
International Journal of Advanced Engineering Research and Science (IJAERS)                                [Vol-7, Issue-3, Mar- 2020] 

https://dx.doi.org/10.22161/ijaers.73.4                                                                                     ISSN: 2349-6495(P) | 2456-1908(O) 

www.ijaers.com                                                                                                                                                                                      Page | 26  

Impact of Career Management on the Motivation 

of Public Sector Employees in Benin: Cases of the 

Directorate of Research and Quality (DEQ) 

KPANOU Yaovi Aldegonde Ulrich, Guo Bin 

Abstract— A company is above all a social unit whose goal is to group people, coordinate activities and establish 

the necessary organizational relationships in order to steer all efforts in the same direction. Thus, in an 

organization, there are various resources that contribute to its optimal functioning. Of all the resources, the human 

factor is an important element in achieving the goals set by the organization. With this in mind, a HRM policy is 

being implemented that covers several aspects including payroll management, personnel administration, career 

management, recruitment, training, conflict management, social consultation [1]. The motivation of employees is a 

determining factor in increasing the productivity of staff, and when investing in an organization, the employee hopes 

to be able to make a career there. The career progression opportunities available to him can also be decisive. This 

article aims to show the impact of career management on worker motivation, based on the case of employees of the 

Directorate of Research and Quality (DEQ). The general assumption is that the motivation of workers is partly 

related to the way careers are managed in this organization. The methodological approach boils down to 

documentation and semi-directive individual interviews with DEQ employees, who are chosen accidentally. The 

results show that the needs faced by executives are to make the business productive, competitive, and to generate 

profits. Thus, career management appears to be an asset for the DEQ, as an essential factor in maximizing its 

profits. The career profile is more known and readable, the more motivated the worker is and invests in his work.  

Keywords— Organization, Motivation, Career Management, HRM Policy. 

I. INTRODUCTION 

A nation's economic and socio-political development is 

based on the human resources at its disposal. They play a key 

role in a country's development, which is why developing 

countries must make motivating these resources a priority in 

their concerns. This requires a good policy of developing 

human resources. Today, companies, whether public or 

private, are increasingly involved in the efficient 

management of staff and thus in place management focused 

on the needs of workers. This practice of promoting human 

capital, still called Human Resources Management or HRM, 

differs from one company to another. In reality, employees' 

work performance is influenced by the style of promotion of 

human capital developed within the organization. This 

influence can be positive or negative. For example, in a 

context where the employee may feel a slowdown in the 

momentum of work in order to reduce production if the 

employer develops an autocratic management style. On the 

other hand, the democratic management style that focuses on 

staff aspirations is a source of better performance on the part 

of the staff (Assouman, 2010). Various financial, material 

and human resources contribute to the optimal functioning of 

the company. But of all the resources, human resources 

present themselves as the real wealth for the company, an 

important element in achieving the goals set. Indeed, the 

organization is led by actors with individual needs, 

aspirations and leading a life outside the organization. Life 

outside the organization (also known as "out of work") 

influences the individual's performance in the workplace, 

hence the introduction of an HRM policy to better supervise 

the worker both inside and outside Organization (Assouman, 

2013). This policy covers several aspects including payroll 

management, personnel administration, career management, 

recruitment, training, conflict management, social 

consultation to name a few. Human resources management is 

about constantly adjusting the business skills needs and the 

skills of workers. Moreover, the density of the worker's 

social solicitations may lead him to invest in parallel 

lucrative activities (Koffi, 2005). Thus, the fact that the 

organization takes steps to reduce the worker's burdens 
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removes certain concerns. In other words, health insurance 

for the medical care of the employee and his family members 

is a source of motivation. At the Directorate of Studies and 

Quality (DEQ), the company makes employee motivation a 

priority in the implementation of its human resources 

management policy. Thus, as we have seen in the field 

surveys, in order to have a motivated staff, this public 

company makes human resources management policy a pivot 

of its overall management, notably by: strengthening staff 

capacity through regular training sessions for employees, the 

establishment of a home loan system to enable the employee 

to have a house, the establishment of an annual school loan 

system, - the introduction of medical coverage for the 

employee and his entitled rights holders. In addition, the 

Department of Human Resources is led by actors who listen 

to their employees, regardless of their personal activities. As 

an illustration, the Initiative to talk daily with employees on a 

given topic by showing an open attitude and attentive 

listening. The purpose of this interview is to verify whether 

the employees' feelings correspond to the lived reality. The 

manager is therefore empathetic and understanding. 

Discussions generally focus on the difficulties of 

collaboration between one employee and another, the desire 

to transfer to another department or agency, conditions and 

the work environment, etc. But what exactly is the case with 

career management, which, let us remember, is an integral 

part of human resource management? In other words, what 

career management policy does DEQ adopt to create and 

maintain employee motivation? Is the motivation of DEQ 

employees necessarily linked to the management of their 

careers? In other words, what explains the motivation for 

DEQ officers to work? These are all questions to which this 

article strives to give an attempt to answer, with the aim of 

showing the influence of career management on the 

motivation of public sector employees in Benin, based on the 

case of employees of the Directorate of Studies quality. Our 

general assumption is that the motivation of DEQ workers is 

partly related to the way careers are managed in this 

company. The work is structured around methodology, 

results and analyses followed by discussion. The conclusion 

reviews the main results obtained and sheds light on the 

social and scientific scopes of the study. 

II. METHODOLOGY  

In this article, we focus on career management as a key 

motivator for human resources. In other words, we try to 

understand the motivation of employees as arising from the 

human resources management style in general, but also and 

above all as a result of career management. This work, which 

is non-experimental research, is supported by a 

methodological approach that encompasses both 

documentary research, semi-directive interviews with DEQ 

agents and manual stripping of the information collected. 

Dialectic and content analysis serve as a reference method 

and technique respectively to explain worker’s behavior in 

relation to career management. Documentary research was 

the first step in collecting data. The documentation used is 

derived from scientific articles and works, administrative 

documents, study reports. For this data collection phase, we 

went to the archives and documentation department of the 

Ministry of Public Service and Social Affairs of Benin, and 

to the Documentation Centre of the French Institute. We also 

used online documentation through persee.fr and revues.org 

sites. The documentation was supplemented by semi-

directive one-on-one interviews with DEQ employees, who 

were chosen by accident (technical at all coming). The place 

of human resources in the organisational system of the DEQ; 

Motivating factors for employees at THE DEQ; human 

resource management and career management are the themes 

around which the interviews are focused. The study 

population includes all workers working within the DEQ. In 

other words, all individuals, regardless of gender and rank, 

who are employed as employees of that company are part of 

the study population. As a result of the procedures, only the 

Central Human Resources Service and a local agency based 

at Akpakpa were allowed to do so. These two structures total 

32 and 18 officers respectively. We therefore found it 

irrelevant to be a sample, given that the population is small 

and the survey is essentially qualitative. Finally, the results of 

the study were generated by manual counting and interpreted 

from the content analysis and dialectic method. Finally, it 

should be noted that the choice of the DEQ is linked to two 

reasons: it is one of the oldest public companies (since 1966) 

and has better national coverage with 36 agencies or an 

average of 3 agencies in each department of Benin. 

III. RESULTS  

Before addressing this part, we propose to clarify the 

concepts of career and motivation for a better understanding. 

Clarification of career and motivation concepts 

In the professional world, career is defined as a suite of 

duties and activities related to a person's lifelong work that is 

associated with particular attitudes and reactions. The 

https://dx.doi.org/10.22161/ijaers.73.4
http://www.ijaers.com/


International Journal of Advanced Engineering Research and Science (IJAERS)                                [Vol-7, Issue-3, Mar- 2020] 

https://dx.doi.org/10.22161/ijaers.73.4                                                                                     ISSN: 2349-6495(P) | 2456-1908(O) 

www.ijaers.com                                                                                                                                                                                      Page | 28  

concept of career has an individual component and an 

organizational component (Gutteridge, Leibowitz and Shore, 

1993). For the first component, the term career can be 

defined from the perspective of an individual's work 

experiences. It is a question of observing the crucial steps 

that mark the career progression of a particular person 

(Gutteridge, Leibowitz and Shore, ditto). These steps are not 

necessarily precisely determined; they vary greatly 

depending on the occupational categories to which workers 

belong, the culture and organisational structure, the 

preferences of individuals and their aspirations, etc. Thus, 

obtaining a promotion is an example of a crucial step in a 

career. Career paths affect individuals and organizations. 

They affect people's performance at work, their satisfaction, 

health and well-being. In terms of the organizational 

component, career management is about planning for 

workforce movements to retain skilled employees and meet 

future organizational needs. It is therefore a system that 

reconciles the professional aspirations of employees with the 

needs of the organization [2]. The implementation of this 

system requires the company to analyze the information 

accumulated from formal or informal performance 

evaluations, so that it can then identify the best-performing 

employees and encourage them to access positions with 

greater responsibilities by providing conditions conducive to 

their development (Gutteridge, Leibowitz and Shore, 1993). 

In summary, the career encompasses the career path of the 

worker, from recruitment to retirement. That is to say, from 

his first service to his legal cessation of professional 

activities through transfers and promotions. This career path 

concerns both the worker and the employer who engage in a 

perpetual negotiation process with a view to achieving 

mutual satisfaction (Deshommes, 2008). 

In general, motivation is what drives action, i.e. all the 

reasons that explain an act (Larousse, 2008). Psychology 

defines motivation as a set of dynamic factors that direct an 

individual's action toward a given goal and cause a given 

behaviour (Gacha, 2010). Motivation is the process that 

regulates the individual's commitment to a specific activity. 

It determines the triggerin in a certain direction with the 

desired intensity and ensures its extension until the outcome 

or interruption. Motivation is equated with an "energy 

reserve": it refers to zeal, desire, aspiration to overcome one 

condition to reach another. According to Bory and al. (2005), 

motivation to work is a set of energy forces that come from 

both human beings and their environment to stimulate work-

related behaviour, and to determine their form, direction, 

identity and environment. Duration. The concept of 

motivation has often been used to explain behaviours such as 

absenteeism. Manon (2005) and Viviant (2005) examined the 

link between motivation and absenteeism. The first reveals 

that absenteeism and attendance are the result of pressure 

from the demands of the subjective work environment. The 

second states that job satisfaction is an indicator of 

motivation, but is by no means a cause, since the former is 

more of a feeling and the second is more of a process. 

Therefore, the less motivated the employee is, the more 

absent he or she is. Motivation at work is thus the strength 

that drives the individual to surpass himself, to make 

sacrifices to excel in his field and above all to enable his 

organization to achieve its goals. Ultimately, motivation can 

be understood as a mental and behavioural process that 

influences the individual's participation in any activity [3]. In 

our case, it is influenced by the career management policy 

practiced at the DEQ. The survey allowed us to identify some 

motivating factors on which the DEQ is stepping up its 

management and which are supposed to improve both the 

working environment and the standard of living of the 

employee. The first factor is remuneration: according to the 

information gathered, employees appreciate their basic salary 

and regularity, but are also aware that this salary can evolve 

at the same time as their career. Without giving any 

information on the base salary, employees feel that salary 

and also performance bonuses and benefits reflect the 

notoriety of the DEQ. Mr. E., a senior executive at the DEQ, 

confirms this thesis: "I cannot tell you my salary, but I can 

tell you that what I receive here is far greater than what 

friends of the same rank receive in the competing companies, 

whether they are public or private. Being an employee of the 

DEQ is like a privilege... ». The second factor is the 

legitimate desire for the employee to own a home: for this, a 

home loan system has been instituted to facilitate the 

acquisition of a house, in partnership with a local bank. The 

words of the material manager reinforce this idea: "With this 

home loan system, I have 4 years at most to live in my own 

house, the house I have always dreamed of having and it is 

thanks to the DEQ." The third factor is the employee's ability 

to make a successful start to school: a school loan system has 

also been set up to allow each employee to manage school 

fees and related accessories. The fourth factor is the 

employee's desire for training: Building the capacity of staff 

is one of the elements that enable the company to provide 

real skills. The fifth factor is the medical care that staff 

receive: getting treatment and caring for their families is a 

constant concern of the employee. Health insurance for the 
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medical care of the employee and family members is a 

source of motivation. The sixth factor is decorations and 

rewards. The DEQ has put in place a motivational 

mechanism that allows merit to be recognized among staff. 

These are factors that can motivate employees to excel. The 

seventh factor is the granting of a means of travel to all DEQ 

employees without distinction. These seven factors are the 

shield of the DEQ's human resources management policy. 

While all other aspects of HRM are taken into account in this 

undertaking, the factors mentioned above are the essential 

elements on which the company bases its staff ingestrategy 

[4]. 

Motivating aspects of DEQ's human resources management 

policy  

 Compensation and rewards. Speaking of remuneration, the 

base salary is set by inter-ministerial decree and it is the same 

for all salaries in the Benin public sector. The DEQ has 

aligned itself with this base salary to set that of its staff, but it 

evolves according to the occupational category of the 

employee. Depending on whether you are a design officer, a 

master's officer or an enforcement officer, the salary differs 

from one category to another. It is worth noting that 

switching from a given category to a higher category results 

in a subsequent increase in the employee's salary. However, 

the misallocation of wage increases can be frustrating and 

affect the enthusiasm for "aggrieved" employees at work. 

This is deplored by some employees: "Everyone's efforts 

must be rewarded in the same way and should not be based 

on the affinities between decision-makers and employees. 

Injustice in the allocation of certain benefits and bonuses 

sometimes frustrates and creates a bad social atmosphere." 

But, in general, DEQ employees say they are satisfied with 

their salary condition. They also believe that the company 

can do more: "The wages we receive are acceptable. It is 

good pay; you can still take care of yourself and feed the 

family. But, the company can make us a salary increase 

because of the high cost of living." The DEQ also focuses on 

rewards to reward employees who have put more effort into 

production. The company, based on the profits and 

dedication of the employees to the task, offers them a sum of 

money or distinctions to encourage them in their momentum. 

The DEQ has included in its policy of motivation the system 

of school and real estate loans. At the beginning of the 

academic year, the school loan system allows employees to 

have a financial envelope to cover back-to-school expenses 

such as the purchase of supplies. The home loan system 

allows the employee to own a home. The acquisition of the 

land and land is managed by the Legal Affairs sector, which 

conducts investigations to ensure that the land is not the 

subject of litigation and that the employee is not at risk in the 

acquisition of a home of interest. This is facilitated by 

partnering with a local bank to make the funds available. For 

their medical coverage, employees receive medical care 

ranging from 60% to 90% and which extends to spouses and 

children. Regarding career management, some respondents 

revealed that this policy is not very transparent. They feel 

that the employee's evolution is not well followed and some 

find themselves disadvantaged when it comes to moving 

from one category to another. The appointment of an 

employee to a higher rank is a function of the affinities that 

bind certain employees to decision-makers. As a result, the 

merit or intrinsic value of the recipient is not often the basis 

of the appointment or promotion. The various interviews 

with employees revealed that the career management policy 

is still in the embryonic stage within the DEQ. According to 

one respondent, "the evolution of employees within the 

structure is not well developed, which makes the growth 

within the company a little opaque." It is easy to see that 

career management at the DEQ is focused on the diploma 

system, so that an employee with fewer years of experience, 

but who has a high degree, has rapid progress and has a 

position of responsibility in the at the expense of an 

employee who has several years of experience, but who has 

returned to the DEQ with a relatively lower degree. For the 

latter, progress is more slow. As for the training policy, it 

includes several stages: the mandatory stadium, the stadium 

on demand, and the stage of necessity. The mandatory stage 

is the training that all DEQ employees receive; The purpose 

of this training is to familiarize newcomers with the realities 

of the organization and its areas of action. On-demand 

training is done by employees themselves who at some point 

feel that they need training in a specific area to be even more 

effective and identify new realities that are relevant in their 

field. Necessity training occurs when the training service 

feels that a service needs an update of its working methods 

and that this is essential to make it more efficient. A travel 

tool is granted to all employees without distinction. Also, the 

establishment of a mechanism to recognize merit among staff 

is also a real means of their motivation to work according to 

another respondent. As a result, the mere knowledge that he 

or she can receive a decoration or reward is a factor that may 

motivate the salaried to give the best of himself to work. 

Communication is accentuated on the relationship between 

supervisors and subordinates, collaboration between 
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employees, conflict prevention and management, cleanliness 

of premises, etc. Seminars are organized to educate workers 

about the professional relationships they must have with each 

other, how to give orders, how to remonstrate to avoid 

frustration. All of the aspects discussed above are the main 

thrusts of the DEQ's human resources management policy. 

For the managers of this organization, the company's 

performance is determined by the willingness of employees 

to make it more efficient [5]. The employees interviewed 

pointed out that this way of thinking about the human aspect 

in business motivates them because their interests are taken 

into account. They also confirmed that there is a marked 

improvement in the company's performance when new 

arrangements are made by the company's executives for 

employees.  

Impact of career management on worker motivation  

- Career management practice  

According to Guerin and Wils (1992), the process of career 

management in organizations consists of three stages: 

planning, implementation, and evaluation. Planning involves 

first informing employees of the career opportunities that 

exist in the organization and then developing a career plan. 

The implementation of the career management process 

involves identifying specific or specific problems that are 

impeding the career and, on the other hand, implementing 

organizational practices that aim to help employees orient 

their careers (training programs, mentoring, job rotation, etc.). 

Evaluation is about establishing the relevance and 

effectiveness of the career management process. Determining 

performance criteria allows us to assess whether the system 

is able to both meet individual needs and provide the 

company with a competent, available, mobilized and ready-

to-take over workforce. 

 Career planning at DEQ  

Career planning consists of activities that allow the 

individual to set career goals that are commensurate with 

their abilities and interests. The DEQ provides assistance to 

the employee, although the process related to this step 

belongs to the employee. The organization helps them 

discover their career preferences by offering career-choice 

training workshops, documentation, software and videos so 

that they can make a thoughtful and realistic choice. Once 

this step is completed, a second step is taken: to formalize the 

career plan between the employee and the employer. The 

career interview follows a performance evaluation and is 

used to formalize the career plan.  

Implementation of the career plan at the DEQ 

The implementation of the career plan is divided into two 

stages. First, the DEQ identifies career planning practices 

that will achieve career goals. Second, it offers ways and 

tools to solve the potential problems of career progression. 

The implementation of the career plan is to identify practices 

that will enable employees to achieve the career plan 

established in the first phase. Career development requires 

accessible and relevant training programs. Assisting in 

solving individual career-related problems is a crucial step in 

the implementation phase of career management, as it helps 

employees overcome their difficulties. This aspect is not too 

thorough at the DEQ, which can prove to be a handicap in 

career management. The employee's progress can also be 

facilitated by sponsorship, professional assistance, 

assignments to challenging tasks. A series of support 

activities such as role-playing, counselling and friendship are 

designed to help the beginner worker shape his or her own 

identity (Benabbou, 2007). 

- The importance of career management  

As the workforce becomes more and more trained, its 

expectations increase, particularly with regard to the 

opportunities a company can offer to progress both 

individually and professionally. Businesses are facing an 

increasingly difficult situation: on the one hand, they 

recognize the need to meet the needs of qualified employees 

by creating the conditions for them to achieve their 

professional goals and remain in the Within the company; on 

the other hand, they are aware that opportunities for 

promotion are increasingly limited due to the new structures 

put in place and sometimes the limited opportunities for 

advancement that may arise within organization. 

Nevertheless, career management is at the heart of human 

resource management. As noted, many authors agree that 

career management is a process that balances the needs of 

individuals with those of the organization. However, despite 

its many advantages, career management must take into 

account several considerations: it should not be lost in the 

view that DEQ employees have aspirations that differ 

according to individual characteristics such as personality, 

educational attainment, age and gender, and not all of them 

necessarily approach their careers in the same way.  

IV. CONCLUSION  
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To motivate an employee, several tools are available to the 

manager. It must be able to add value to the problem, explain 

its consequences and build a detailed plan of measures to be 

implemented to combat the problem. Thus to motivate, the 

manager must meet the different needs of employees, such as: 

the need to belong, versatility, need for accomplishment, and 

need for recognition. 

The issue of HRM has been extensively studied and the 

results generally show that the motivation of the human 

factor is a prerequisite for increasing organizational 

performance. The levers of HRM are generally put to the 

credit of the positive results obtained by the organizations, 

without any distinction between these levers being made [6]. 

It is this inadequacy that our study attempted to address by 

emphasizing the impact that career management can 

specifically have on workers' motivation. Compensation 

based on acquired skills and not on the position held must 

accompany the efforts of those who have acquired new 

knowledge. By doing so, staff motivation will always be 

enhanced, productivity increased and organization performs 

well, in an increasingly competitive environment. The 

worker has needs that characterize his goals or determine his 

choices. In these circumstances, his involvement in the life of 

the organization and his motivation to the task are 

determined by the satisfaction of his personal needs. When 

his needs are not taken into account, the employee suggests a 

lack of motivation that has the effect of slowing down the 

work. Although it is a public organization, the aim of the 

DEQ is to keep staff always motivated to avoid bankruptcy 

as much as possible. In this context, we have also seen that 

the needs faced by executives are to make the business 

productive, competitive, and to generate profits. In the end, 

the management of careers, which should be remembered, is 

an included component of human resources management 

policy, appears to be an asset for the DEQ, as an essential 

factor in maximizing the company's profits. Finally, it must 

be said that this work is inspired by previous work on the 

organizational factors of worker motivation. It places 

particular emphasis on the impact that career management, as 

an organizational practice, can have on workers' performance, 

or at least on their motivation to produce more for the 

organization. However, some aspects could not be elucidated, 

such as the level of effective contribution of career 

management to motivation. Measurement and assessment 

scales would have filled this gap. Further studies could 

therefore examine the issue in order to determine the actual 

level of the impact of organizational practices on the 

motivation of salaries, its influence on the corporate culture. 
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