the findings of the current study disagree with research
by Majid, Samsudin, Noorkhizan, Noor and Zuffri (2017:667) on linking career
development and employee loyalty in Malaysia using a quantitative research
approach. The results revealed that career development is positively related to
employee loyalty. The correlation analysis results suggest that career advancement
opportunities at DUT have a weak significant relationship with employee loyalty. The
finding of this study is mirrored in research conducted by Pramudita, Suyono and
Elisabeth (2022:81) on career advancement and employee loyalty, which revealed a
partially positive effect of career development on employee loyalty. However, the result
of the current study is incongruent with research by Lestari, Sudiarditha and Handaru
(2021:135) focused on career development and employee loyalty, which revealed that
when employees receive career development opportunities, they are likely to be loyal
to the organisation. In addition, the findings are contrary to research conducted by
Fadhila and Sulistiyani (2021:140) on career development toward employee loyalty
using quantitative research. Career development was found to have a positive and

significant effect on employee loyalty.

The findings of the current study can be linked to several theoretical perspectives and
empirical studies. Employee loyalty is influenced by a multitude of factors beyond
career advancement. These can include job satisfaction, organizational culture,
leadership quality, work-life balance and compensation, amongst others (Walga,
2018:159; Magaisa and Musundire, 2022:1). The weak correlation indicates that

career advancement alone may not be a strong predictor of loyalty. Employees may
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value other aspects of their work environment more significantly when deciding to stay
with an organization. The lack of a significant relationship may also be due to
contextual factors specific to DUT or individual differences amongst employees. For
example, some employees may prioritize job security or personal life factors over
career advancement (Beauregard, 2007:101). Additionally, variations in personal
career goals and job expectations can result in differing levels of loyalty regardless of
career advancement opportunities. Effective career advancement programs are often
part of a broader strategy of human resource management practices that collectively
enhance employee loyalty (Balahurovska, 2024:42). Organizations that integrate
career development with other initiatives such as performance recognition, mentoring
and professional development tend to have higher levels of employee loyalty. While
career advancement opportunities are important, they do not appear to have a
significant standalone impact on employee loyalty at DUT. This suggests that for
career advancement initiatives to be more effective in fostering loyalty, they need to
be part of a comprehensive approach that includes other aspects of job satisfaction

and organizational support.

4.10.4 To explore the link between job satisfaction and employee loyalty at DUT

The Pearson correlation test indicated virtually no linear relationship between job
satisfaction and employee loyalty. In other words, changes in job satisfaction levels do
not appear to be associated with corresponding changes in employee loyalty. The
results of the current study revealed no significant relationship between job satisfaction
and employee loyalty. The findings of this study are mirrored in research by Rajput,
Singhal and Tiwari (2016:105) who revealed that there is no impact of job satisfaction
on employee loyalty. Additionally, the findings of a study by Sidiqui and Dron (2019:3)
agree with this study that there is no impact of job satisfaction on employee loyalty.
However, the results of the current study differ from research by Frempong, Agbenyo
and Darko (2018:95), who concluded that job satisfaction showed a significant impact
on loyalty. In addition, the findings of this study are contrary to research conducted by
Phuong and Tran (2020:698), who state that job satisfaction has a positive direct
impact on employee loyalty. In exploring the link between job satisfaction and
employee loyalty, the bi-variate correlation analysis indicated a near-zero and non-

significant relationship. This result contrasts with much of the existing literature, which
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often shows a positive relationship between these two variables. The lack of significant
correlation at DUT could imply that while employees may be satisfied with their jobs,
it does not necessarily translate into increased loyalty. This discrepancy might be
attributed to factors such as organizational culture, job security or external job market

conditions, which influence loyalty independently of job satisfaction.

4.11 Conclusion

The study findings revealed that while career advancement opportunities are
available, their impact on job satisfaction and employee loyalty amongst administrative
staff is limited. Notable from the discussion is that the findings of the current
established a weak and non-significant relationship between job satisfaction and
employee loyalty, which contrasts with existing literature that often highlights a positive
link between these variables. Factors such as recognition, work environment, and
broader organizational dynamics seem to play a more significant role. The next
chapter will discuss the summary of results, conclusions and recommendations for

future studies.
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CHAPTER FIVE

SUMMARY OF RESULTS, CONCLUSION, RECOMMENDATIONS AND
SUGGESTIONS FOR FUTURE STUDY

5.1 Introduction

A conclusion and summary of the results are provided in this section. The study
focused on the impact of career advancement on job satisfaction and employee loyalty
at the Durban University of Technology. Additionally, suggestions for future research
and recommendations are discussed. The summarised findings presented in this
chapter include a report in respect of the study objectives which mainly align with

career advancement, job satisfaction and employee loyalty.

5.2 Summary of the results

For the study, 211 questionnaires were distributed. After collecting and reviewing them
for completeness and consistency, 181 questionnaires were returned, all of which
were suitable for analysis. This represents a response rate of 85.8%, which was
considered sufficient to meet the research objectives. Most respondents were in the
31-45 age range, indicating a large mid-career presence. However, the diverse age
range allows the study to capture a wide variety of perspectives on career
advancement, job satisfaction and loyalty, making the findings broadly relevant to
DUT's administrative staff. The racial distribution in this study of career advancement's
impact on job satisfaction and loyalty amongst DUT administrative staff shows a
predominance of African-Black respondents (63.5%), followed by Indian participants
(32.6%). Smaller groups included White (2.2%) and Coloured (1.7%) respondents.
This demographic composition enables the study to reflect a broad range of
perspectives, especially from the African Black and Indian groups, enhancing its ability
to examine how career advancement influences job satisfaction and loyalty across

different racial backgrounds within the administrative staff.

The study on administrative staff at the Durban University of Technology revealed a
range of tenure lengths, providing insights into the impact of career advancement on
job satisfaction and loyalty. The largest group, 31.5% of respondents, had 10-14 years

of service, indicating substantial experience. Those with 5-9 years made up 27.6%,
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suggesting that many were early in their careers but experienced enough to have
meaningful perspectives on career development. This range of tenures captured a
broad spectrum of employee experiences, enriching the study's analysis of career
advancement across different career stages. The study revealed a diverse range of
educational qualifications amongst the administrative staff at the Durban University of
Technology. The largest groups were those with Honours/Advanced Diplomas and
Diplomas (28.2% each), reflecting a focus on practical, specialized qualifications
beyond the undergraduate level. Staff with Bachelor's degrees or Postgraduate
Diplomas made up 23.2% of respondents, indicating a strong undergraduate
foundation with some professional advancement. This varied educational background
provided insight into how different qualification levels influenced views on career

advancement, job satisfaction and loyalty at DUT.

5.3 Objectives and key findings

This section outlines the research objectives and provides a summary of the key
findings in relation to each objective. It highlights how the study's outcomes align with
its intended goals, offering insights into the extent to which these objectives were

achieved.

5.3.1 Objectives and summary of key findings in respect of objectives

The objectives of this study were as follows:

e To explore the career advancement opportunities for administrative staff at
DUT;

e To establish the extent to which career advancement impacts the job
satisfaction of administrative employees at DUT;

e To determine the relationship between career advancement and employee
loyalty at DUT;

e To explore the link between job satisfaction and employee loyalty at DUT; and

e To explore possible career advancement strategies that DUT can implement to

improve job satisfaction and employee loyalty.
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5.3.2 To explore the career advancement opportunities for administrative staff
at DUT

The study revealed that although programs like promotions, professional
development and mentorship are available, a notable number of employees still
consider external employment. Many staff members have been in the same position
for over seven years, indicating moderate inactivity in career progression. While
there is a mix of employees actively seeking promotions, others are less proactive.
The staff generally feel confident in their qualifications, hard skills, soft skills and
technical skills required for higher roles, suggesting strong readiness for
advancement. The study found that promotional opportunities somewhat align with
employee skills, and there is a generally positive view of the career development
initiatives offered by the organisation. Employees perceive career advancement
opportunities within their areas of expertise, and most feel that they receive

adequate managerial support.

5.3.3 To establish the extent to which career advancement impacts job
satisfaction at DUT

The study found that career advancement significantly impacts job satisfaction for
administrative staff at DUT. Although there were high scores for statements related to
promotions and career development, the overall impact on job satisfaction was
moderate, suggesting that other factors like recognition, work environment, and
personal needs are also important to employee satisfaction. This aligns with prior
research indicating that career advancement is a key factor, although not the sole
driver, of job satisfaction. The study highlighted high satisfaction levels regarding
promotion opportunities within the organisation, with most administrative staff
reporting that promotions would substantially boost their job satisfaction by fulfilling
their needs for recognition and career progression. However, there was lower
satisfaction with the appointment process, suggesting that employees feel that it could
be more transparent and fairer to enhance trust and motivation. The study also
indicated mixed feelings about promotion fairness, with some staff perceiving the
process as equitable, while others did not, potentially affecting job satisfaction and
motivation. This variability supports the notion that perceived fairness in promotions is

crucial for employee motivation. Additionally, the study underscored the importance of
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formal promotions over other career advancement forms, such as added tasks or
challenging work, which employees did not view as equally valuable. These findings
reinforce the significance of clear promotion pathways for employee satisfaction and

organisational loyalty.

Overall, the results highlight that while promotions and salary increases are highly
valued and seen as significant for career satisfaction, there is considerable variability
in perceptions about other forms of career advancement and the effectiveness of
current promotion processes. These insights suggest areas where DUT could focus
on improving transparency and inclusiveness in career development practices to

better align with staff expectations and enhance overall job satisfaction.

5.3.4 To determine the relationship between career advancement and
employee loyalty at DUT

The study found a positive but weak correlation between career advancement and
employee loyalty amongst administrative staff at DUT, indicating a minimal, weak
relationship between the two. This suggests that while there is a slight association,
career advancement alone does not strongly predict employee loyalty. The study also
highlighted that employee loyalty is influenced by a range of factors beyond career
advancement, such as job satisfaction, organisational culture, leadership, work-life
balance and compensation. This suggests that DUT employees may value these other
aspects of their work environment more than career advancement when it comes to
loyalty. Additionally, circumstantial factors at DUT and individual differences amongst
employees, such as a preference for job security or a focus on personal life, may affect
the extent to which career advancement impacts their loyalty. For career advancement
initiatives to effectively enhance loyalty, they may need to be part of a broader human
resource strategy that integrates performance recognition, mentoring and professional

development.

Overall, the analysis indicates that career advancement, while valuable, does not
significantly drive employee loyalty at DUT. This aligns with broader literature
suggesting that employee loyalty is multifaceted and influenced by various factors

beyond career progression. To improve employee loyalty, DUT should consider a
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holistic approach that integrates career development with other supportive and

motivating factors.

5.3.5 To explore the link between job satisfaction and employee loyalty at DUT

The study found no significant connection between job satisfaction and employee
loyalty amongst administrative staff at DUT, indicating that changes in job satisfaction
do not correspond to changes in loyalty. This suggested that, within this context,
satisfaction with one's job does not necessarily lead to increased loyalty to the
organisation. The lack of a strong relationship in this study may point to additional
factors affecting employee loyalty beyond job satisfaction. Elements like
organisational culture, job security and external job market conditions could play
independent roles in shaping employee loyalty, suggesting that satisfaction alone is
not a sufficient predictor of commitment to the organisation at DUT. This finding
emphasizes the complex nature of loyalty and the importance of considering a broader

range of factors in understanding and promoting employee retention.

While job satisfaction is a critical component of overall employee well-being, its direct
impact on loyalty at DUT appears limited based on this analysis. Addressing broader
organisational and individual factors may therefore be more effective in enhancing

employee loyalty within the institution.

5.4 Conclusion

Chapter One introduced the study, including an overview and background, research
questions, objectives, problem statement, significance, and details of the research
methodology and design. Chapter Two presented a comprehensive literature review,
focusing on career advancement, relevant theories and types of career paths. It
examined factors that influence employee loyalty, including organizational culture,
management practices and career development opportunities, as well as the
theoretical frameworks that explain these influences. Additionally, the chapter
explored job satisfaction and the factors contributing to it, such as work environment,

recognition and alignment with personal goals. Through a review of these key
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concepts and theories, Chapter Two provided a solid foundation for understanding the
interconnected relationships between career advancement, employee loyalty and job
satisfaction. Chapter Three detailed the research methodology, including the target
population, sample selection, research sample, questionnaire development, and
considerations of reliability and validity. In Chapter Four, the data was presented,
analysed and discussed, with pie charts and other graphical representations used for
clarity. Both descriptive and inferential analyses were applied to interpret the data, and
a comprehensive discussion of the findings was included. Chapter Five provided a
summary of results, conclusions and recommendations based on the study's findings.
The findings addressed the research questions, with the main goal being to assess
how career advancement affects job satisfaction and employee loyalty amongst

administrative staff at DUT.

In conclusion, while career advancement is an important factor, its direct impact on
job satisfaction and loyalty at DUT appears limited. A multifaceted approach that
includes improving career advancement opportunities, recognition, transparency,
communication, work-life balance, leadership, feedback mechanisms, career path
clarity, and employee engagement is necessary to create a supportive and motivating

environment that enhances both job satisfaction and employee loyalty.

5.5 Implications of the study

Based on the findings from the study, it is evident that career advancement plays a
critical role in influencing job satisfaction and employee loyalty amongst the
administrative staff at the Durban University of Technology (DUT). However, the
analysis indicates a weak but positive relationship between career advancement and
employee loyalty, suggesting that current career advancement initiatives may not be
effectively fostering loyalty. In answering the last research question of this study: What
are the possible career advancement strategies that DUT can implement to improve
job satisfaction and employee loyalty? recommendations for career advancement
strategies that DUT can implement, grounded in the study results and supported by

literature, are presented below.
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5.5.1 Comprehensive career development programs

The results of the current study established high consideration for employment
elsewhere amongst employees. The recommendation would be to develop
comprehensive career development programs that provide clear pathways for
advancement. This includes mentorship programmes, continuous professional
development courses, and opportunities for obtaining higher qualifications with
support from the institution. This can enhance job satisfaction by making employees

feel valued and that the DUT is invested in their growth.

5.5.2 Recognition and reward systems

The study found that even if employees receive promotions, they will still consider
other employment opportunities. The recommendation would be to implement a robust
recognition and reward system that acknowledges employee achievements and
milestones. This can include performance-based bonuses, public recognition, and

career milestone awards.

5.5.3 Transparent promotion processes

The study found low satisfaction with the current appointment process, which suggests
that many employees feel the process by which appointments are made does not fully
meet their expectations or needs. The recommendation would be to ensure
transparency in promotion processes, clearly communicate the criteria for promotions

and make the process fair and accessible to all employees.

5.5.4 Enhanced communication channels

The study revealed poor communication regarding how promotions and self-
development take place in the organisation. It would be recommended to strengthen
internal communication channels to keep employees informed about career

advancement opportunities, organisational changes, and successes.
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5.5.5 Work-life balance initiatives

The study found a high willingness of employees to leave for better job offers at the
same or higher levels. The recommendation is to introduce career motivational
strategies such as work-life balance initiatives such as flexible working hours, remote
working options, and wellness programs. Employees who perceive that their

organisation cares about their well-being are more likely to stay loyal.

5.5.6 Leadership training programs

The study found that employees had high fulfilment with work, but still high
consideration for external employment opportunities. The recommendation would be
to invest in leadership training programs to develop effective managers who can

inspire and retain their teams.

5.5.7 Regular feedback mechanisms

The study found promotion mechanisms to be unclear. The recommendation would
be to implement regular feedback mechanisms such as employee satisfaction
surveys, suggestion boxes, and one-on-one meetings. Gathering and acting on
employee feedback can improve job satisfaction and show employees that their

opinions are valued, thus fostering loyalty.

5.5.8 Career path clarity and mobility

The study found that employees are likely to leave for jobs at higher levels elsewhere.
The recommendation would be to provide clear career path information and internal
mobility options. DUT should allow employees to apply for different roles within the
organisation to gain diverse experiences. This can reduce the tendency to look for

higher-level positions outside the organisation.
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5.5.9 Employee engagement initiatives

The non-significant relationship between job satisfaction and loyalty suggests the need
for broader engagement strategies. The recommendation would be to increase
employee engagement through team-building activities, employee resource groups,
and involvement in decision-making processes. Engaged employees are more likely

to be loyal and committed to the organisation.

To improve job satisfaction and employee loyalty at DUT, it is crucial to implement
multifaceted career advancement strategies. These should include comprehensive
development programs, transparent promotion processes, recognition and reward
systems, enhanced communication channels, work-life balance initiatives, leadership
training, regular feedback mechanisms, clear career paths, and robust employee
engagement initiatives. By addressing these areas, DUT can create a supportive and
motivating work environment that encourages long-term employee loyalty and

satisfaction.

5.6 Limitations of the study

The primary limitation of this study was its focus on administrative staff at DUT, which
restricts the generalization of findings to other higher education institutions or sectors.
This choice was driven by time constraints and logistical considerations, making it
feasible to focus on one institution. Expanding the study to include multiple institutions
or sectors was beyond the study’s scope and would have required additional time and
resources. Additionally, this study concentrated on examining the literature and
gathering data on career advancement, job satisfaction and employee loyalty specific
to DUT’s administrative staff. Data collection was conducted using a closed-ended
questionnaire, which, while effective for the study’s scope, may limit the depth of
insights compared to a broader mixed-method approach. Due to time constraints, the
study followed a cross-sectional design, capturing perceptions at a single pointin time.
However, these limitations did not compromise the quality of the findings, which may

still apply to similar institutional settings.
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5.7 Recommendations for future research

5.7.1 Expanding the scope of the study

Future research could explore a larger sample size or include other industries or
organizations to enhance the generalization of the findings. For example, while this
study focused on administrative staff within a single university, expanding the study to
other institutions could provide a broader understanding of the relationship between

career advancement, job satisfaction and employee loyalty.

5.7.2 Exploring additional variables

Future studies could incorporate additional variables such as employee demographics
(e.g., age, gender, educational level) or cultural factors, which might influence how
career advancement impacts job satisfaction and loyalty. These factors could provide

a more refined understanding of employee behaviour and preferences.

5.7.3 Comparative studies

Researchers could examine the impact of career advancement on job satisfaction and
loyalty between different job levels (e.g. junior versus senior employees). This would
allow for a deeper analysis of how career progression impacts different employee

segments.

5.8 Contributions

The insights gained from this study have significantly expanded the understanding of
the impact of career advancement on job satisfaction and employee loyalty,
specifically amongst administrative staff at DUT. The findings contribute to the broader
field of human resource management in higher education institutions, offering valuable
insights that can be applied to other public and private organisations facing similar
challenges in employee retention and development. By highlighting the importance of

career development opportunities in fostering job satisfaction and loyalty, this study
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informs university administrators and professionals on the critical role of career
advancement in enhancing satisfaction at the workplace. The study’s results could
prompt university leaders and policy-makers to review and enhance their career
development programs, ensuring that they align with employee expectations and
needs. Furthermore, the study's findings advance the current literature on employee
loyalty and career advancement by offering empirical evidence in a South African
context, thereby extending knowledge in the human resource management field. The
insights from this study can be used to guide policy recommendations and best-
practices for improving career progression opportunities in academic and non-

academic staff roles within higher education institutions.
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ANNEXURE A

Instructions

This questionnaire comprises of two sections.

You are kindly requested to answer all statements.
Please mark (X) to the relevant precoded response.
Please mark (X) for one response only.

Do not leave any statement blank.

g~

Section A: Biographical information
1. Please indicate your gender.

1.1 | Male 1
1.2 | Female 2
1.3 | Prefer not to say 3

2. Please indicate your age group.

2.1 | 18-25 years
2.2 | 26-30 years
2.3 | 31-35 years
2.4 | 36-40 years
2.5 | 41-45 years
2.6 | 46-50 years
2.7 | > 51 years

N[O WIN[—

3. Please indicate your racial group.

3.1 African Black 1
3.2 | White 2
3.3 Indian 3
3.4 Coloured 4
3.5 | Other 5

4. Please indicate how long you have been with the organisation.

4.1 | 0-4 years
4.2 | 5-9 years
4.3 | 10-14 years
4.4 | 15-19 years
4.5 | 20-24 years
46 | >25years

OB |WIN (=

5. Please indicate your qualification.

5.1 PHD

5.2 Masters

5.3 | Bachelors/PG Diploma
54 Honors/Adv Diploma
55 Diploma

5.6 Technical Certificate
5.7 Matric/Secondary
education

N[O R WIN(—~

6. Please indicate your positional level in the organogram.
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6.1 | Middle management 1
6.2 | Lower management 2
6.3 | Supervisory/Foreman 3
6.4 | General staff 4
Section B
7. Career Advancement
Item Strongly Disagree | Neutral | Agree Strongly
disagree Agree
71 | have been in the same
position in the orginsation for
more than 7 years 1 2 3 4 o
7.2 | have been actively seeking
promotion for more than 5 1 2 3 4 S
years
7.3 I  have the necessary
qualification to perform the 1 2 3 4 S
job
74 There have been
opportunities for promotions
that are in line with my skills 1 2 3 4 S
7.5 My organisation offers career
development initiatives
1 2 3 4 5
76 | There are many career
advancement opportunities 1 2 3 4 5
that arise in my area of
expertise
7.7 | can see myself holding any 1 2 3 4 5
higher position because |
have hard skills required.
7.8 | can see myself holding any
higher position because | 1 2 3 4 5
have soft skills required.
7.9 | can see myself holding any
higher position because | 1 2 3 4 S
have technical skills required.
7.10 | | receive adequate support
from my superiors. 1 2 3 4 8]
8. Job Satisfaction
8.1 I would feel happy if | receive a
promotion
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8.2

| am satisfied with
the appointment process

8.3

| feel | have been overlooked
for a promotion | qualify for

8.4

| am happy with my current
position

8.5

For me | feel a promotion is
career advancement

8.6

| feel more tasks is career
advancement

8.7

| feel more challenging work is
career advancement

8.8

| feel an increase in my salary
is career advancement

8.9

| feel left out with the career
advancement initiatives at the
organisation

8.10

| feel the career initiatives at
the organisation are of little
significance

8.11

| feel administrative staff are
being neglected in terms of
promotion

8.12

| have enough resources to
perform my duties

9. Employee loyalty

9.1

If I earn a higher qualification
through capacity building
initiatives with my organisation
| will still consider employment
elsewhere
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9.2

If | receive a promotion | will
serve this organisation to the
best of my ability

9.3

'm happy to consider
employment elsewhere

94

|  would recommend my
organisation as an employer to
staff working the
administrative field

95

| am fulfilled with the work | am
doing

9.6

| will remain at the organisation
should | receive an offer of
employment in another
organisation in a job at the
same level | occupy

9.7

| will remain at the organisation
should | receive an offer of
employment in another
organisation in a job at a
higher level to which | currently
occupy

9.8

| will remain at the organisation
should | receive an offer of
employment in another
organisation in a job at a lower
level to which | currently
occupy

9.9

| see myself spending the bulk
of my career in the
organisation
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ANNEXURE B

spuT

UNIVERSITY OF
TECHNOLOGY

LETTER OF INFORMATION

Title of the Research Study: Examining workplace career advancement and its impact on job satisfaction and employee
lovaltv: A Cace ctiidv of DUIT

Principal Investigator/s/researcher: Garreth August

Co-Investigator/s/supervisor/s: Dr Reward Utete (Doctorate in Industrial Relations; Doctorate in Human
Resource Management)

Brief Introduction and Purpose of the Study:

| hope this letter finds you well. My name is Garreth August and | work in the Research Office on City Campus at
the Durban University of Technology (DUT). | am also a MTECH Human Resources student, in the Faculty of
Management Sciences at DUT.I would like to invite you to participate in the research | am doing which aims examine
career advancement and its impact on job satisfaction and employee loyalty at Durban University of Technology
(DUT), with focus given to the administrative (support) staff. | would like to find out about your experiences with
career advancement and what it means to you. | would also like to explore the levels of job satisfaction and
commitment to the organisation as a result of the employee’s experiences regarding career advancement. The
primary collection of data will be through questionnaires. The researcher will physically deliver the questionnaire with
an accompanying letter to you. You will be given three weeks to complete and return the questionnaire.

Outline of the Procedures:

This study aims to examine workplace career development and its impact on job satisfaction and employee loyalty.
The study will explore the career advancement experiences of administrative staff at DUT. This study also aims to
explore what career advancement means to you and any barriers you may have identified which you feel also
affects your happiness in the job and your commitment to DUT. Questionnaires will be conducted to gather data and
information for analysis. All administrative employees with the exception of top management and that have been
employed at DUT for three years or more will be selected for the interviews and questionnaires as all these factors
could be associated with achieving career growth.

Risks or Discomforts to the Participant: There are no foreseeable risks or discomforts to you.

Explain to the participant the reasons he/she may be withdraw from the Study: Participation in the study
will not be compulsory and strictly on a voluntary basis with your consent. Confidentiality will be assured and stated
clearly on the questionnaire and cover letter that the responses will only be used for the purposes of the research

Aand Aata analucie
Benefits: There will be no material benefits to you for participation in this study.
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Remuneration: There will be no payment to you for participation in this study.

Costs of the Study: There will be no costs for your participation in this study.

Confidentiality: Confidentiality will be maintained throughout the study by anonymization of your identity taking part
in this study. Your name will not be required in the questionnaire, however other info such as age, years of service
and qualifications will be included in the questionnaire but without requesting your name.

Results: The results of the research will be shared through the writing of a dissertation and possibly
attendance at an academic conference. If valuable to the university community, the results may also be shared

with people involved with career development at DUT.

Research-related Injury: No risk of research-related injury is envisioned.

Storage of all electronic and hard copies including tape recordings All the study information will be stored on a
password protected laptop and will be stored by the researcher for five years and then deleted. The hard copy

data will he stared in a nassword nrotected safe and shredded after five vears.

Persons to contact in the Event of Any Problems or Queries: Please contact the researcher (031 373 2829;
garretha@dut.ac.za), my supervisor (Dr Reward Utete — uteter@gmail.com) or the Institutional Research Ethics
Administrator on 031 373 2375. Complaints can be reported to the Acting Director: Research and Postgraduate

Support Dr V Govender — researchdirector@dut.ac.za
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Institutional Research Ethics Committee ANNEXURE C
Research and Postgraduate Support Directorate
2nd Floor, Berwyn Court

43

Gata 1 Stowue Rika Camniic

i UT Jiess

DEREAN UMIVERSITY OF TECHNELOGY
VRS ST TR L RWIPRISRE I

P O Box 1334, Durban, South Africa, 4001

Tel: 031 373 2375

q

NANANAN

‘ Email: lavishad@dut.ac.za

www.dut.ac.za
20 November 2023

Mr G D August
Gwenloch Unit 6
129 Florida Road
Morningside
4001

Dear Mr August

Examining the effect of career advancement on job satisfaction and employee loyalty: A case
study of Durban University of Technology

The DUT-Institutional Research Ethics Committee acknowledges receipt of your notification
regarding the piloting of your data collection tool.

Kindly ensure that participants used for the pilot study are not part of the main study.
In addition, the DUT-IREC acknowledges receipt of your gatekeeper permission letter.

Please note that FULL APPROVAL is granted to your research proposal. You may proceed with
data collection.

Any adverse events [serious or minor] which occur in connection with this study and/or which may alter
its ethical consideration must be reported to the DUT-IREC according to the DUT-IREC SOP’s.

Please note that any deviations from the approved proposal require the approval of the DUT-IREC as
outlined in the DUT-IREC SOP’s.

It is compulsory for a student or researcher to apply for recertification on an annual basis. The
failure to do so will result in withdrawal of ethics clearance. It is the responsibility of the researcher
and the sunervisor to annlv for recertification.

Please note that you are required to submit a Notification of Completion of Study form
together with an abstract to the DUT-IREC office on completion of vour study.

Yours Sincerely

Prof J K Adam
Chairperson: DUT-IREC
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‘_I_' DIRECTORATE FCR
FESEARH A
A ASTIRADWTE

T rur At SUPPORT
NE VST YEBOVEPES

11 September 2023

Mr Garreth August
c/o Department of Human Resources Management Faculty of
Management Sciences

Durban University of Technology

Dear Mr August

PERMISSION TO CONDUCT RESEARCH AT THE DUT

ANNEXURE D

Directorate for Research and Postgraduate Support
Durban University of Technology

Open House

P.O. Box 1334, Durban 4000

Tel.: 031-3732576/7
Fax: 031-3732946

Your email correspondence in respect of the above refers. | am pleased to inform you that the
Institutional Research and Innovation Committee (IRIC) has granted Gatekeeper Permission for
you to conduct your research “Examining the effect of career advancement on job satisfaction
and employee loyalty: A case study of Durban University of Technology” at the Durban University
of Technology. Kindly note that this letter must be issued to the IREC for approval before you

The DUT may impose any other condition it deems appropriate in the circumstances having regard to

nature and extent of access to and use of information requested.

Upon completion of your research project, you are requested to share the summary of your key research

findings.

Kind regards.
Yours sincerely
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Annexure E

Zertifikat Certificado
Certificate

Promouvoir les plus hauts standards éthiques dans la protection des participants & la recherche biomédicale
Promoting the highest ethical standards in the protection of biomedical research participants

Certificat de formation - Training Certificate
Ce document atteste que - this document certifies that

Clllal Trils ertre Garreth August

The University of Hong Kong

[REV : 20220217

a complété avec succes - has successfully completed
Introduction to Research Ethics

du programme de formation TRREE en évaluation éthique de la recherche
of the TRREE training programme in research ethics evaluation

Release Date: 2022/08/15
CID - BpuVifIBPX Professeur Dominique Sprumont
C i TRREE C; i

APPROVED BY y
Foederatio F P Programmes de formation consinue

g Continuing Education Program
SIWF:nu | Fropumme se fomason contoe 2 crsicy Pharmaceutica = o =
Continuting ducation Programs (2 credits) Helvetiae  Programmes de formation
postgraduée et continue

Ce programme est soutenu par - This program is supported by :
Developing Countrics Clinical Triah Swiss National ) - Canadien Instiutes of Health Rescarch (itpdfworw.cihr-irsc g cale/2491 html) -
‘Swiss Academy of Medical S Rescarch Parterships with Developing Countries (wiw kfpe.ch)
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Annexure F

EDITOR’S LETTER

Researchers Beyond-Borders (PTY) LTD
Umhlanga, Durban

South Africa

29November 2024

To whom it may concern
Editing of Masters Dissertation: Garreth August (Student number

Title of dissertation: Examining the effect of career advancement on job satisfaction and employee
loyalty: A case of the Durban University of Technology

This letter serves as confirmation that the aforementioned dissertation has been language edited.

Any queries may be directed to the author of this letter.

Regards

Maleni Pillay

Researchers Beyond-Borders
consult@researchersbeyondborders.com
www.researchersbeyondborders.com
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