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Abstract 

Organizational learning culture, career issues and perceived job performance have 

widely entangled the attention of researchers because of its academic and practical implications. 

The subject area has extensively been investigated, yet it still has vast potential for further 

research. Previous researches have studied these variables in bits and pieces. The current study 

consolidates these variables into one model and puts the model for validation with the empirical 

evidence from colleges’ teaching staff in Malakand Division. The study used a sample of 395 

faculty members collected from colleges in the Malakand Division through stratified random 

sampling technique. The hypothesized model of the current research is an interdependence 

model that is why this model is evaluated through Confirmatory Factor Analysis using Structural 

Equation Modeling (SEM). Path diagrams have been drawn through AMOS. Findings of the 

current research, in major, validated the hypothesised model which have theoretical basis in the 

findings of the previous research regarding organizational learning culture, employees’ career 

issues and their positive impact on employees’ perceived job performance. These results have 

significant implications; including enabling researchers to enhance their understanding of these 

relationships as well as help policy makers to critically look into such relationships when 

formulating policies that affect employees’ performance. Academically, these findings enrich the 

existing body of knowledge on organizational learning culture and its impact via other HR 

interventions in the developing countries like Pakistan. Future research studies should explore 

other antecedents like organizational citizenship behaviour, organizational justice and 

organizational politics to have a more in-depth approach in the field. Some may replicate this 

study in other settings as well as in some other developing countries. 

Keywords: Organizational Learning Culture, Career Planning, Career Management, 

Career Development, Career Commitment, Career Satisfaction, Perceived Job Performance  
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CHAPTER 1 

INTRODUCTION 

The current research focuses upon organizational learning culture, its relationship with 

employees’ career related issues and their impact on employees’ perceived job performance. It 

has to be noted if organizations want to change the behaviour of their employees, they are 

required to revisit their own culture to see whether they are in position to accept and affect the 

change. And to “affect this change employees are to be considered critical”…and success 

“depends on managing and retaining quality employees” (Rahman, 2012, p. 1). This study is a 

quantitative study that investigates the interplay of career related issues with the behaviour of 

employees in organizational learning culture. 

The critical nature of employees’ workplace behaviour for the success of any 

organization has widely been acclaimed (Guest, 2001; Guest, Michie, Conway, & Sheehan, 

2003; Hung & Wong, 2007; Z. King, 2004; Kinicki, Kreitner, Cole, & Dawn, 2006; Lee & 

Bruvold, 2003; Malik, Nawab, & Danish, 2010; Maurer & Lippstreu, 2008; Peiperl & Arthur, 

2002). The survival of an organization in the contemporary competitive pressure depends upon 

its capability of knowing how to manage uncertainty through knowledge, the most prominent 

source of competitive advantage (Kandemir & Hult, 2005; Skerlavaj, Song, & Lee, 2010). 

Organizational learning culture has a positive direct impact on an individual’s performance, 

customer and supplier and positive indirect impact on an organization financial performance 

(Skerlavaj, Stemberger, Skrinjar, & Dimovski, 2007). The extant literature on change in business 

(e.g. Burlton, 2001; Davenport, 1993; Harmon, 2003; Lam, 1998; McCormack & Johnson, 2000) 
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advocates that if organizations want to improve their overall performance, they are required to 

adopt a process view of business. “However, what is too often neglected is that most problems 

regarding business process management are not technical but arise from an inappropriate 

organizational culture that may impede innovations being implemented and superior 

performance being achieved” (Skerlavaj, et al., 2007, p. 346). Therefore, the role of 

organizational learning culture is vital for achieving both organizational and employee mutual 

goals. 

The model of the current research study investigates the relationship between 

organizational learning culture and employees’ perceived job performance with the mediating 

effect of career related issues. In this regard different models that are considered relevant to these 

relationships have been integrated into a single model of organizational learning culture. In the 

light of the extant literature, the model of this study assumes that organizational learning culture 

is very important when trying to affect change in employees’ behaviour. 

The current research investigates the role of organizational learning culture as an 

independent variable. This culture has a set of values and norms consist of career planning and 

career management which stimulate career development. When employees realize that 

organization is positive about their career development, career commitment and career 

satisfaction ensue. This set of behaviours then, in turn, culminates on employees’ perceived job 

performance. 

It is often said that an organization is only as good as its people and that organizations 

must manage the results and behaviour of their employees  (Rahman, 2012; Werner & 
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DeSimone, 2006). To become more competitive employees and organizations are required to 

develop new behaviours and processes that make them more effective and efficient (Senge, 

2006). The concept of empowering human capital for creativity and innovation by planning the 

careers of employees using HRM policies and practices to develop their skills and competencies 

with the ultimate aim to provide a range of innovative products and services is gaining currency 

and are "considered to be the most important to improving their performance in periods of rapid 

change…. And to this end, most modern organizations are presently engaged in a myriad of 

organizational change efforts aimed at improving performance" (Longenecker & Fink, 2001, p. 

7). This phenomenon of rapid organizational change exposes organizational weaknesses and lack 

of skills in certain areas. At the same time one of the most difficult challenges is how to get 

managers to distinguish between good, average, and poor performers (Noe, Hollenbeck, Gerhart, 

& Wright, 2005). Anyway, meeting the demand of rapid changes organizations are required to 

speed-up their change processes and delivery systems so that such changes be affected within the 

due time (Puah & Ananthram, 2006). 

Culture, broadly speaking, covers all aspects of human life. These aspects, in turn, are 

embedded in organizations which are subject to continuous flux. There are a number of factors 

that are instrumental in this regard. These factors, inter alia, are continuously changing 

technology, stakeholders’ expectations, preferences, and internal and external competitive forces. 

These factors, as a cumulative effect, reinvent organizations day in and day out. In such a 

volatile situation, for an organization to be viable, it needs to be receptive of the policies which 

are culturally dynamic and productive. 
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While working in any organization it is natural that employees learn and with the passage 

of time get experienced. However, the concept of organizational learning culture cannot be 

translated in that way. To grow and protect the investment made in staff members, a learning 

organization pays careful attention to developing and retaining its people. It is commonly 

believed that learning organizations are supposed to provide diverse opportunities for individual 

learning and development. And the goal behind these opportunities is to ensure that individuals 

and teams competencies are developed. These discussions regarding the role of an individual and 

that of an organization in the individual’s career related issues, call for working out and then 

testing the antecedents and outcomes of career issues and practices across different contexts. In 

our public sector as well as private sector teaching colleges there do exists some rudimentary sort 

of learning and career management and development opportunities, they cannot be termed 

adequate to serve the purpose of modern organizational learning culture trends. Though it can be 

said that reformations are underway, they could only be made effective and targeted if directed 

and guided by some sound research. Surprisingly, the amount of research available in this regard 

is equal to naught. Therefore, there is a dire need of knowing understanding the views of those 

who are being affected by the absence or presence of such opportunities. Hence this study! 

Research Statement 

A plethora of quantitative and qualitative studies have researched the relationships of the 

variables in the study (Adekola, 2011; Arthur & Rousseau, 1996; Baruch, 2004a; Bashir & 

Ramay, 2008; Longenecker & Fink, 2001; Puah & Ananthram, 2006). The central theme, if 

paraphrased, of all these researches is the change—organizations are presently engaged in a 

myriad of change efforts aimed at improving organizational performance. Organizations that 
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seek better share in the market are required to consider all those factors which ensure this share. 

The importance of quality teachers has been widely recognized their retention is a growing 

problem (Kirby, 2011). These teachers need ongoing support from their colleagues and from the 

management. And “developing a culture of professional learning and growth is crucial for 

increasing the potential of all teachers”. And “a strong belief in the ability of a teacher to do his 

or her job is crucial for the success” (Kirby, 2011, p. 33). The concept of organizational learning 

culture encompasses the determinants that further promote behaviours like career management, 

career planning, career development, career commitment, and career satisfaction that lead to the 

expected performance. The literature on career related issues, over the last decades, has, 

experienced major changes in both the public and private sectors in developed countries, “but 

literature on developing countries is more limited” (Ababneh, 2013, p. 418). Researchers have 

empirically studied these relationships, mostly in developed countries, and in bits and pieces. 

The current study will be an endeavour to integrate these variables into a single model and then 

test the validity of the model through empirical evidence. 

Research Questions 

The research at hand will try to explore answers to the following questions with the help 

of empirical evidence: 

1. How does organizational learning culture influence employees’ perceptions of career 

planning? 

2. How does organizational learning culture promote employees’ perceptions of career 

management? 

3. How does career planning lead to employees’ perceptions of career development? 
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4. How does career management enhance employees’ perceptions of career development? 

5. How does career development result in employees’ perceptions of career commitment? 

6. How does career development result in employees’ perceptions of career satisfaction? 

7. How does career commitment develop employees’ perceptions of job performance? 

8. How does career satisfaction develop employees’ perceptions of job performance? 

9. To what extent there is a mediation role of career issues between organizational learning 

culture and perceived job performance? 

Research Objectives 

In the extant literature, the concepts of organizational learning and employees 

development with their positive effects on organization and employees performance have 

attracted the attentions of researchers (Baruch, 2004a, 2004b, 2006; Bashir & Ramay, 2008; 

Bates & Khasawneh, 2005; Chaisiri, 1998; Lau & Ngo, 2001; Leana, 2002; Victoria J Marsick & 

Watkins, 2003; P. McDonald, Brown, & Bradley, 2005; Newstrom, 2011; Senge, 2006; Sullivan, 

1999). Despite all these desired changes, researchers (e.g., Baruch, 2006) believe that majority of 

the organizations still perform within a relatively stable environment and apply well established 

strategies for their management, keeping significant share of the traditional systems intact. 

Notwithstanding, the changes that are inevitable for the survival of any organization demand 

positive change approaches to affect them in a way that yield more positive results. This study is 

supposed to investigate these interventions and their interdependence relationships. Career 

development has been made the centre of focus for this study. The current research endeavour is 

supposed to: 

• Explain the centrality of these HR interventions; 
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• Determine the level of awareness of employees and their interest in them; 

• Explain individual and organizational perspectives on career development issues; 

• Assess all the benefits associated with these interventions; and 

• Explain the advantages of an operative organizational learning culture. 

Assumptions of the Study 

The researcher would like to undertake this study with the following assumptions: 

1. The researcher assumes that the issues, which will be discussed in this study, are common in 

the public as well as private sector colleges in the Malakand Division and are of critical 

importance that affects a teacher‘s performance and which consequently affect these 

institutes’ outputs; 

2. The researcher also assumes that the theoretical model and methods which will be employed 

in this study have the potential of modification for replication in any other teaching 

institutions or non-teaching organizations; 

3. The researcher also assumes that the respondents of the study understand the instructions and 

directions completing the questionnaire and will provide information that accurately 

represents their perceptions; 

4. The researcher also assumes that the selected sample utilized in this study is representative of 

the population; and 

5. The researcher further assumes that organizations that have career management and career 

development initiatives will reduce negative feelings like anxiety and frustration among 

employees will ultimately be promoting more positive attitudes toward career progress and 

organizations. 
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CHAPTER 2 

LITERATURE REVIEW 

“For organizations wishing to remain relevant and thrive, learning better and faster is 

critically important” (Serrat, 2008, p. 2). According to researchers (Hurley, 2002; Hurley & Hult, 

1998) OLC  helps organizations to affect the behavior of employees. Researchers (e.g., Joseph & 

Dai, 2009) are of the opinion that organizational culture that has characteristics like group 

cooperation, trust, open communication, employee involvement, constructive participation and 

empowerment are conducive to organizational performance. “Similarly, the literature supports 

that employees and systems can mutually benefit from the career development process, 

reinforcing its relevance as a human resource development function” (K. S. McDonald & Hite, 

2005, p. 421). It is, therefore, expected that if organizations involve employees in career 

development activities, this will increase their level of commitment, and satisfaction that 

encourage performance improvement, stay in organization, accomplishing organizational 

objectives efficiently (Ababneh, 2013). 

This changed behaviour can manifest itself in many ways. In this milieu the importance 

of employees’ career related issues cannot be winked at. However, the concept of career has 

dramatically changed (Sullivan, 1999). Technological inroads have necessitated changes like 

global competitions, mergers, acquisitions, downsizing, customers’ demands etc. (Ababneh, 

2013). The psychological contract of loyalty for job security has drastically changed (Sullivan, 

1999). “These changes at the organizational level have elevated the importance of managing 

people at work, and in particular, the planning and managing of their careers” (Patrick & Kumar, 
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2011, p. 24). Career is no more viewed within the boundaries of a single organization (Arthur & 

Rousseau, 1996). This has introduced the concept of boundaryless career—“a sequence of job 

opportunities that go beyond the boundaries of a single employment setting” (DeFillippi & 

Arthur, 1996, p. 116). This change in employer-employee psychological contract warrants them 

to devise strategies to mould the emerging psychological contract in a way that best serve their 

mutual interests. 

In the light of the changing perspectives on career, the role of organization has been 

intensified in the sense that traditional organizations are required to change their behavior to 

organizational learning culture. Employee career management and career planning are the two 

approaches that lead to employee career development. And an organization that facilitates the 

learning of its members and continuously transforms itself remains competitive in the business 

environment. In such organizations the role of supportive supervisors is of much importance as 

this has a strong impact on career development (Van der Sluis & Poell, 2003). “Traditionally, 

organizations have expected career-development efforts to improve performance, increase 

retention, create a loyal and committed workforce, and support an effective succession plan” (K. 

S. McDonald & Hite, 2005, p. 434). 

Having said all this, there is still a change and a transition. Career success is not a natural 

outcome of career development. It requires commitment on the part of the employee. However, 

the idea of career success has been further upgraded and mounting merely on the hierarchy is no 

longer the sole objective. Inner satisfaction, work-job balance and employee freedom have got 

their ways into the arena (Baruch, 2004a). 
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The Concept of Learning 

Before understanding organizational learning culture as a distinct construct, it is very 

essential to understand what learning by itself is. Learning is a process that starts from 

individuals. Whether it is a learning organization or organizational learning, individuals learning 

process is the very foundation. Therefore, if one wants to understand organizational learning, one 

needs to understand the individual learning process (C. L. Wang & Ahmed, 2002). However, it 

does not mean that individual learning well consequently lead to organizational learning. No 

doubt learning starts from an individual, it is a collectivity of the mind and the body, the 

environment and the individual (Ikehara, 1999). “It is the task of the learning organization to 

integrate individual learning into organizational learning” (C. L. Wang & Ahmed, 2002). 

The concept of learning has developed and evolved over a long evolutionary period. This 

has its roots in psychology. Its application at the organizational level into industrial practices has 

been a development of the 1980s (C. L. Wang & Ahmed, 2002). With the passage of time, 

research in learning got intensified and the process of individual learning started occupying 

central position. In this regard some commonly and most widely recognized and researched 

approaches and theories to individual learning concept are the cognitive theory, behavioural 

theory, gestalt theory, and social cognitive theory, which, in turn, have provide ample space for 

developing a wide range of learning modes. 

These theories have a great role in understanding the concept of organizational learning. 

Each theory explains a distinct aspect of the learning process. For example, cognitive theory 

focuses on mental acts of an individual learner; behavioural theory explains the aspect of 

reinforcement in the learning process; Gestalt theory explains the interaction and relationships 
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amongst physical, mental, emotional and spiritual factors; and, social cognitive theory focuses on 

self-efficacy and social experience. In sum, all these theories contribute to the current practices 

of organizational learning. 

Organizational Learning and Learning Organization 

The two phrases appear to be synonymous in meanings and look as if the word “learning” 

merely changes its position. Though in many instances they have interchangeably been used, 

actually they are not. Örtenblad (2001) talks about the confusion that surrounds these concepts. 

According to him the “two most common ways to distinguish between organizational learning 

and learning organization in existing literature are that learning organization is a form of 

organization while organizational learning is activity or processes (of learning) in organizations, 

and that learning organization needs efforts while organizational learning exists without any 

efforts” (p. 125). According to Ty, Walsh, and Anurit (2010) “the difference is that between 

‘becoming’ and ‘being’” (p. 83). According to Garvin (1993) “a learning organization is an 

organization skilled at creating, acquiring, and transferring knowledge, and at modifying its 

behavior to reflect new knowledge and insights” (p. 80). It has the potential to integrate 

individuals and structure of an organization toward continuous learning and change (Egan, Yang, 

& Bartlett, 2004). Organizational learning refers to “the study of learning process of, within and 

between organizations, largely from an academic point of view”. While learning organization 

refers to “an ideal form of organization, which has the capacity to learn effectively and hence to 

prosper” (Hernaus, Škerlavaj, & Dimovski, 2008; Tsang, 1997). Hernaus, et al. (2008) contend 

that ‘learning organization’ is a ‘direction dimension’ of organization while ‘organizational 

learning’ is a ‘process dimension’ that explains and quantifies learning activities and events. 
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This process, according to Garvin (1993) consists of three overlapping stages—cognitive, 

behavioral, and performance improvement. In the cognitive stage employees are experiencing 

new ideas that develop their knowledge base and thereby start thinking differently. In the 

behavioral stage employees start internalizing the improved insights which alter their behavior. 

While in the performance improvement stage, the changed behavior culminates in some 

measurable improvements in their quality of work, increased market share, better delivery, or 

other tangible gains. Similarly, according to Senge (2006) in a learning organization all 

individuals work together to acquire knowledge and stimulate innovative solutions. Garvin 

(1993) recognizes the existent considerable disagreement regarding the definition, 

notwithstanding, “most scholars view organizational learning as a process that unfolds over time 

and link it with knowledge acquisition and improved performance” (p. 79). Another distinction 

that they made is organizational learning exists naturally and without any efforts while learning 

organization does not naturally but needs effort to be carried out. From this they conclude that 

“all organizations would have organizational learning, but only some would be learning 

organizations” (p. 127). In sum, it can be said that they are two different concepts and carry 

different connotations (Easterby-Smith, 1997; Sun, 2003; Tsang, 1997). 

The role of learning is very critical in developing and promoting organizational 

effectiveness. Continuous learning is very essential for an organization that strives to improve 

itself and gains competitive edge. Organizations have no other option except to grasp this 

ultimate truth that “continuous improvement requires a commitment to learning” (Garvin, 1993, 

p. 78). Such an organization values learning through its inspiring vision and a vibrant strategy 

that support it in achieving the desired vision. Here the role of a committed leadership matters 
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most that clearly communicates the critical nature of learning for efficiency and effectiveness of 

organization. Leadership provides opportunity, motive and means for learning; reason and 

purpose for learning; and the methods, competencies and models required for learning (Serrat, 

2008). Leadership takes the leading role “in creating and sustaining a supportive learning 

culture”. 

The Prevailing Concept of Organizational Learning 

As has been discussed in the previous section, the application of organizational learning 

into industrial practices has been a development of the 1980s; its practices involve a number of 

variables and recognize diversified perspectives on organizational management determining the 

learning outcomes. They include, among others, organizational problem solving ability, 

absorptive capacity, employee participation and involvement, learning environment, etc. (C. L. 

Wang & Ahmed, 2002). Organizational learning research has got intensified; as a result the 

concept has become more complex for practical purposes. To have a clear approach to the 

concept, C. L. Wang and Ahmed (2002), through their extensive literature review identified six 

aspects of the concept. They are: “focus on collectivity of individual learning; focus on process 

or system; focus on culture or metaphor; focus on knowledge management; focus on continuous 

improvement; and focus on innovation and creativity” (p. 9). 

The first focus is related to organizational learning through individual being the sole 

agent in the process. According to this approach this type of learning occurs “when individuals 

within an organization experience a problematic situation and inquire into it on the 

organization’s behalf” (Argyris & Schön, 1996, p. 16). In such situations, individuals happen to 

experience a startling disparity between the actual and the expected results of action. They 
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respond to such disparity through a cognitive process and “further action that leads them to 

modify their images of organization or their understandings of organizational phenomena and to 

restructure their activities so as to bring outcomes and expectations into line, thereby changing 

organizational theory-in-use” (Argyris & Schön, 1996, p. 16). Therefore, organizations, 

according to this approach, are required to essentially value, manage, and enhance the individual 

development of its employees (Scarbrough, Swan, & Preston, 1998). 

The second focus is related to organizational learning through organizations themselves 

being the ‘learning system’. Organizations themselves work as information processing systems 

that have the potential of acquiring, distributing, interpreting, and storing information within 

themselves. 

The third focus is related to the cultural perspective of organizational learning. “Culture 

serves as a sense-making mechanism that guides and shapes the values, behaviours and attitudes 

of employees, and it is through values that behaviour flows and is guided” (C. L. Wang & 

Ahmed, 2002, p. 10). An organization’s culture gives order, and meaning to individuals’ and 

teams’ actions and enables an organization to maximize the utilization of its experience and 

knowledge for establishing and achieving desired goals. 

The fourth focus is related to knowledge management in organizational learning. The two 

concepts are highly correlated. Organizational learning is, broadly speaking; change in 

knowledge and to make this change productive knowledge management is very critical. No 

doubt individual is first step of the learning process and its continuity is highly critical, it is, by 

no mean, sufficient to influence the desired changes in knowledge and financial performance. 
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What is highly needed is “that learning must be captured and embedded in ongoing systems, 

practices, and structures so that it can be shared and regularly used to intentionally improve 

changes in knowledge performance” (Victoria J Marsick & Watkins, 2003, p. 133). 

The fifth focus is related to continuous improvement in organizational learning. In a 

learning culture “people continuously expand their capacity to create the results they truly desire, 

where new and expansive patterns of thinking are nurtured, where collective aspiration is set 

free, and where people are continually learning how to learn together” (Senge, 2006, p. 3). 

The sixth focus is related to innovation and creativity in organizational learning. This 

approach is related to the concept of Total Quality Management. This approach enables 

organizations to put customer first in satisfying their needs (Luthans, 1998; C. L. Wang & 

Ahmed, 2002). There is a correlation between organizational learning and innovation and 

creativity because a learning culture dedicates incremental innovation through effective learning 

mechanisms to achieve competitive advantage. 

Organizational Culture 

To understand organizations it is very essential to understand organizational culture 

theoretically. The number of theorists is so large that sometimes it eludes the reader as to what 

organizational culture really is and it becomes hard to come out with some explicit and specific 

definition. However, they are unanimous about the two facts of organizational culture, i.e., 

organizational culture and that it has definite effects on the workplace behaviour. Some of the 

given definitions are reproduced below: 
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“Interrelationship of shared beliefs, behaviors, and assumptions that are acquired 

overtime by members of an institution” (Conner, 1992, p. 164); 

“A pattern of basic assumptions invented, discovered and developed by a given 

group as it learns to cope with its problems of external adaptation and internal 

integration that has worked well enough to be considered valid and is therefore 

taught to new members as the correct way to perceive, think about, and feel in 

relation to those problems” (Schein, 1992, p. 9); 

The cognitive capability of an organization (R. Hall, 1992); 

"a system of shared values and beliefs that produces norms of behavior and 

establish an organizational way of life" (Koberg & Chusmir, 1987, p. 397). 

To sum up, organizational culture is an invisible force operates within the structure of the 

organization keeps the organization in momentum for adherence to roles. 

Organizational culture is not static. It evolves and develops with the passage of time. 

There are two sources that develop an organization culture. First, organizational culture can 

develop around, the attitudes, beliefs, values and vision of its leaders and managers. They 

prescribe what is expected of their employees and what they value become what the organization 

values. Second, an organization’s experience of resolving the problems that the organization 

endeavour to maintain internal integration and faces to adapting to the external environment 

could make it competitive in the market. To be fully benefited from these sources, an 

organization is required to be committed to its philosophy and purpose, develop its key 
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competencies, and consistency in the competence by attracting, developing, and retaining the 

right HR. 

An organization that has to thrive is required to accept a set of values, attitudes, beliefs 

and practices which are supportive to organization continuous learning. In this regard training is 

considered a critical element in the business strategy. And through continuous learning, 

individuals can re-interpret their world and their relationship to it. In a true learning culture 

organization capitalizes on its strengths, addresses its weaknesses, learns from its experiences, 

and continuously improves upon its business strategies as per market demands. 

Organizational Culture and Organizational Learning 

Organizational culture represents the process how things are done. It is a composite word 

that explains a variety of phenomena and perspectives thereby lacks any universally accepted 

and recognized definition (Rollinson & Broadfield, 2002). It has been up to 1989 that Ott (1989) 

collected approximately 70 different phrases employed to explain organizational culture. 

According to Ott (1989), Jacques (1952) has been the first person who explained this term with 

some elaboration. According to him organizational culture is the traditional and accepted norm 

of dispensing away the tasks of an organization by all its new and old members to promote the 

organization services. Since then the term has got widened its definitional area according to need 

of the hour and the association that the term has with the theory and application. However, it will 

not be out of place to accept Wiener’s (1988) claim that “most researchers of organizational 

culture agree that shared values are a key element in the definition of culture” (p. 534). 
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The variation in definition is because the concept of learning has many levels and is 

academically required to be investigated at diverse levels. This has made organizational learning 

an extensive concept (Rebelo & Gomes, 2008). It is a multidimensional construct that may occur 

at diverse cognitive levels and includes multiple processes (Hult, 1998). Denison and Spreitzer 

(1991) categorizes them in a two-dimensional space (Fig. 3)—flexibility vs. control, and internal 

focused activities vs. external focused activities. These dimensions classify four types of 

organizational culture: group, developmental, hierarchical, and rational. The first type of culture 

values flexibility and change and giving concentration on the internal activities of the 

organization. The second types also values flexibility and change while concentrating on the 

external activities. The third type of culture values is stability and the focus of the organization is 

on the internal activities of the organization. While the fourth type of culture values control and 

the focus of the organization is on the external activities. It is very essential to note that this is 

not, in any way, an exact compartmentalization of different types of culture. There may happen 

that an organization may have different combinations of different culture orientations (Skerlavaj, 

et al., 2010). Similarly, “a high rating on one dimension, e.g. internal orientation, does not 

exclude high rating at the other end, e.g. external orientation” (McDermott & Stock, 1999, p. 

525). In addition, Denison and Spreitzer (1991) warned that unnecessary emphasis or preference 

of any one culture type over the other may cause dysfunctional and the strength of the quadrant 

may even become a weakness. 

According to Robey, Boudreau, and Rose (2000) organizational culture can be explained 

from its five characteristics. They are: (a) organizational learning occurs within an organization; 

(b) it is a process not a structure; (c) it can occur both intentionally and unintentionally; (d) it 
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requires organizational memory repositories and mental models; and (e) it guides organizational 

actions. For Lopez, et al. (2005) organizational learning is “a dynamic process of creation, 

acquisition and integration of knowledge aimed at the development of resources and capabilities 

that contribute to better organizational performance” (p. 228). 

Organizational learning is not a one-time HR intervention. It is a process and 

understanding this process along with its diverse dimensions is very important. To establish this 

importance, Kandemir and Hult (2005) give three reasons. “First, this understanding provides 

explanation about the very foundation of the organizational learning culture. Second, it explains 

the effects of the organizational climate on the formation of an organizational learning culture. 

And finally, it provides a logical link from innovation-specific consequences to organizational 

learning culture” (p. 432). According to them this process is “a four-stage process that includes 

information acquisition, information dissemination, information interpretation, and 

organizational memory” (p. 432). These interconnected processes, held at organizational level, 

provide direction to individuals’ behaviour. 

At the cognitive levels, learning has two dimensions—adaptive learning and generative 

learning (Senge, 2006). The former is a single-loop learning that involves modifications in 

strategies of actions to maintain performance, keeps organizational norms and values intact. 

While the latter is a double-loop learning requires changes and modifications in the strategies of 

action as well as necessary modifications in organizational norms and values. It has to be noted 

that each organization has peculiar experience, skills and insights. Organizations that have long-

term policies never restrict their operation to any single dimension. However, the real test of 

organization is the very way they adapt to collect and process information. And “how 
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organizations obtain information, recognize it as potentially useful, and process it contribute to 

our understanding of organizational learning” (Kandemir & Hult, 2005, p. 436). 

Each organization has a peculiar structure, management style, etc., (Ferguson & 

Ferguson, 2000) and operates within its knowledge demands. This gives different environment to 

that organization and requires different specialization. The central feature, from learning point of 

view, is that if an organization’s culture values “learning, and its structure is such that the actors 

within the organization can transmit knowledge, then human resources are more likely to feel 

empowered to learn” (Joseph & Dai, 2009, p. 244). Such knowledge-oriented culture motivates 

and challenges individuals to share their knowledge across the organization. Consistency in such 

a culture is determined by the structure, management style, and operating strategy of that 

organization. 

Organizational Learning Culture 

In the present economy, innovation, globalization, and technology have subjected 

business environment to an incessant flux. An organization that wants to survive in such a 

business culture is required to process information in the best possible effective way to create 

information and knowledge (Hernaus, et al., 2008). This has left organizations with no option 

except to promote a culture that values the development of “their core competencies and sustain 

their competitive advantage” (Hsu, 2009, p. 1). Among these competencies knowledge 

generation and dissemination have been termed more critical (Wilson & Cattell, 2005). This 

warrants organizations to be more proactive towards finding effective methods which could be 

supportive in the nourishment of a culture that puts high value on knowledge generation and 

dissemination. 
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The concept of organizational learning has been in business literature from more than 

forty years (Y. L. Wang & Huang, 2013). However, it got popularity in the 1990s and has widely 

been defined and discussed in the extant literature since then (Bapuji & Crossan, 2004; Crossan 

& Guatto, 1996; Senge, 2006). The base of the concept has expanded in all the three dimensions: 

conceptual, theoretical and empirical (Lipshitz, Popper, & Friedman, 2002; Y. L. Wang & 

Huang, 2013). There could be many factors behind this expansion which, among others, include 

technological advances, inroads of globalization and fast pace of the growth of multinational 

companies (MNCs) in the 1990s (Chiva & Alegre, 2005; Dodgson, 1993; Y. L. Wang & Huang, 

2013). The concept has engaged the attention of the academicians from many disciplines in the 

theoretical domain and also that of the policy makers and consultants from the business world 

due to its practical implications (Chiva & Alegre, 2005). The understanding of the concept has 

the potential of providing practical insights for organizations to be responsive to the uncertain 

and fluctuating business environment (Dodgson, 1993). It is ‘‘a process through which managers 

try to increase organizational members’ capabilities in order to better understand and manage the 

organization and its environment” (G. R. Jones, 2000, p. 472). It is through this very 

understanding, organizations learn how to deal with business crises, improve their performances 

and re-adjust through the learning process (Y. L. Wang & Huang, 2013).  

Organizational learning has been found a multidimensional and complex construct with a 

myriad of definitions that cover broad ideas in describing the phenomenon (Argyris & Schön, 

1996; Crossan, Lane, & White, 1999; Easterby-Smith, 1997; Tsang, 1997). According to Senge 

(2006) it is an ongoing “testing of experience and its transformation into knowledge available to 

the whole organization and relevant to their mission”. It is considered a complex process that 
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develops new knowledge and has the potential to affect employees’ work behaviour (Huber, 

1991). This complex process is a blend of four processes: acquisition of information, distribution 

of information, interpretation of information and organizational memory. While for Argyris and 

Schön (1996) organizational learning, emerges with the acquisition of information (knowledge, 

understandings, know-how, techniques and procedures) of any kind and by any means. Garvin 

(1993) believes that well-developed organizations are not only good at creating, acquiring and 

transferring knowledge, they are good at modifying behaviour to reflect new knowledge and 

insight. However, Bates and Khasawneh (2005) has offered the most comprehensive definition. 

According to them organizational learning culture is: 

“reflected by an organization-wide pattern of values and beliefs about the 

importance of learning, its implementation and dissemination. These values and 

beliefs are based on observable, salient work context factors such as norms 

associated with creativity and innovation, human resource practices that support 

ongoing employee development, and managerial practices that facilitate efforts 

directed at change and innovation” (p. 99). 

Organizational learning, being a multidimensional process, focuses on individual and 

organizational behaviour change, and knowledge development (Skerlavaj, et al., 2010). 

Organizations with strong learning culture are supposed to be good at acquiring, creating and 

transferring knowledge, thereby promote an overall behaviour modification (Garvin, 1993; 

Murray & Donegan, 2003). It is of prime importance for learning organizations to first collect 

information, understand its significance, transform it into knowledge, and then employ that 

knowledge “for behavioral and cognitive changes–in order to convert words into actions” 
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(Skerlavaj, et al., 2010, p. 6392). For Lopez, Peon, and Ordas (2005) “the goal of organizational 

learning culture is an exchange of valuable knowledge leading to innovation, improved 

performance, and sustained competitiveness” (p. 230). 

In a learning organization, the core premise is the collectivity of efforts which are made 

to accomplish the set goals of the organization through the continuous capacity development of 

its members. However, formal training is insufficient to achieve this development, it requires, 

according to Senge (2006), innovative and expansive patterns of thinking. This expansive and 

innovative pattern of thinking has been explained by Vecchio, Hearn, and Southy (1997). 

According to them it is learning new mental models, learning new emotional patterns, learning to 

act against deep rooted habits, learning to question strongly held assumptions, or learning to 

change our views the way we see the world. And through all these, organization wins 

competitive edge over others. 

To sum up, there are a number of internal factors like knowledge management, teamwork 

structure, organizational feedback system, flexible working process, cross-functional team, 

performance management, employee overall involvement, and reward system, etc., and similarly 

a number of external factors like organizational competition, networking and alliances, etc. that 

contribute to the organizational learning process. 

Organizational Learning Culture and Innovativeness 

Change is a difficult phenomenon to affect. However, it is one of the most inevitable for 

survival and sustainability. Organizational learning culture is the main element that promote an 

innovative environment (Joseph & Dai, 2009). Incessant changes in business and technology are 
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threatening organizational sustainability leaving management with the only option of facing the 

challenges (Skerlavaj, et al., 2010). Competitive forces have been forcing organizations to come 

up with innovations in terms of product, service, policy and operation procedures and even 

management strategy (Liao, Fei, & Liu, 2008). Innovativeness is a process that turns 

opportunities into practical use. Such innovations are considered very essential for an 

organization’s growth, long-term survival “and currently play even more crucial role in the 

company’s future to follow the rapid pace of markets’ evolution” (Skerlavaj, et al., 2010, p. 

6390). It has been found that innovative organizations are more profitable and efficient than the 

non-innovators (Mansury & Love, 2008). That is why it is considered an essential competitive 

instrument for firms’ long-term success and survival (Deshpande, Farley, & Webster, 1993). To 

affect these roles organizations must have cultures that put high values on innovative behaviour 

and stimulate individuals’ engagements in such behaviours. Keeping this perspective in view, 

Skerlavaj, et al. (2010) consider innovativeness a combination of two interconnected constructs, 

i.e., innovative culture and innovations. 

Innovation brings new knowledge and organizations that have high level of innovation 

capability will have the same response from the environment thereby increasing their capabilities 

required to consolidate competitive advantage and to improve organizational performance 

(Calantone, Cavusgil, & Zhao, 2002). This necessitates the need for improving the innovative 

culture of the organization which may motivate the individual employees to search new ideas, 

products, services or processes (Skerlavaj, et al., 2010). 

Researchers (e.g., Forcadell & Guadamillas, 2002) are unanimous in the contention that 

organizational factors like structure of the organization, management styles, leadership style, 
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knowledge management system, and above all, a  structural fit, are very essential for any 

successful change initiative; there hardly exists any common ground opinion regarding the 

suitability of any specific type of organizational culture that could be considered the most 

appropriate for the desired business change and innovativeness. It depends on the sustainability 

levels and its successful operational strategy to the extent that even a pluralist organization can 

implement diverse, even opposite culture types, in harmony (Prajogo & McDermott, 2005). The 

challenge here for managers is as to which type of culture or combination of culture types is the 

best one for affecting innovations. This question has been addressed by Skerlavaj, et al. (2007) 

who suggest that organizational learning culture that combines all four cultural types (Fig 3) 

could be the best one. To sum up, “organizational learning culture leads to superior 

innovativeness” (Skerlavaj, et al., 2010, p. 6392). 

One additional caution to note is that culture is not a mere combination of norms and 

values. It is a living thing that resides within the people. It is an artifact of how people behave 

and what they believe. According to Tidd, Bessant, and Pavitt (2001) if there happens to be a 

good fit between them, it will enable and reinforce innovative behavior. And if there happens to 

be contradiction between the innovation and the cherished beliefs (e.g. restricting 

communication, stringent bossism, stressing hierarchy) then it is likely to act as a brake on 

creativity and innovation. Because almost all process innovations require major changes in “the 

way we do things around here”, therefore, managing cultural change successfully and 

overcoming resistance to innovation need to be carefully tackled. 
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Organizational Learning Culture and Individual 

Though “organizational literature makes it clear that individual learning alone is not 

enough to effect learning across the system” (V.J. Marsick, 1993), the fact remains intact that 

individual is the core unit of any organization. Organizations can only learn when individuals use 

and share ideas, practices, and thinking with one another.  In this way organizations are benefited 

when individuals are provided with a wide range of learning opportunities (Watkins & Marsick, 

1993). Therefore, organizations are required to be sensitive about this crucial fact. 

“Organizations often expect that learning and knowledge creation will take place continuously 

for individuals and that they will share what they know in ways that promote learning in groups 

and throughout the organization” (Victoria J Marsick & Watkins, 2003, p. 132). However, 

knowledge is tacit and personal know-how resides in individuals and is not stored within an 

organization (Drucker, 1999). This is a significant reality and a very challenging one, 

“particularly significant in today’s workplace where employees may frequently change jobs or 

hoard what they know because they feel sharing knowledge could be detrimental to their own 

success” (Victoria J Marsick & Watkins, 2003, p. 133). In such a situation when an individual 

leaves an organization, it is a loss of tacit knowledge and causes discontinuity in the learning 

process which can hardly be substituted promptly with new recruits. It is not sufficient for 

organizations to be content for uninterrupted individuals’ learning, they should build 

organization’s distinct quality in supporting, encouraging, and making use of learning. 

Importantly, organizations should realize that it is one of the good practice to invest in promoting 

and rewarding learning (Victoria J Marsick & Watkins, 2003). 
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What is a Career? 

Career is a multi-faceted concept and has vastly been subjected to the environmental 

changes, therefore, researchers have defined it from various dimensions. According to Sullivan 

and Baruch (2009), earlier, researchers used to explain careers in terms of the existing 

relationship between the employer and employee. But, recently, that has been changed to a more 

broad definition. They agree about the disagreement among the scholars for a common definition 

of career. Keeping in view all these realities, they provide a comprehensive definition for the 

concept. According to them this definition covers both physical movements across various jobs 

and organizations and interpretation of the individual’s job perception of career events and 

outcomes. They believe that career is “an individual’s work-related and other relevant 

experiences, both inside and outside of organizations, that form a unique pattern over the 

individual’s life span” (p. 1543). By simple definition, career is “the pattern of work-related 

experience that spans over the course of a person’s life” (Greenhaus, Callanan, & Godshalk, 

2009). It is an individual’s progress and actions related to their occupations and which provide 

continuity, order, and meaning throughout their lifetime. Career need not be restricted to the 

narrow meaning of current position that an individual holds rather it covers all those jobs held, 

work accomplished, and titles earned throughout occupational life. It does not refer to a single 

job, rather it encompasses an attitude, a process, behaviour, etc. in the work life of an individual 

to affect career goals. Individuals make decisions about their education, family, work and other 

life roles and create career patterns for themselves. Notwithstanding, career belongs to an 

individual, it “will be planned and managed for the individual by the organizations…. Careers 

are, to a certain extent, property of organizations, and managed by them as part of HRM”  

(Baruch, 2004a, p. 3). In some cultures employees prefer to stick to one job during their career, 
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in others they prefer to change jobs frequently. The reasons why individuals change jobs 

frequently or enter particular occupations vary and depend on the importance they place on 

interests, values, abilities and personal style or external influences, such as labor market trends or 

parental expectations. 

Perspectives on Career: Individual vs. Organizational 

Different perspectives, like individual or organizational, on career can have different 

meanings for career planning and career management. For example, Gutteridge (1986) looks at 

career management from individual perspective and considers it as a process by which an 

individual develops, implements, and monitors career goals and strategies. Much of the career 

literature, prior to 1990s has focused on this perspective. However, according to Baruch (2004a) 

in the early 1990s there appeared to be a shift in the focus from individualism to collectivism. 

And Gutteridge, Leibowitz, and Shore (1993) have earlier noted this radical shift from individual 

to organizational perspective. Again by the imperatives of the modern trends in favour of 

individualism against collectivism, there is a tilt back in the favour of individualism (Baruch, 

2004a). Individuals should take the responsibilities of catering to and building their own careers, 

instead of entrusting it exclusively to the organizations. Still he favours the organizational 

proactive role and suggests that organizations should take a leading role in planning and 

managing individuals’ careers with a radically different approach. It “is more than a single job, a 

single position, or a single role. It is a developmental process of progression. The individual and 

the organization share duties and responsibilities, both are equal partners in the game” (Baruch, 

2004a, p. 11). However, while organizations are working out on designing practices compatible 

to the external work environment (Inkson & Baruch, 2008), individual employees have their own 
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desires regarding their careers… “and are adapting to a more transactional employer-employee 

relationship and taking more responsibility for their own career development and employability” 

(Sullivan & Baruch, 2009, p. 1543). Keeping all the necessities of the modern organizations, 

Kilimnik, et al. (2011) contend that careers are currently becoming the responsibility of the 

individuals and that they are required to be well aware of their values and goals in life and 

career, developing the needed skills to achieve these goals. 

The Changing Nature of Careers 

“The way we view careers has dramatically changed” (Sullivan, 1999, p. 457). Careers 

were, once, considered a linear progress within the boundaries of one or two organizations. 

Similarly, career success was supposed to be defined by an organization and was measured by 

increase in salary and promotions (D. T. Hall, 1996). And, according to Sullivan (1999), much of 

the empirical research, with a little bit exception, revolved around this traditional model. It was 

because of the supportive organizational structures that the traditional approach to career 

remained in vogue. This has been challenged by some environmental factors like gigantic and 

rapid advancements in technology (Howard, 1995), organizational restructuring (Miles & Snow, 

1996), unprecedented global competition (Rosenthal, 1995), downsizing, demographic diversity, 

alterations in psychological contracts (E. W. Morrison & Robinson, 1997) older workers’ 

reconsideration of their career paths (Sullivan & Baruch, 2009), the return or postponement of 

the  retirement plans after a period of retirement because of the pressing financial problems 

(Johnson, Soto, & Zedlewski, 2008), the mass layoffs that has caused rise in the “forced 

entrepreneurship” (Richtel & Wortham, 2009), and individuals’ own changing career attitude 

and behaviours in response to factors like changing family structure, increasing life spans, 
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development and growth, individuals own desires of managing their own careers instead of 

leaving it to the organizations (Sullivan & Baruch, 2009).  The old psychological employment 

contract of loyalty for job security has changed for a new one that is characterized by individuals 

exchange performance for marketability and continuous learning (Sullivan, 1999). Literature on 

careers recognizes the change from traditional careers to new career conceptualizations like 

protean and boundaryless perspectives as these concepts encompass the realities of a changing 

scenario (Enache, González, Castillo, & Lordan, 2012; Varshney, 2013). 

According to Morrison and Robinson (1997), these developments in the employee-

employer relationships have greatly affected employees' psychological contracts in two ways. 

First, the traditional job security and organizational rewards for loyalty and good performance 

have become the talks of the past which has created a blurred atmosphere of “what employees 

and organizations owe one another” (p. 226). Second, the ensuing state of uncertainty and 

turbulence has made it hard “for organizations to fulfill all of the obligations that they make to 

employees” (p. 226). Resultantly, many employees have developed a negative perception of 

organizational failure of complying their psychological contracts—a belief of psychological 

contract violation. Understanding this violation is very important because such experiences can 

have serious implications both for the individuals and organizations. Theses experience can 

negatively affect employees’ trust, levels of job satisfaction, their obligations to their 

organizations, and intentions to remain, may lead to litigation, retaliation, or aggressive 

behaviour (E. W. Morrison & Robinson, 1997). 

Researchers (Forret & Sullivan, 2002; K. S. McDonald & Hite, 2005) contend that it is 

the change in the nature of work that has caused three leading moves in “the transition from 
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organization-based to boundaryless careers”. The first transition is the change from monetary 

rewards and job status to work-life balance and other personal interests. The second transition is 

the change from “development of organization-specific skills to acquiring transferable skills that 

can move with the individual as individual transitions from one system to another” (K. S. 

McDonald & Hite, 2005). The third transition is the change from an individual’s loyalty to a 

single organization towards a more professional commitment that could help the individual in a 

“broad-based portable network”. 

Employability and marketability is connected with an organization’s commitment 

towards training and development which “reflects employees’ beliefs about the organization’s 

commitment to improving their competence and enhancing their marketability, both internally 

and externally” (Lee & Bruvold, 2003, p. 983). This will enable employees to find good jobs if 

the current organization does not need their services, and, at the same time, organization will not 

be bound to any lifelong employment obligations; while, in return, employees are expected to 

exert maximum effort and be flexible (Baruch, 2004a). It also “offers the organization a 

competitive advantage – by providing continuous learning for employees to develop current 

skills and gain new ones, which they can then adapt and, in turn, perform effectively” (Lee & 

Bruvold, 2003, p. 983). 

Recognizing the environmental realities, researchers have started to examine careers 

beyond the boundaries of a single organization. Individuals prefer boundaryless career over the 

traditional career model with a single or, mostly, with two organizations. Boundaryless career, 

according to DeFillippi and Arthur (1996) is “a sequence of job opportunities that go beyond the 
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boundaries of a single employment setting” (p. 116). The concept related to the boundaryless 

career has now become the norm (Sullivan, 1999). 

Sullivan (1999, pp. 464, 465) examined a number of empirical studies on six types of 

career experiences: “(1) experiences across organizational boundaries; (2) experiences across 

occupational boundaries; (3) experiences across the boundaries between roles; (4) changes in the 

meaning of employment relationships; (5) network relationships; and (6) experiences across 

boundaries within roles”. Sullivan (1999) does not agree with the terminology of boundaryless 

career and terms it a misnomer. Though she agrees with the changing pattern of careers, she 

contends that even within the changing world there are systems and systems need boundaries. 

Although the concept of boundaryless career has affected academicians’ and researchers’ 

thinking about the issue, there is a general call for more clarification and conceptualization of the 

issue (Inkson & Baruch, 2008; Sullivan, 1999; Sullivan & Baruch, 2009). In this regard, Sullivan 

and Arthur (2006) explained a number of relative and possible obstacles or “boundaries”, like 

cultural differences, gender discrimination, individual competencies, to the concept of 

boundaryless career. They contend that women have higher psychological mobility compared to 

men while men have higher physical mobility compared to women. 

In sum, the literature around this approach is only recognizing the fact that boundaries 

have become permeable. Therefore, she concludes her research by suggesting that instead of 

using the term boundaryless careers, the researchers should “use the term “protean career”. 
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Career Planning 

Business has become globalized wherein changes have become the permanent feature on 

daily basis. These changes include downsizing, restructuring, acquisitions and mergers, 

technological advancement, etc. to cope with (Appelbaum, Ayre, & Shapiro, 2002; Baruch, 

2004b; Greenhaus, et al., 2009). These ever changing demands have elevated the importance of 

people’s management, particularly the planning and management of their careers (Baruch, 

2004b) which warrant both organizations and individuals to devise proper planning and 

strategies to cope with uncertainties that surround these changes. At the same time the 

unprecedented speed and growth of knowledge, exceptional increase in training and development 

programs and the pervasive increase in job opportunities are some of the challenges that have to 

be coped with. These developments cause “a sea change in the shape of careers” (Baruch, 2004a, 

p. 2). This changed world of work does not have any stable employment with the same 

organization which has changed individuals’ as well as organizations’ perspectives on career 

planning. “These have wide implications for the management of people at work, and in particular 

the planning and managing of careers”. Because the basic purpose of planning is to have targeted 

and focused strategies (Granrose & Portwood, 1987). Resultantly, career planning has assumed 

greater significance. 

It is believed that investment in proper career management and career planning culminate 

in career development (Adekola, 2011). Career planning and development efforts on the part of 

the organization depend on the organization’s own approach of affecting and molding the 

behaviour of its workforce (Martin, Romero, Valle, & Dolan, 2001). A well-formulated and 

developed system benefits an organization in many ways. One of the most common one is, it 



34 

 

 

enables an organization to effectively and efficiently manage its human capital in terms of 

organizational staffing and promotion in accordance with the aspirations, skills, and experience 

of its workforce vis-à-vis organizational needs. It also enables an organization to have some 

workable system regarding employees’ succession and compensation. Effective promotion and 

succession planning help organization to attract, motivate, and retain workforce (Kapel & 

Shepherd, 2004; Thite, 2001). 

From an individual perspective career planning is a well calculated and purposeful 

process of awareness regarding the self, choices, opportunities, constraints, consequences and 

career related goals (D. T. Hall & Katzell, 1986). It is an initiative where individuals control their  

career and make informed choices about their choices of their respective organizations, 

occupations, job assignments and self-development. It is a process wherein individuals determine 

their skills, knowledge, abilities, interests, and values and considers which options  

“fit” them, and set goals and are responsible to establish plans to achieve the planned 

expectations (Leibowitz, Farren, & Kaye, 1986). However, all these definitions and explanations 

will hardly have any meaning unless they are undertaken within the boundaries of an 

organization. It will be an organization that can assist individuals through many means to put 

into practice all the career development initiatives. Organization can provide career planning 

tools, workshops, vocational counseling, career resource centres. With the help of these, an 

individual gets guidance in conducting self-assessment, analyzing and evaluating career options 

and preferences, (Appelbaum, et al., 2002; D. T. Hall & Katzell, 1986; Leibowitz, et al., 1986). 
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Career Choice 

Researchers on careers unanimously agree on the changing nature of the 21st century 

workplace. This includes a drastic change in approach toward career choice. Once it was a static, 

one-time decision but now it has been widely recognized as a dynamic process of career 

construction and ongoing adjustment (Price, 2009). From organizational point of view 

recruitment and retention of professions are very critical issues. Knowing the factors—personal, 

organizational and situational, many of which are unpredictable (McIlveen & Patton, 2006)—

that affect individuals’ career choice has, thus, become an essential component of recruitment 

and retention strategies. That is why the concept of “career choice has been studied for almost a 

century and despite a recent proliferation of research in this area, the most frequently cited 

theories on career development were developed 50 years ago” (Price, 2009, p. 269). These 

theories took into account different perspectives like development, social-cognitive, personality 

and person–environment fit to explain the concept. Though these theories have empirically been 

found significantly beneficial both for organizations and individuals (McIlveen & Patton, 2006), 

these are not reflective of the expectations and distinct experiences of the modern professional 

(Price, 2009). Therefore, “future career choice theories need to be responsive to the changing 

environment of 21st century workplaces by focusing on the process of career construction and 

adjustment during times of career change”  (Price, 2009, p. 269). 

Career Management 

A lifelong process of career planning that involves setting and choosing one’s career 

goals, and devising strategies to achieve them. This process helps employees in making them 

aware of their values, interests, strengths, and weaknesses; become aware of the opportunities; 
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identify career goals, and establish action plans to achieve these goals. It represents the 

organizational perspective in the career development process (R. F. Morrison & Hock, 1986). In 

this ongoing process either individual employee alone, or in concert with the organization’s 

career system, prepares, implement and monitor career plans and strategies (Greenhaus, et al., 

2009). This process involves “career exploration, development of career goals, and use of career 

strategies to obtain career goals” (Patrick & Kumar, 2011, p. 25). For Barnett and Bradley (2007) 

it is the collectivity of behaviours that individuals have to accomplish their career goals. 

According to them these behaviours are intentional actions that individuals initiate and intervene 

with the purpose that they will lead them towards desired direction, rather than responding 

passively to an imposed change. 

From organization perspective, Arnold (1996) describes it as a series of formal activities 

that organizations designs and manages with the purpose to affect the career development of its 

workforce thereby improving organizational effectiveness. For Orpen (1994) it is the collectivity 

of activities that includes various practices and policies, “deliberately established by 

organizations, to improve the career effectiveness of their employees”. In career management, 

organization’s role manifests when it attempts to match individual’s capabilities and interests 

with organizational opportunities through planned programs that encompass various activities 

like effective career systems, employee counseling, job rotation, employee workshops, job 

enrichment, career progression ladders, and with on and off the job training assignments (D. T. 

Hall & Katzell, 1986). These activities are designed to get benefits both for the individual 

employee and the organization. And that is why some researchers (e.g. L. Cohen & Mallon, 

1999) are against any strict demarcations between the two career approaches. Similarly, 
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Lazarova and Taylor (2009) report that some employees develop their careers within the 

boundaries of the organizations and their careers development are affected by the existing career 

management systems, while some others decide to develop their careers in multiple 

organizations. It is essential for individuals to be aware of the organizational plans for them. This 

will positively affect their participation in the career management programs (Granrose & 

Portwood, 1987). “Hence, career management requires initiative from both organizations as well 

as individuals in order to provide maximum benefit for both” (Patrick & Kumar, 2011, p. 24). 

Researchers classify career management activities into formal activities and informal 

activities. The former group includes activities like former career planning, training programs, 

personal development plans, etc. while the latter includes activities like networking opportunities 

and employee mentoring. As diversity is becoming the norm of the modern organizations, to 

accommodate employees with different orientations, organizations are required to customize 

their HR practices (Fenwick, 2007). These career related HR practices nourish positive attitude 

and behaviour like commitment among the employees (Sturges, Guest, Conway, & Davey, 

2002). And when these practices happen to meet employees’ pre-joining expectations, they 

culminate in many positive outcomes. Perceived organizational support strengthens the 

employees’ beliefs and trust of organizational care regarding employees’ needs and goals. These 

attitudes have been found negatively related to absenteeism and turnover intentions and 

positively related to commitment and job performance (Kraimer, Seibert, Wayne, & Liden, 2003; 

Rhoades, Eisenberger, & Armeli, 2001; Van, 2004). 

Career management is a joint venture that requires inputs from both the individuals as 

well as organizations in order to get the optimum benefits for both (Adekola, 2011). In other 
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words, with appropriate career management, individuals expect to reap the result of such 

investment by attaining career development and organizations by improved effectiveness. Career 

management practices provide the required support for the development of knowledge, skills, 

and behaviours essential for the success of the individuals. 

Career Management Model 

Career management is the collectivity of certain activities. Greenhaus, et al. (2009) 

presented a model of career management that highlights a sequence of activities. The model has 

taken into account a number of factors like opportunity, information, support from workforce, 

family, and other such societal institutions. The model presents a pattern of tentative activities 

that are expected to accrue some desirable outcome with the assumption that the pattern of 

activities is not exclusive in sequence and, therefore, individuals may deviate or exclude certain 

activities. The model includes: 

Career exploration: pertains to information collection about career and the environment; 

Knowledge of the self and of environment: SWOT analysis of the self and awareness of 

the business environment; 

Goal setting: setting and designing the goals in concord with work expectations and personal 

values; 

Strategy development: after goal setting, one needs to develop a pragmatic strategy for 

accomplishing the set goals; 

Strategy implementation: the developed strategy is required to be implemented; 
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Feedback from work and non-work sources: individuals may miss out some aspects which 

may be essential, therefore, feedback from work and non-work sources is necessary; and 

Career appraisal: career related activities are required to be evaluated against the set 

targets. This will be like controlling in management. 

Organizational Career Management Support and its Negative Outcomes 

Though career management programs are designed and implemented to win over 

employees’ positive attitude and behaviour and to improve organizational efficiency, such 

programs do not absolutely produce the desired and expected outcomes. These programs may, 

sometimes, cause negative outcomes for both employees and organizations. For example, first, 

instead of increasing opportunities for career advancement, a career management program may 

promote competition among the employees (Granrose & Portwood, 1987). Second, such 

programs may increase employees’ aspirations, which may outnumber the fewer available 

opportunities. Resultantly, expectations turn into disappointments. Consequently, employability 

orientation among the employees may increase and they may seek opportunities outside the 

organization to justify the effort they have expended (Granrose & Portwood, 1987). 

Third, there is also a fear of raising individuals’ aspiration to some unrealistic levels. This 

means that there may be a mismatch between the rising levels of expectations and the 

concomitant levels of advancement in an organization (Chew & Girardi, 2008). Fourth, 

employees may not be in concord with the career management programs of the organization 

because they may perceive a mismatch between their career plans and the available opportunities 

in their current organizations. Fifth, organization’s insufficient commitment or preparation in 
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implementation has at times resulted in misleading and ineffective programs and a backlash 

caused by employees' unmet expectations (Granrose & Portwood, 1987). Lastly, the uncertainty 

that surrounds future employee-employer relationship, employees have a biased approach in 

rating their future prospects. 

Career Self-Management 

Career self-management by definition is “the degree to which one regularly gathers 

information and plans for career problem solving and decision making” (Quigley & Tymon Jr, 

2006, p. 523). The nature of the present jobs is changing that brings different concepts like 

protean career and boundaryless careers into academic discussions (Park, 2010). With these 

changes “there has been a shift of the responsibility for careers from employers to employees”  

(Raabe, Frese, & Beehr, 2007, p. 298). The changing nature of work is causing change in 

organizational life from which researchers concluded that it has become “unpredictable or even 

chaotic” then “career self-management may be the only way to navigate through a turbulent 

world” (Z. King, 2004, p. 113). The relationship based on psychological contract between an 

employee and employer has drastically changed. A number of responsibilities have been 

transferred to individual to take care of their employment life. The concept of career self-

management is one of those responsibilities that has an individual has become responsible to take 

care of. This is because the organizational life has become unpredictable or even chaotic, career 

self-management is becoming the only way to navigate through such a turbulent world. 

Individual is responsible to take necessary initiatives for setting career goals and work out 

appropriate strategies to achieve them.  
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These two concepts have been grouped into subjective career success which has become 

a construct of considerable interest to career scholars (Park, 2010). Career success (career 

satisfaction) is being assessed subjectively for two reasons. First, in the absence of any absolute 

criterion for career success evaluation, personal evaluation based on employees’ own particular 

criteria seems valid. Second, an employees’ career success evaluation by another appears 

improper (Park, 2010). 

In both these concepts the role of individuals’ control of their career has got prominence. 

In this regard Raabe, et al. (2007) guide individuals to address two issues: first, to get engaged in 

different activities that may enhance their control over their careers, and, second, for their career 

building they should clarify and understand the role and importance of active career self-

management. According to them control means “that individuals steer their own activities in 

correspondence with some goal” (p. 298). To explain these concepts they propose two models. In 

the first model they explain how individuals’ career control increases career self-management 

through self-knowledge and goal commitment, which, in turn affect plan quality. In the second 

model they explain “how implementation of active career self-management behaviors affects 

career satisfaction, directly or through feedback variables from the organizational environment” 

(p. 298). 

The above discussion may not be treated with absolutism. Organizational career 

management is an organizational way of planning and managing individuals’ career. While in 

career self-management individuals control planning and management their careers. 

“Organizational career management and career self-management are not mutually exclusive; 

indeed the former may help to promote the latter” (Sturges, et al., 2002, p. 732). These 
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researchers contend that the best way of managing careers is through reciprocity. This reciprocal 

relationship promotes a working atmosphere wherein employees are both committed to the 

organization as well as take the responsibility of manage their own careers. An individual’s this 

behaviour benefits both the employee and the employer. 

Career Success and Social Capital Theories 

Career success has been defined by many researchers differently. Therefore, Hofmans, 

Dries, and Pepermans (2008) suggest that before conducting research on career success, it is 

imperative to consider the issues of definition and measurement. Mostly, this construct is 

subdivided into two: subjective and objective career success. The former is a peculiar evaluation 

that an individual makes of their own career and which some vocational psychologists use as a 

synonym for career satisfaction, while the latter talks about some commonly observable 

indicators like promotion, pay, etc. and is used as synonym for career success (Hofmans, et al., 

2008). Anyway, collectively, “career success is an outcome of a person’s career experiences” 

(Arthur, Khapova, & Wildrom, 2005, p. 179). It is the “accomplishment of desirable work-

related outcomes at any point in a person’s work experiences over time” (p.179). This definition 

includes both the subjective and objective aspects of the success. Employees are social animals 

and success of any type is an attribution of the social structure they live in. Social capital plays a 

very crucial role in such success. Social capital, according to Coleman (1990), is any aspect of 

social structure that facilitates the actions of individuals or communities, generated by networks 

of relationships, trust, reciprocity and social norms, and creates value and within that social 

structure; and that this capital is created when individual’s skills and capabilities become 

instrumental in facilitating human actions. Social capital includes two factors: the networks of 
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affiliation that individuals belong to (e.g., family, friends, professional colleagues, etc) and the 

informal behaviour that establishes, maintains, and uses those networks. 

The three main social capital theories pertaining to career success are: a) Granovetter’s 

Weak Tie Theory; b) Burt’s Structural Holes Theory; and c) Lin’s Social Resources Theory. The 

key explanatory variables regarding their effects on career mobility, in all the theoretical 

concepts, are greater access to information, resources, and sponsorship (Seibert, Kraimer, & 

Liden, 2001). The first theory deals about the strength of the social tie of an individual which 

s/he employs for job search. According to the theory such ties are strong within the social clique 

and weak outside this clique. The founder of the theory contends that weak ties (outside the 

clique) are more beneficial in terms of information regarding job openings compared to the 

strong ties (inside the clique). The second theory of social capital talks about the pattern of 

relationship among the ‘alters’ (an alter is a person who is tied to the focal person-ego-who is 

supplying the data) in the social network.  According to this theory a structural hole is the lack of 

connection between two alters.  Burt (1992) believe that it is beneficial for the ego to be 

connected to many alters in the ego's network. Burt further elaborates that a rich network is one 

that has many holes. This rich network is beneficial for an individual in three ways: a) it provides 

timely access to unique information; b) provides stronger bargaining power; and c) better 

visibility and career opportunities in the exiting social system. The third conceptual framework 

regarding social capital talks about the existing resources within a network. According to this 

theory it is “not the weakness of a tie per se that conveys advantage (nor, by extension, is it the 

bridging property of weak ties), but the fact that such ties are more likely to reach someone with 

the type of resource required for ego to fulfill his or her instrumental objectives” (Seibert, et al., 
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2001, p. 221). And an alter who controls resources is essential or useful for the achievement of 

the ego's goals is a social resource. For example, individuals (alters) who provide support and 

career development advice are the appropriate social resource when considering an individual’s 

(ego) pursuit of instrumental career goals (Seibert, et al., 2001). 

The three conceptual approaches towards social capital and their relationship with career 

have been found to be an academic controversy. However, Seibert, et al. (2001) believe that 

integration of these conceptualizations is possible. Therefore, they presented a social capital 

model that incorporated all the three approaches. The results of their study confirmed that social 

capital is related to three career constructs, i.e. current salary, career satisfaction and promotions 

over an entire career. 

All said, career success is neither a smooth sailing nor easily achievable. There are some 

potential negatives of protean and nontraditional careers. The objective and subjective 

perspectives have too many different meanings for the individuals. At its face value it appears to 

be a source of job satisfaction, some individuals may find themselves lost, upset by the undesired 

changing in the workplace expected behaviour, and even may not have the potential to regain 

their footing (Power, 2006; Sullivan & Baruch, 2009). It is easier for individuals to act 

traditionally. Therefore, individual may not happily accept new career attitudes and behaviors 

(Baruch, 2004a). Similarly, the use of technology may either reduce work/family conflict or may 

increase “an individual’s stress as the boundaries between work and non-work become more 

blurred” (Sullivan & Baruch, 2009, p. 1550). 
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By the same token, individuals may face problems in terms of knowledge being 

considered very essential at the time of hiring by different employers or may face problems in 

swiftly grasping  the organizational culture, norms, etc. in their new work setting in order to 

work efficiently and effectively (Blenkinsopp & Zdunczyk, 2005). Individuals will also face 

problems in managing time and energy to properly handle the increasing mobility and the 

pressing demands imposed by increased learning (Sommerlund & Boutaiba, 2007). The main 

features of the nontraditional career models are individuals’ involvement in the learning process 

and shouldering the responsibility of their own career management, however, these models are 

not clear as to how these objectives could be accomplished (Sullivan & Baruch, 2009). 

Career Development 

“Career development is a field that is becoming increasingly relevant for both employees 

and employers” (Kuijpers, Schyns, & Scheerens, 2006). The definitions of career-development 

vary because of the focus-either individual or organizational (K. S. McDonald & Hite, 2005). 

Career development is a complex process approach that involves organized, formalized, and 

planned efforts to achieve a balance between the individual’s career needs and the organization’s 

work force requirements (Leibowitz, et al., 1986). For McDaniels and Gysbers (1992) it is the 

totality of sociological, psychological, educational, economic, physical, and, also, chance factors 

which shape an individual’s career. It is an ongoing process, having a series of stages and that 

each stage is distinguished from the other by a relatively unique set of themes, issues, and tasks 

(Greenhaus, et al., 2009; Leibowitz, et al., 1986). While D. T. Hall and Katzell (1986) consider it 

an outcome emanating from the interaction of individual career planning and organizational 

career management processes. Gilley, Eggland, and Gilley (2002) have a more comprehensive 
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definition. According to them “career development is a process requiring individuals and 

organizations to create a partnership that enhances employees’ knowledge, skills, competencies, 

and attitudes required for their current and future job assignments” (p. 94). Most of the 

definitions of career development recognize two facts, i.e., it is an ongoing process and 

reciprocal interaction between employer and employee. This means that career development is of 

value for organization and individual. Career development does not mean linear hierarchical 

progression that brings more responsibilities, additional financial rewards, etc. “It is about 

helping employees to become change resilient, more secure in them and their future as the 

organization adjusts to changing market situations. It is about increasing employability that 

broadens the range of potential job roles open to the individual and extends the value of their 

staying with this employer” (Patrick & Kumar, 2011, p. 25). 

According to McDonald and Hite (2005) “the traditional view of organizational career 

development was grounded in the mindset of making a career within an organization and of 

predictable, stable jobs” (p. 420). Major theories regarding this complex process emerged in the 

1950s (Adekola, 2011). Up-to the end of the 20
th

 century research remained focused on career 

development covering career issues on a wider range (Adekola, 2011). However, according to 

Herr and Shahnasarian (2001) these practices of career development have been challenged by the 

emerging world of the present and the future, with the target of finding new paradigms and new 

scientific bases. They contend that this challenging phenomenon has been occurring due to the 

inherent dynamism in the emerging complex global business environment that has been 

drastically affecting individual career choice. They, further, explain that there is a unified 
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approach in the sense as to how to utilize it to guide planned program of career interventions and 

ultimately, to impact on organizational effectiveness. 

Adekola (2011) contends that investment in proper career management and career 

planning enables individual employees to reap the fruits of such investment in the shape of 

career development. Career planning and career development are very closely related concepts 

and reflect an organization’s effectiveness. The success of such initiatives depends on the 

organization’s ability to affect the behaviour of the employees regarding the change from 

traditional approach of passive agents in their career growth and development to a highly active, 

effective, and responsible agents (Martin, et al., 2001). A the same time a thoroughly well-

developed career development system helps an organization to properly manage its HR staffing 

and promotion by matching employees’ skills, experiences, and aspirations to  the needs of the 

organization. It also helps an organization in making informed decisions in matters like 

compensation management and succession planning which, per say, attract, retain and motivate 

the employees, resulting in a more engaged and productive workforce (Kapel & Shepherd, 2004; 

Thite, 2001). That is why Leibowitz, et al. (1986) have very early emphasized its importance and 

warned against considering it a onetime event. For them it should be an ongoing system and is 

required to be linked with an organization’s human resource (HR) structures. 

“Career development is a long term complex process” (Adekola, 2011, p. 101) that is 

continuously changing and growing to reflect the current career realities of individuals and needs 

of organizations and enable them to understand and appreciate the intrinsic durability in this 

complex phenomenon. Though the individual’s stakes appear to be high, the initiative is reported 

to be an organizational intervention whereby an organization sets up mechanisms, processes, 
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structures and systems to promote positive behaviour among individual in favour of such 

initiatives (Herr, 2001; McDaniels & Gysbers, 1992). 

At the end, it will not be out of place to refer to the study of Chen, Chang and Yeh 

(2004). They studied the role of career development programs in relation to individuals career 

needs and their influence on different job behaviours and concluded that these programs have 

positive influence on professional development, job satisfaction, and productivity. 

Career Development and the Role of Organization 

The unprecedented changes in the business environment have significantly impacted 

people’s career attitudes and experiences (Barnett & Bradley, 2007). These environmental 

changes have necessitated drastic changes in employee-employer psychological contract. The 

concepts of “boundaryless” and “protean” careers, resulting from the predominance of 

organizational restructuring, downsizing and de-layering have evolved a business environment 

wherein it is expected that individuals will self-manage their careers, rather than rely on 

organizational direction (Arthur, et al., 2005). Side by side, skilled workforce shortage 

challenges organizations to attract, motivate and retain employees (Barnett & Bradley, 2007). To 

cope with this challenge, organizations have no option except to convince employees that their 

organization provides more rewards and opportunities than their competitors. As it is hard for 

organization to maintain the traditional ways of reward due to the crumbling of old psychological 

contract, it is imperative for organizations to devise other creative ways to achieve the desired 

goals (Barnett & Bradley, 2007). Therefore, organizations have to “support employees to 

develop their own careers and increase their career satisfaction” (p. 618). This means that 

organizations should perform a new supportive role in enabling their employees’ career success 
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to affect career satisfaction. The organizational role in affecting career satisfaction, by no mean, 

demeans the role of individuals in this regard keeping in view the modern trend of individualistic 

career management. Therefore, there is a need of understanding the impact of their differential 

role on career satisfaction “which will result in a more comprehensive understanding of these 

relationships and also offers the opportunity to merge the two, often distinct perspectives 

provided by (worker-focused) vocational psychology and (employer focused) organizational 

psychology” (Barnett & Bradley, 2007, p. 618). 

Career Theories and Concepts 

About the history of career development practice, Herr (2001) suggests that research 

scholars should believe in its evolution rather than the revolution. And in such a view, it is easy 

to state that career development in the twenty-first century has built itself on what has been learnt 

in the twentieth century. Choosing a Vocation by Frank Parsons in 1909 is considered as the 

founding work in career counseling (Tien, 2007). His three concepts of understanding the work, 

understanding the self and true reasoning in choosing a vocation are still used by vocational 

psychologists and career counselors. After a long time, Super’s (1957) theory of career 

development engaged the attention of vocational psychologists. His career development stages of 

the Self Concept enjoyed great bearing among the career scholars. Then comes Dawis and 

Lofquist’s (1984) Theory of Work Adjustment (TWA). This theory talks about the work 

personality-individual attributes-work environment-physical attractiveness, etc., and 

correspondence between the two. According to this theory correspondence is, only, achieved 

when the work environment is capable of fulfilling personal needs of the individuals which make 

them to accomplish the task needs required by the job. 
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Holland's (1985) RIASEC (Realistic, Investigative, Artistic, Social, Enterprising, 

Conventional) model of personality-job fit remained one of the premier theories in the career 

literature. According to Baruch (2004a) “Holland’s theory follows the three basic elements of 

Parsons’ (1909) concepts of career choice—the person, the occupation, and the fit between the 

two” (p. 44). This model has been empirically tested by a large number of scholars in different 

cultural environments. This was followed by Social Cognitive Career Theory (Lent, Brown, & 

Hackett, 1994). Keeping this theory in view, scholars investigated the interplay between career 

exploration and career decision-making self-efficacy behavior. The findings of different studies 

validated the theory which lent vivid empirical support to it. This theory got currency because of 

the workplace changes which necessitated individual’s career exploration and thereby decision 

making.  

The research on career decision making got intensified and it was felt that decision 

making is not an easy task. Individuals have to take into considerations many factors. Therefore, 

keeping different difficulties in mind, Gati, Krausz, and Osipow (1996) proposed a taxonomy of 

these difficulties and then examined the same in various cultures. The three factors: lack of 

information, inconsistent information, and readiness to make career decision were empirically 

tested in different situations with different samples sizes. The results indicated that different 

levels of individuals’ career self-efficacy has different types of difficulties during different 

phases of career decision making (Tien, 2007).  

Heslin (2005) identifies four prevalent implicit assumptions from the career success 

literature. These are: a) objective career success (majority of career success literature falls in this 

category); b) subjective career success or and career satisfaction; c) people’s unanimity in their 
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concern about the success comparison between objective and subjective domain and d) people’s 

conceptualization and evaluation of their career success only relative to self-referent criteria, like 

their career aspirations. According to Heslid (2005) all these prevalent assumptions are deficient 

in some way or other because “consideration is rarely given to how individuals may differ in the 

types of criteria they most emphasize when evaluating their careers” (127). Therefore, he 

suggests to transcend each of these four assumptions and “to focus heuristically on a broader 

range of subjective success criteria when striving to model and assess whatever career success 

means to the individuals and population(s) under consideration” (p. 127). 

Besides the above, Baruch (2004a) has tabulated eight “well known career stage models” 

(p. 53). Though these models are not in chronological order, they are sufficient to illuminate the 

interest of the researchers in the field of careers. Similarly, a number of constructs (e.g., hope, 

hope building, hope maintaining, etc.) of positive psychology by a number of scholars have been 

empirically investigated in the field of career counseling in recent years (Tien, 2007). However, 

the two new concepts of boundaryless and protean careers have engaged researchers more 

intensively. Sullivan and Arthur (2006), while discussing the evolution of the concept, suggest 

five propositions for future research. Two propositions are related to individuals’ competencies 

in nontraditional world. These competencies are characteristic of frequent psychological and 

physical mobility with more opportunities available to individuals. The third proposition is 

related to gender. According to them, men experience greater opportunities for physical mobility 

against women who experience greater opportunities for psychological mobility. The fourth 

proposition is related to cultural issues. This means that individuals, in individualist cultures, are 

experiencing more changes in terms of organizations or work groups, while those in collectivist 
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cultures prefer to stay in their organizations or work groups. The fifth proposition is related to 

individual differences. Individuals with individualistic orientation are more prone to avail 

opportunities even at the expense of physical mobility compared to the ones having collectivist 

orientation. 

Career Commitment 

Career commitment is considered an outcome of career development initiatives (Adekola, 

2011). Career commitment, is the strength of an employee’s motivation and willingness to work 

in a chosen career role (Noordin, Williams, & Zimmer, 2002; Riveros & Tsai, 2011). It is an 

individual's attitude towards their profession or vocation. It involves the development of personal 

career goals and an identification with and involvement in those goals, such that one is willing to 

exert effort in support of their career, congruent with its values (Blau, 1985; Colarelli & Bishop, 

1990; Goulet & Singh, 2002). Organizations can narrow down individuals’ career focus and win 

over their commitment if they provide career relevant information and assistance to individuals 

(Granrose & Portwood, 1987). 

Knowing the levels of employees’ commitment is critically important because it provides 

organizations with the basic information of how and why workforce apply themselves to their 

work, and how this can be leveraged toward better working outcomes for all parties (Somers & 

Birnbaum, 1998). Career commitment helps individuals in developing their specialized skills and 

also nourishes in them the feeling of keeping the membership in the organizations to cultivate 

professional and business relationships (Noordin, et al., 2002). At the same time attitudinal and 

behavioral forces like self-insight, self-identity and resilience in pursuing career goals have been 

found to be some of the core components of career commitment and career motivation are the 
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building blocks for organizational behaviours like cohesiveness, cooperation and consensus in 

organizations (A. S. King, 1999). He also believes that career commitment protects organization 

from external threats and influence and encourages various acts of internal cooperation. 

Career commitment is the collective name of professional commitment and occupational 

commitment. These terms have small differences and have different connotations for different 

scholars, some researchers employ them as synonyms, can be used interchangeably, and that 

each of them can be used to represent the other (Mueller, Wallace, & Price, 1992). However, 

Mueller, et al. (1992) suggest that the use of career commitment instead of profession 

commitment is more appropriate. This is because they think that the word professional 

commitment has restricted meaning and there is a possibility that this term may exclude many 

job types. As the pattern of employment is continuously changing, resultantly, individuals tend to 

focus more on career rather on job or profession which makes career occupationally non-

specific.  

Commitment to one’s career seems to be judicious and natural and, therefore, carries 

important value for many reasons (Colarelli & Bishop, 1990). First, it takes time and efforts to 

develop a sequence of separate but related positions that accumulate over time through career 

progression. It is through such strategic development individuals acquire the potential to evolve 

and polish specialized and marketable skills. Second, it is career commitment that provides 

opportunities for promoting and nurturing business relationships and business networks. Third, 

career commitment promotes self-esteem and enhances the potential of individuals for greater 

income (Kalbers & Fogarty, 1995). Finally, the flux in business environment has great meanings 

of caution for individuals. The traditional relationship between employee-employer has become 
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the story of the past; discrete and secure jobs have becomes the dreams of the past. Jobs are 

perpetually altering and have become dynamic. Consequently, “commitment to an internally 

defined career may become an important source of occupational meaning and continuity as 

organizations become more fluid and less able to guarantee employment security” (Colarelli & 

Bishop, 1990, p. 159). 

It will not be out of place to mention it here that career commitment and organizational 

commitment are distinct constructs because they have their distinctively different foci (Shim & 

Rohrbaugh, 2010). The former is characterized by an individual’s willingness to maintaining a 

series of related jobs in a particular occupational or professional domain (Blau, 1985) and 

“addresses the totality of work activities over one’s lifetime…develops over time as the 

consequence of a dynamic interplay between job-related experiences and one’s identity, 

especially those aspects that include personal values and attitudes about a meaningful career” 

(Shim & Rohrbaugh, 2010, p. 264); while the latter reflects an individual’s dedication to a 

particular collectivity. According to Chang (1999) the relationship between organizational 

commitment and career commitment is not absolute. Rather it is subject to the change in an 

individual’s attitude toward career. It is further explained that highly career committed 

individuals may “bring greater levels of career expectations or desires into the organization” (p. 

1262). And when organization fulfills these career expectations individuals are supposed to be 

more motivated than those with low levels of career commitment. In simple words, workforce 

organizational commitment is the product of identification with the organization and 

identification with a specific career that the workforce is pursuing. Therefore, “the degree of the 

effect of the career-oriented practices perception on organizational commitment will be greater 
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for those highly committed to their careers since they are more concerned with pursuing their 

current career and satisfying their career needs than those who demonstrate a low level of career 

commitment” (Chang, 1999, p. 1263). 

Career Satisfaction 

Career satisfaction is the “level of overall happiness experienced through one’s choice of 

career” (Fu, 2010, p. 273). It is a measure of an individual’s belief that their career progress is 

consistent with their own values, goals, and preferences (Barnett & Bradley, 2007; Seibert, et al., 

2001). It is sometimes used a synonym of job satisfaction. However, Richardson, Lounsbury, 

Bhaskar, Gibson, and Drost (2009) accept their interrelatedness but contend they are distinct 

constructs. For them “job satisfaction represents a job-specific feeling of satisfaction. In contrast, 

career satisfaction represents an individual’s feeling of satisfaction or dissatisfaction with an 

entire career path” (p. 219). To apply common sense it is easy to understand that a relationship 

will continue if it feels good than when it feels bad. By the same token, a satisfied workforce is 

expected to have a favorable disposition about the career and be committed to it (Fu, 2010). 

From this, Fu (2010) concludes that “it is reasonable to expect that the more satisfied 

professionals are with their careers, the higher their career commitment” (p. 273). One of the two 

experimental models by Raabe, et al. (2007) investigates the effects of active career self-

management on career satisfaction. Their hypotheses regarding the positive relationship between 

active career self-management and career satisfaction directly and via three different paths 

revealed good fit for the data and confirmed the positive relationships. These outcomes 

strengthen the discussions and research findings of King (2004). 
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Researchers are investigating the factors that lead to career satisfaction. For different 

scholars the factors are different. For example, Seibert, Crant, and Kraimer (1999) consider it a 

product of diverse job factors like salary, and promotion; for Reitman and Schneer (2003) 

individuals enjoy career satisfaction when they are satisfied with the opportunity to achieve 

career goals; for August and Waltman (2004) it is their value and recognition by their institution 

and their peers, perceptions of equity and transparency in the tenure process, and by the quality 

of work life that has a significant impact on satisfaction; and for Lounsbury, Gibson, Steel, 

Sundstrom, and Loveland (2004), it is the general intelligence that is one of the key individual 

difference predictors of career satisfaction.  However majority of the studies connect it to the 

situational factors which cause job satisfaction (Richardson, et al., 2009). They content that the 

Big Five personality traits have been ignored as important factors in investigating their impact on 

career satisfaction. They assert that “individuals are attracted to, are satisfied with, and remain in 

occupations where there is a good fit between their personality and the environment in which 

they work” (219). 

Conklin, Dahling, and Garcia (2013) draw our attention to the importance of job 

satisfaction and performance both from industrial/organizational and vocational psychologists 

who have shown their interest in it. Vocational psychologists have focused on individuals’ 

outcome expectations, whereas organizational psychologists have shown their interest in 

organizational consequences. Keeping in view their interrelatedness, Lent and Brown (2006) 

have combined them within the vocational framework and contend that satisfaction is both a 

work and a school-related concept with similar causes and influences. They further explain that 

individuals with high self-efficacy experience satisfaction because of their confidence in 
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achieving what they desire from work or school. And that these individuals are more likely to 

actually attain their desired goals. This culminates in enhancing their career satisfaction (Joo & 

Park, 2010). Beside career satisfaction performance expectations and subsequent performance is 

also related to self-efficacy and is another commonly studied variable among both vocational and  

industrial/organizational psychologists (Brown et al., 2008). 

Majority of the research has used career success and career satisfaction interchangeably 

(Joo & Park, 2010). By definition career success is the achievement of a set of extrinsic and 

intrinsic work-related outcomes which are desired and sought out that an individual accumulates 

as a result of work experiences (Judge & Bretz Jr, 1994; Seibert, et al., 1999). Extrinsic career 

outcomes are commonly noticeable outcomes like promotions, salary, rewards, etc., while 

intrinsic career outcomes are an individual’s subjective evaluation of achievements and 

satisfaction with her/his career. Previous research has looked into these outcomes solely affected 

by the situational factors. However, scholars have recently recognized the direct effect of 

personality on the business environment and career success (Joo & Park, 2010; Seibert, et al., 

1999). 

A sense of dissatisfaction is generally perceived a concern about the type of work one 

gets engaged in—either too boring or too difficult. It means different types of work are perceived 

differently. A work becomes unattractive if it is viewed as potentially unfulfilling or 

disappointing. Similarly, work conflict with other life roles may also be a source of career 

dissatisfaction. 
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Perceived Job Performance 

Since long scholars have been taking interest in performance perceptions and is an 

important topic in HR for organizational scholars. Many researchers have studied how people 

evaluate the performance of others (e.g., Robbins & DeNisi, 1994). Job performance, according 

to Jones (2000), is the net effect of an employee’s effort as modified by abilities and roles or task 

perceptions. “Employees hold values, or convictions, regarding the outcomes of work and of 

work behaviors for themselves and for others” (Kirby, 2011, p. 35). These values or convictions 

shape employees; attitudes and opinions about their organization and work and are influenced by 

the culture of the organization itself. Proper understanding of the organizational culture 

characterize employees’ performance in an organization (Ojo, 2009). “If an employee is 

surrounded by dissatisfied others they are more likely to be dissatisfied; if they are surrounded 

by satisfied others they are more likely to be satisfied” (Kirby, 2011, p. 36).Therefore, knowing 

these relationships are very crucial for theory and practice and furthering insight into the 

influence of organizational learning culture on employees’ perception, learning, and 

performance-related actions (Egan, et al., 2004). Similarly, Gilley, et al. (2002) while 

recognizing the dual nature of the activity call it “a quintessential development activity”. They 

agree that it enhances individual performance which, in turn, contributes to the success of the 

organization. 

There are many reasons for showing interest in research on commitment. According to 

Somers and Birnbaum (1998) one primary reason that through understanding commitment one 

can easily understand certain employee behaviours like punctuality, turnover, attendance, 

loyalty, quality and quantity of work, and job performance. Researchers (Fu, 2010; Majd & 

Ibrahim, 2008) contend that individual with high career commitment demonstrate spending more 
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time in developing skills, less prone to withdraw from their jobs and careers, and have better job 

performance. Among these behaviours, workers’ productivity is considered one of the keys to an 

organization’s success and that this fact has been recognized by employers, small or large 

business alike (Joseph & Dai, 2009). 

Employees have always been found positive about their work behaviours and want to 

perform well on their job subject to the condition that they have the right information (Joseph & 

Dai, 2009). This depends on the culture of an organization. That is why researchers agree that an 

organizational culture that supports learning can ensure performance improvement (Ty, et al., 

2010). At the same time it has also be recognized that affecting performance improvement is 

very tricky and idiosyncratic. The challenge for organization is to search for tools which could 

help organization to figure out where they are not versus where they need to be (Ty, et al., 2010). 

Anyway, knowing all these, one cannot say with confidence that good performance could be 

ensured. There are many other factors, lack of skilled workforce, mismanagement, failure to 

prioritize, lack of knowledge, lack of motivation, and changes in employees’ performance 

appraisal and then performance management systems or process (Joseph & Dai, 2009).  

Chen, Chang and Yeh (2004) investigated the role of career development programs in 

relation to individuals career needs and their influence on different job behaviours and concluded 

that these programs have positive influence on professional development, job satisfaction, and 

productivity. 

“In sum, according to past research, the perception of a learning organization culture, job 

satisfaction, organizational commitment, and turnover intention can affect one’s motivation and 

efforts that result in individual and organizational performance” (Hsu, 2009, p. 7). 
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Theoretical Framework 

The theoretical framework for the current study has been drawn from the above diverse 

studies on organizational learning culture, career practices, employee behaviour and 

performance.  The researchers that have contributed to the current framework include: 

organizational learning culture (Bates & Khasawneh, 2005; Joseph & Dai, 2009), career 

planning, career management and career development in relation to career commitment and job 

satisfaction {Adekola, 2011 #1163;Puah, 2006 #991;Hartzenberg, 2002 #1013;Ababneh, 2013 

#1271}, and increasing commitment positive effect on increasing performance (A. Cohen, 1991; 

Kirby, 2011; Lopez, et al., 2005; Skerlavaj, et al., 2010). 

According to the theoretical model of the current study Organizational Learning Culture 

plans and manages employee career which enables an employee to develop their career. In the 

next step career development engenders both feeling of career satisfaction and career 

commitment which collectively encourage individual performance. Figure 1 demonstrates the 

proposed theoretical association among the constructs of the study. This study will examine the 

interdependence of these constructs. Individual will be the unit of analysis for drawing the 

conclusion of the research. 
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Figure 1 Theoretical fields used to describe and interpret the relationships in the process 
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Interrelations of Concepts/Research Propositions 

Proposition, by definition, according to Cooper and Emory (1995) is a statement about 

any concept that describes concepts and which is required to be judged as false or true when the 

subject statement is about some observable phenomenon. This study aims at studying and testing 

the following propositions through empirical data. 

Organizational Learning Culture, Career Planning and Career Management 

To understand the concept of individual learning a number of most widely recognized 

theories and approaches like cognitive theory, behavioural theory, gestalt theory, and social 

cognitive theory have been discussed by scholars. All these theories and approaches have been 

developed in the context of demand of the present economy, innovation, globalization, and 

technology. In this changing world of business organizations have been left with the only option 

of promoting a culture of valuing the development of their core competencies (Hsu, 2009), 

efficient information processing, and creation of knowledge (Hernaus, et al., 2008). Wilson and 

Cattell (2005) consider knowledge generation and dissemination being more critical and suggest 

organizations to be more proactive towards finding effective methods which could be supportive 

in the nourishment of a culture that puts high value on knowledge generation and dissemination. 

The importance of organizational learning culture can be gauged from the fact that it has 

been in the business literature for more than 40 years (Y. L. Wang & Huang, 2013) and has 

expanded in all the three dimensions: conceptual, theoretical and empirical (Lipshitz, et al., 

2002). Due to its practical implication it has also attracted the attention of the consultants and 

policy makers (Chiva & Alegre, 2005). Its understanding is very critical for its potential of 

providing practical insights into organizations’ business environment (Dodgson, 1993). This 
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understanding enables managers to develop organizational members’ capabilities (G. R. Jones, 

2000)  and organizations learn how to cope with business crises, improve their performances and 

re-adjust through the learning process (Y. L. Wang & Huang, 2013). 

Career planning is an outcome affected by organizational learning culture. The current 

globalized nature of business is the result of some major business changes like restructuring 

downsizing, acquisitions and mergers, technological advancement, etc. and organizations have to 

cope with (Appelbaum, et al., 2002; Baruch, 2004b; Greenhaus, et al., 2009). These 

developments have necessitated the importance of people‘s management, particularly the 

planning and management of their careers (Baruch, 2004b). Side by side with these changes, 

creation and dissemination of knowledge, recognizing the critical nature of training and 

development and the pervasive increase in job opportunities are some of the challenges that 

organizations and individuals have to face. These developments have drastically changed 

organizations’ as well as individuals’ perspectives on career planning—targeted and focused 

strategies (Granrose & Portwood, 1987). 

Career planning and development efforts reflect an organization‘s learning culture as to 

how it affects and molds the behaviour of its workforce from traditional pattern of expectation to 

one of increased responsibility for their own career growth and development (Martin, et al., 

2001). Furthermore, organizational learning culture has to provide career planning tools, 

workshops, vocational counseling, job rotation, career resource centres, etc. which enable 

individuals to evaluate their career options and preferences, formalizing development objectives 

and preparing the implementation plan (Appelbaum, et al., 2002; Leibowitz, et al., 1986). In 
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short, it will be an organization that can assist an individual through many means to put into 

practice all the career development initiatives. 

The discussion provided above, from the extant literature, is sufficient to conclude that 

there exists a positive relationship between organizational learning culture and employees’ 

perception of career planning and the following proposition is proposed: 

Proposition 1a:  Organizational learning culture has positive relationship with the employees’ 

perceptions of career planning. 

Career management is a part of organizational learning culture as it represents 

organizational perspective in the career development process (R. F. Morrison & Hock, 1986). It 

is through career management wherein an individual in concert with the organization prepares, 

implements and monitors career plans and strategies (Greenhaus, et al., 2009) to provide 

maximum benefit for both (Adekola, 2011; Patrick & Kumar, 2011). 

The rationale from the extant literature provided above and in the preceding chapter for 

the relationship between organizational learning culture and career management seems enough to 

establish the proposed relationship. It is also necessary to mention that this relationship should 

not be considered absolute because there are other diverse cultural and management factors, it 

could be one among many that could benefit both the individual employee and the organization. 

In the light of this mutual advantage of career management through organizational learning 

culture in the extant literature, the following proposition is suggested. 
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Proposition 1b: Organizational learning culture has positive relationship with the employees’ 

perceptions of career management. 

Career Planning, Career Management and Career Development 

Career planning is a lifelong process that involves setting and choosing one‘s career 

goals, and devising strategies to achieve them. It is the process through which employees become 

aware of their interests, values, strengths, and weaknesses; become aware of the job 

opportunities within the company; identify career goals, and establish action plans to achieve 

these goals. This process is a process of “career exploration, development of career goals, and 

use of career strategies to obtain career goals” (Patrick & Kumar, 2011, p. 25). It is the 

collectivity of behaviours that individuals require to observe to achieve the desired goals (Barnett 

& Bradley, 2007). 

From organization perspective, Arnold (1996) describes it a as a series of formal 

activities that organizations designs and manages with the purpose to affect the career 

development of its workforce thereby improving organizational effectiveness. The role of 

organization is to strike match between an individual‘s capabilities and interests and 

organizational opportunities through planned programs that encompass various activities like 

effective career systems, employee counseling, job rotation, employee workshops, job 

enrichment, career progression ladders, and with on and off the job training assignments (D. T. 

Hall & Katzell, 1986). 

Career planning and career management have been found the two main antecedents of 

career development (Ababneh, 2013; Puah & Ananthram, 2006). Hall (1986) believe that the 
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integration of these two activities culminates in career development. Researchers have also 

emphasized the importance of career planning being the first step in the career development 

process (Granrose & Portwood, 1987). And on the basis of this relationship Ababneh (2013)  

hypothesized that career planning has a positive effect on career development. 

On the basis of the above discussion, from the extant literature, it can be concluded that 

there exists a positive relationship between career planning and employees’ perception of career 

development and hence the following proposition is proposed: 

Proposition 2a: Career planning is positively associated with employees’ perceptions of career 

development. 

It is not only career planning that affects career development, it is career management as 

well that has positive impact on career development. They are very closely related concepts and 

reflect an organization‘s effectiveness. Chen, et al. (2004) believe that the management of career 

development programs have positive influence on professional development, job satisfaction, 

and productivity. It is has further been investigated that programs like career counseling assists 

an individual to be an active manager of their career paths including managing career transitions 

and balancing various life roles and comes out with a rationale learner in the professional 

development over the lifespan (Post, Borgen, Amundson, & Washburn, 2002). 

The idea of employability and marketability is connected with an organization‘s 

investment in training and development which “reflects employees’ beliefs about the 

organization‘s commitment to improving their competence and enhancing their marketability, 

both internally and externally (Lee & Bruvold, 2003, p. 983).  Such interventions from 
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organizations enable their employees to exert maximum efforts in their work and find good jobs 

in the market (Baruch, 2004a). 

In career management, organization attempts to match individual‘s capabilities and 

interests with organizational opportunities through planned programs that encompasses diverse 

activities including effective career systems, job rotation, employee workshops, career 

progression ladders, with on and off the job training assignments, etc. (D. T. Hall & Katzell, 

1986). These activities benefit individual employees and the organizations alike. And because of 

this fact the two approaches need not be separated (L. Cohen & Mallon, 1999). It has also to be 

noted that some employees develop their careers within the boundaries of the organizations and 

their careers development are affected by the existing career management systems, while some 

others decide to develop their careers in multiple organizations (Lazarova & Taylor, 2009). 

Anyway, it is an individual’s responsibility to be aware of the organizational plans as they will 

positively affect their participation in the career management programs (Granrose & Portwood, 

1987). 

Career management is a joint venture that requires inputs from both the individuals as 

well as organizations in order to get the optimum benefits for both (Adekola, 2011). In other 

words, with appropriate career management, individuals expect to reap the result of such 

investment by attaining career development and organizations by improved effectiveness. Career 

management practices provide the required support for the development of knowledge, skills, 

and behaviours essential for the success of the individuals. Adekola (2011) contends that 

investment in proper career management and career planning enables individual employees to 

reap the fruits of such investment in the shape of career development. Career management 
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practices provide the required support for the development of knowledge, skills, and behaviours 

essential for the success of the individuals. Some researchers (e.g., Barnett & Bradley, 2007; Ng, 

Eby, Sorensen, & Feldman, 2005) call it “organizational sponsorship” or “organizational support 

for career development”. According to them it includes programs, processes and assistance 

provided by organizations and which support and enhance employees’ career success. 

Career planning and career management have been found the two main antecedents of 

career development (Ababneh, 2013; Puah & Ananthram, 2006). Hall (1986) believe that when 

there is an integration between institutional career management process and activities and 

employee’s career planning, this results in career development wherein an individual attains the 

set in career goals. And on the basis of these association Ababneh (2013) and Saleem, Sabir, and 

Iqbal (2013) hypothesized that career management has a positive effect on career development. 

On the basis of the above discussion, from the extant literature, it can be concluded that 

there exists a positive relationship between career management and employees’ perception of 

career development and hence the following proposition is proposed: 

Proposition 2b: Career management is positively associated with employees’ perceptions of 

career development 
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Career Development, Career Commitment, and Career Satisfaction 

The importance and relevancy of career development as a field for both employees and 

employers have been recognized (Kuijpers, et al., 2006). A the same time a thoroughly well-

developed career development system helps an organization to properly manage its HR staffing 

and promotion by matching employees‘ skills, experiences, and aspirations to the needs of the 

organization. It is a continuously changing and growing process that reflects the current career 

realities of individuals and the needs of organizations and enable them to understand and 

appreciate the intrinsic durability in this complex phenomenon (Adekola, 2011). Career 

development, being a major function of HRM in modern organizations, can affect many 

organizational outcomes which include organizational commitment and which, in turn, influence 

the effectiveness of the organization (Park, 2010). Keeping all these in mind, career development 

programs have been found influencing different job attitudes and behaviours (T. Y. Chen, et al., 

2004). 

Lee and Bruvold (2003) believe that employees demonstrate higher level of commitment 

when they perceive that organizational intervention is associative with their development. Career 

commitment helps individuals in developing their specialized skills and also nourishes in them 

the feeling of keeping the membership in the organizations to cultivate professional and business 

relationships (Noordin, et al., 2002). It is considered an outcome of career development 

initiatives (Adekola, 2011). It is the strength of an employee‘s motivation and willingness to 

work in a chosen career role (Noordin, et al., 2002; Riveros & Tsai, 2011). Commitment to one‘s 

career seems to be judicious and natural and an important source of occupational meaning and 
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continuity in a business environment that is extremely unpredictable and less able to guarantee 

employment security (Colarelli & Bishop, 1990). 

According to Welsch and LaVan’s (1981) categorization of the possible antecedents of 

professional commitment, the fourth group talks about the development. M. L. Jones, Zanko, and 

Kriflik (2006) identified seven antecedents which also includes organizational support. Similarly, 

Fu (2010) also talks about five antecedents of career commitment which also includes career 

investment. And Saleem, et al. (2013) hypothesized a positive relationship between career 

development and career commitment. These are sufficient proof to validate the relationship. 

Keeping in view the above discussion it can be concluded that there exists a positive 

relationship between career development and employees’ perception of career commitment and 

hence the following proposition is proposed: 

Proposition 3a: Career development positively leads to employees’ perceptions of career 

commitment. 

Career development has another outcome—career satisfaction—as well. It is a measure 

of an individual‘s belief that her/his career progress is consistent with her/his own values, goals, 

and preferences (Barnett & Bradley, 2007; Seibert, et al., 2001). The current business 

environment could hardly maintain the old psychological contract. This development has made it 

imperative for organizations to devise other creative ways, like support employees to develop 

their own careers and increase their career satisfaction, to maintain the relationship with the 

employee (Barnett & Bradley, 2007). Job satisfaction is a work-related outcome which is 

determined by organizational culture and structure(Egan, et al., 2004). And a satisfied workforce 
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is expected to have a favorable disposition about the career and be committed to it (Fu, 2010). 

Raabe, et al. (2007) hypothesized positive relationship between career self-management and 

career satisfaction directly and via three different paths. Their model revealed good fit for the 

data and confirmed the positive relationships. These outcomes validated the discussions and 

research findings by (Z. King, 2004). 

Numerous studies have considered various predictors of subjective career success. Meta-

analysis by Ng, et al. (2005) classified these predictors into four types. Organizational 

sponsorship, which includes training and skill development opportunities, is one among these 

groups, impact career satisfaction. Reitman and Schneer (2003) believe that when employees are 

satisfied with the progress of their career goals, they enjoy career satisfaction. August and 

Waltman (2004) includes other factors like, recognition of the individuals, perceptions of equity 

and transparency, and the quality of work life. In the current challenging business environment 

researchers (e.g., Barnett & Bradley, 2007) suggest organizations to support employees to 

develop their own careers and increase their career satisfaction. This will give them the chance to 

convince their employees that their organizations provide more rewards and opportunities than 

their competitors. The importance and association of career development, career commitment 

and satisfaction have also been recognized by the study of Saleem, et al. (2013). 

Keeping in view the above discussion it can be concluded that there exists a positive 

relationship between career development and employees’ perception of career satisfaction and 

hence the following proposition is proposed: 

Proposition 3b: Career development positively leads to employees’ perceptions of career 

satisfaction. 
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Career Commitment, Career Satisfaction and Job Performance 

Career commitment is an individual’s attitude towards their profession or vocation. It is 

the strength of their motivation and willingness to work in a chosen career role (Noordin, et al., 

2002; Riveros & Tsai, 2011). Understanding the levels of their commitment is critically 

important because it provides organizations with the basic information of how and why 

workforce apply themselves to their work, and how this can be leveraged toward better working 

outcomes for all parties (Somers & Birnbaum, 1998). According to King (1999) career 

motivation and career commitment are the building blocks for organizational behaviours like 

cohesiveness, cooperation and consensus. 

According to Jones (2000), job performance is the net effect of an employee‘s efforts and 

is affected by their abilities and task perceptions. Employees hold values regarding the outcomes 

of these efforts for themselves and for others (Kirby, 2011). These values shape their attitudes 

and opinions about their organization and work and are influenced by the culture of the 

organization itself. If an employee is surrounded by dissatisfied others they are more likely to be 

dissatisfied and vice versa (Kirby, 2011). This means that these relationships are very critical in 

affecting employees’ perception, learning, and performance-related actions (Egan, et al., 2004). 

On the basis of the above discussion it can be concluded that there exists a positive 

relationship between career commitment and employees’ perception of job performance and 

hence the following proposition is proposed: 

Proposition 4a: Career commitment has positive effects on employees’ perceptions of job 

performance. 
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Career satisfaction has also been found to affect employees’ perceived job performance. 

Career satisfaction is a measure of an individual’s belief that their career progress is consistent 

with their own values, goals, and preferences (Barnett & Bradley, 2007; Seibert, et al., 2001). A 

sense of satisfaction is generally perceived a concern about the type of work one gets engaged in. 

A work becomes unattractive if it is viewed as potentially unfulfilling or disappointing. This will 

negatively affect an individual’s output regarding that work. Kirby (2011) believe that a 

dissatisfied organizational aura can influence the level of satisfaction of an individual thereby 

affect their performance. 

Joseph and Dai (2009)  express their positive view about employees and contend that 

they demonstrate positive work behaviours and want to perform well on their job if they have the 

right information. This means that organizational culture that supports learning can ensure 

performance improvement (Ty, et al., 2010). There are many other factors, lack of skilled 

workforce, mismanagement, failure to prioritize, lack of knowledge, lack of motivation, and 

changes in employees‘ performance appraisal and then performance management systems or 

process (Joseph & Dai, 2009). When an employee realizes that organization is positive about 

their career, career commitment and career satisfaction ensue. This set of behaviours then, in 

turn, culminates on employees’ perceived job performance. 

On the basis of the above discussion it can be said that there exists a positive relationship 

between career satisfaction and employees’ perception of job performance and hence the 

following proposition is proposed: 

Proposition 4b: Career satisfaction has positive effects on employees’ perceptions of job 

performance. 
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Organizational Learning Culture, Perceived Job Performance and the Mediating Role of 

Employees’ Career Issues 

Literature on the subject of organizational learning culture is replete with examples that 

have detailed its critical nature for the survival of organizations in the global business 

environment. With changes in approach from the organization side, employees have always been 

found positive about their work behaviours and want to perform well on their jobs (Joseph & 

Dai, 2009). This promotes a culture that supports learning. In a learning culture HRM practices 

are directed to obtain and retain employees, and career systems deal with the latter role (Baruch, 

2004a). 

The function of organizational learning culture is to direct and mould the behaviour of the 

employees (Hurley, 2002; Hurley & Hult, 1998). This directed and molded behaviour has a 

positive direct impact on the organizational performance (Bontis, Crossan, & Holland, 2002); on 

the performance of an individual employee, customer and supplier and indirect positive impact 

on the financial performance of an organization (Guest, et al., 2003; Senge, 2006; Shahzad, 

Bashir, & Ramay, 2008; Skerlavaj, et al., 2007; Swanson & Holton, 2001). Garvin (1993) reports 

that majority of the researchers view organizational learning as a process associated with 

knowledge acquisition and improved performance. And it is through this knowledge that 

organizations learn how to deal with business crises, improve their performances and re-adjust 

through the learning process (Y. L. Wang & Huang, 2013). 

Sturges, et al. (2002) assert that career related HR practices nourish positive attitude and 

behaviour like commitment among the employees. These practices, when meet employees’ 

expectations, they promote an atmosphere of trust, organizational care regarding employees’ 
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needs and goals, and culminate in many positive outcomes (Kraimer, et al., 2003; Rhoades, et al., 

2001; Van, 2004). 

On the basis of the relationship between various variables, researchers have hypothesized 

different associations among different variables. For example, Joo and Park (2010) has 

hypothesized that organizational learning culture will be positively related to career satisfaction;  

Barnett and Bradley (2007), and Lent and Brown (2006) hypothesized that employees’ 

participation in career management can influence career satisfaction; Park (2010) hypothesized 

that organizational learning climate will be positively related to subjective career success; 

Somers and Birnbaum (1998) contend that understanding commitment can be a good predictor of 

certain employee behaviours like turnover, attendance, quality and quantity of work, loyalty and 

job performance; Niu (2010) reports that previous research confirm that both career commitment 

and self-efficacy are positively related to performance; and Yap, Holmes, Hannan, and Cukier 

(2010) believe that workplace behaviours like organizational commitment and career satisfaction 

are linked with higher employee engagement and performance. 

“In sum, according to past research, the perception of a learning organization culture, job 

satisfaction, organizational commitment, and turnover intention can affect one‘s motivation and 

efforts that result in individual and organizational performance” (Hsu, 2009, p. 7). 

On the basis of the above discussion and support from the extant literature the following 

proposition is proposed: 

Proposition 5: Career issues mediate the relationship between organizational learning culture 

and employees’ perceived job performance. 
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Rationale of the Study 

“With the current expansion of the global economy and the fast-changing evolution of 

technology and innovation, organizations are facing an ongoing need for employee learning and 

development” (Egan, et al., 2004, p. 279). This requires the breakage of the old habits and 

developing new behaviours and processes. Therefore, the importance of effective human 

resource management practices has empirically been recognized. A number of researchers 

(Gould-Williams, 2003; Guest, et al., 2003; Longenecker & Fink, 2001; Senge, 2006; Shahzad, 

et al., 2008; Sullivan, 1999; Swanson & Holton, 2001; Wright, Gardner, & Moynihan, 2003) 

have found that HR practices positively affect employees as well as organizational performance. 

However, most of these studies have been carried out in developed countries. Besides, according 

to Mueller, Wallace, and Price (1992), these studies have been done by industrial organizations 

and occupational psychologists. Till the end of the 20
th

 century Pakistan was considered as 

“under-researched country in the discipline of HR management practices” (Aycan et al., 2000, p. 

217). Similarly, Shahzad, et al. (2008) believe that the amount of research to test the human 

resource-performance association with employee behaviour in developing countries like Pakistan 

is very scarce.  

The literature review reveals that the role of organizational learning culture is highly 

critical for the survival in the global context. This focus on organizational learning culture is the 

result of broadening the perspective of HRD from the narrow concentration on training to 

include organizational and systems-level issues that influence the development of broad skill 

sets, abilities, and knowledge associated with learning in technical, social, and interpersonal 

areas (Kuchinke, 1996). 
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CHAPTER 3 

RESEARCH METHODOLOGY 

Research methodology is, “broadly speaking, the way in which a researcher conducts 

research. It is the way in which he chooses to deal with a particular question” (Jonker & Pennink, 

2010, p. 17). It is through methodology that researchers study research topics (Silverman, 2005). 

It is a researcher’s approach of addressing a research problem and seeking answer(s) to that 

problem. To put it in simple words, it is a researcher’s precise way of getting and processing the 

data within the framework of the research process. This connotes that its role is vital in research 

endeavours because it dresses up dispersed human understanding of a research issue. In this way 

meanings are extracted from facts with clarity that grants empirical acceptability to research 

findings. 

Jonker and Pennink (2010) consider it critical to any research and, therefore, suggest that 

a researcher must select a research methodology that is in concord with the nature of the research 

question and the theoretical perspective at hand. Methodology “indicates the assumptions, 

criteria, rules and requirements the researcher needs to choose from and comply with in order to 

produce results that are obtained in a transparent way” (Collins & Cobuild, 1987, p. 111). 

The study at hand will be quantitative type. “Quantitative methodology is used to place 

statistical value on an occurrence” (Kirby, 2011, p. 60). It is divided into two: a). ex post facto 

(hypotheses testing); b) experimental. This difference is because of the degree of the intervention 

of the researcher. The researcher will be employing the former one ex post facto or hypotheses 

testing. In this type of research methodology, a researcher explores and tries to learn what people 
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think and how they perceive the reality under consideration. “And the best and only possible way 

is to ask them” (Rahman, 2012, p. 135). This is what researchers term a “survey research”. 

Similarly, Manheim, Rich, Bahry, and Schrodt (1991) contend that this is the only, mostly, 

developed and extensively used methods in social sciences. Researchers employ various 

sampling techniques to describe the opinion of the population. In this regard Tredoux and Smith 

(2006) talk about two types of research designs: descriptive and relational. In the descriptive 

design a researcher talks about the current state of affairs while in the relational design a 

researcher is tasked to empirically look into the cause-and-effect relationships among the 

variables of concern employing either a confirmatory or exploratory factor analysis. 

The Research Pyramid 

It will not be out of place to explain the difference between research methodologies, 

research methods, and research techniques. Jonker and Pennink (2010) have detailed this 

difference in the form of a pyramid (see Figure 3). 

 

Figure 3 The Research Pyramid by Jonker and Pennink (2010) 

 
Research 

Paradigm 

Research Methodology 

Research Methods 

Research Techniques 
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According to them this pyramid a (logical) chain of interconnected events and a 

researcher is supposed to follow it. They suggest a researcher to follow this pyramid from the 

onset of the research to have a sound research. To bring the point home the four levels of the 

subject pyramid are: 

1. “The research paradigm: how the researcher views ‘reality’. A paradigm is 

expressed in his ‘basic approach’; 

2. The research methodologies: ‘a way’ to conduct the research that is tailored to the 

research paradigm; 

3. The research methods: specific steps of action that need to be executed in a 

certain (stringent) order; and 

4. The research techniques: practical ‘instruments’ or ‘tools’ for generating, 

collecting and analyzing data” (p. 25). 

This pyramid helps a researcher to structure their approach to research on sound ground 

and design. To address the impact of organizational learning culture on employees’ perceived job 

performance through the mediating role of employees’ career issues, it will be academically 

appropriate to apply this pyramid here to make the current research more structured and 

convincing. 

According to Jonker and Pennink (2010) a paradigm “can be seen as a coherent whole of 

assumptions, premises and self-evident facts as shared by a certain group of professionals 

(consultants, researchers, teachers, managers, etc.) with regard to a specific: a) domain of reality, 

either b); a certain object or subject of research; or c) the way in which research can be 



80 

 

 

conducted….Research paradigm is the logic that links the data to be collected to the initial 

questions of a study” (pp. 26, 27). The researcher has first defined the research problem, set the 

research objectives and the research question. This sequence of research steps has resulted in the 

formulation of a theoretical framework. 

Jonker and Pennink, (2010) talk about two broad paradigms: first, a researcher employs a 

closed research question to observe the reality through their eyes;  and second, a researcher 

employs an open research question and looks at the reality through the eyes of someone else. The 

former approach is termed quantitative research while the latter one is qualitative research. This 

research uses the first paradigm—to look at the reality through his eyes with the help of a closed 

research question. In this case it is the researcher who decides what to ask and measure and what 

is to leave. It is also the prerogative of the researcher to develop their model and put that model 

to test the validity of the subject constructs. In this type of research, the researcher is not 

involved in the research personally and tries to be an independent and objective observer. “This 

is the researcher’s basic approach with the help of which a researcher wants to observe the 

empirical reality ‘on the basis of the existing knowledge’” (Rahman, 2012, p. 116). The current 

research conceptualizes this basic approach. The model of the current research is reproduced 

below (see Figure 4): 
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Figure 4 Conceptual Model of the Research 

The researcher’s task is to search the extant literature on the subject and then test the 

validity of the relationship of the subject theoretical framework if these relationships hold or 

otherwise (Jonker & Pennink, 2010). 

Research methodology is the second level of the above pyramid. While research 

paradigm is a theoretical definition of the research problem, research methodology is putting that 

theoretical definition into a practical form of research. This is a practical approach that has a 

definite order and helps the researcher in achieving the desired result by following the most 

appropriate route. Though this is considered a definite order, it is subject to change with the 

supervisor and even with the respondents. According to Collins and Cobuild (1987), 

methodology “indicates the assumptions, criteria, rules and requirements the researcher needs to 

choose from and comply with in order to produce results that are obtained in a transparent way” 

(p. 111). 
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The current study is a quantitative research. The data has been collected through survey 

which is one of the best methods when a population under study happens to be too large to study 

and observe directly (Babbie, 1998). Survey research has been found well developed and 

extensively used methods among the social scholars (Manheim, et al., 1991). Tredoux and Smith 

(2006) divide survey research into descriptive and relational types. Descriptive research 

describes and explains the current state of affairs while relational research looks empirically into 

the relationships among the variables of interest. This examination could either be in an 

exploratory or a confirmatory manner. The current study is a relational quantitative study 

designed to investigate and validate the possible relationship between organizational learning 

culture and employees’ perceived job performance with the mediating role of employees’ career 

issues in the targeted population. 

Research method is the third step in the pyramid. Methodology is a general and broader 

concept for the guidance of a researcher. However, a researcher needs some concrete and 

established ways of approaching the research question(s). The researcher needs to follow some 

solid and ordered method which is determined by the area of research. 

A researcher needs to study the extant literature to analyze the research questions and 

establish relevant concepts and their interdependence. These concepts need to be operationalized 

which help in designing the questionnaire to generate the data for analysis. The researcher has 

followed all these steps and then piloted the subject questionnaire to test its reliability and 

validity. 
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 “Technique roughly implies something like ‘ability’ or ‘experience’, which is expressed 

in a specific form of ‘acting’ instruction, but also in ‘the specific way a specific issue is 

considered’…. Techniques can be understood as concrete instructions for acting that have an 

explicit, compelling and prescribing character” (Jonker & Pennink, 2010, p. 34). It means that it 

is very essential for a researcher to be very technical in these techniques. These techniques guide 

a researcher in structuring the research thoughts properly to have more logical insights into the 

subject of interest. In simple words, a researcher has to use specific ‘instruments’ or ‘tools’. With 

these tools a researcher generates, establishes, classifies and then analyzes the subject data. 

Techniques are divided into ‘thinking techniques’ and ‘action techniques’ (Jonker & 

Pennink, 2010). Thinking techniques guide a researcher in structuring his thoughts properly to 

delve into deeper into the subject matter. Action techniques are composed of practical actions 

like formatting a questionnaire, sending it using different sources, collecting and sorting of data, 

etc. According to Jonker and Pennink, (2010), a researcher chooses these techniques on purpose. 

In other words, one can say that there is always a “presumed relationship between a certain 

technique and the objective the researcher wants to achieve by using it” (Jonker & Pennink, 

2010, p. 35). 

Appropriateness of the Research Model 

According to Jonker and Pennink (2010), a model “is nothing more than an abstraction of 

the way we choose to perceive a specific part, function, property or aspect of reality. It is a 

representation of a ‘system’ that is intentionally constructed to study some aspects of that system 

or the system as a whole” (p. 52).  This model visualizes ideas, highlights the key properties of a 

phenomenon and helps to guide a specific pattern of actions or explains the relationships among 
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the parts. A model is the embodiment of a certain theory and by no mean an all-inclusive 

presentation of the reality. A theory identifies “relevant variables and the connections between 

them in a way that testable hypotheses can be generated and empirically established” (Key, 1999, 

p. 317). “This combination of theory and model channelizes a researcher’s labour and ‘makes 

meaningful sense of empirically generated data or distinguish useful results” (Rahman, 2012, p. 

125). 

Conceptual Model and the Empirical Reality 

The current research is purely a quantitative one. The model of the current research has 

been developed keeping in view a number of diverse studies (Adekola, 2011; Bates & 

Khasawneh, 2005; A. Cohen, 1991; Hartzenberg, 2002; Joseph & Dai, 2009; Puah & 

Ananthram, 2006). The researcher’s endeavour is to link this conceptual model to the empirical 

reality. Variables of the model have been operationalized. To give it a scientific touch each and 

every relationship has been validated with the support from the available literature on the 

subject. With the help of the operational definition provided in succeeding paras, the researcher 

has come up with indicators that are measureable. These indicators have been embodied into 

questions to a research survey instrument--questionnaire. 

The Target Population 

According to Sekaran (2006) population is the collective name of the entire group of 

things, or events of interest for a researcher and which a researcher wants to investigate. 

Teaching staff of all the colleges of Malakand Division, Khyber Pakhtunkhwa makes the 

population of the current study. These colleges are affiliated with the University of Swat (Swat), 

Shaheed Benazir Bhutto University, Sheringal (Dir Upper), University of Malakand, Chakdara 
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(Dir Lower), Board of Technical Education, Peshawar, and Boards of Intermediate and 

Secondary Education (Swat, Malakand, Peshawar). Responses from all the respondents were 

employed for data analysis. According to official websites of these universities/boards there are 

75 colleges in the whole division. Total teaching staffs in all these colleges are nearly 2200. For 

the respective information about these colleges see Appendix-B. 

Sampling Strategy 

When the study of the whole population is not possible, sampling is the statistical 

technique for drawing inference about the whole population. The only suggestion in this regard 

is that only that sampling technique be employed which could give a possibly good 

representative picture of the whole population. There was a need that each college be given 

representation in the survey; therefore, stratified random sampling was used in the present study. 

According to this technique the entire population was divided into strata and simple random 

sampling on each stratum was used. This gave each college some representation and thereby was 

an endeavour to reduce bias. To increase the chances that an adequate sample could be drawn 

from the population, survey questionnaire was distributed among all the colleges throughout the 

division. 

So far the size of the sample is concerned, there hardly exists any consensus among the 

statisticians. A number of factors, like size of the population, number of variables, number of 

individual questions, statistical assumptions, etc. affect the decision regarding the size of the 

sample. Sekaran (2006) contends that “sample sizes larger than 30 and less than 500 are 

appropriate for most research……in multivariate research (including multiple regression 

analyses), the sample size should be several times (preferably 10 times or more) as large as the 
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number of variables in the study” (p. 295). Some researchers (e.g., Reisinger, Mavondo, 

Moutinho, & Rita, 2006) report the absence of any definite sample size for multivariate data 

analysis technique such as structural equation modeling. Notwithstanding, for each estimated 

parameter, they recommend a ratio of five to ten respondents. This study followed their 

suggestion in the determination of sample size. 415 teaching staff members form the sample for 

this study (see Appendix C). 

Operational Framework 

Managing employees in organization mean managing their behaviour. Human behaviour 

is a cause and effect relationships. To delve into the explanation of this cause and effect 

relationship one needs to define certain parameters for that relationship. The field of 

psychometry helps a researcher in arriving at the designing, administration and interpretation of 

measurement of relevant psychological variables and then linking these theoretical models with 

the empirical reality and translates them into observable constructs. In research parlance such 

procedures or operations employed to objectively measure the variables of interest are termed 

operational definitions of these variables or, collectively, operationalization. According to Jonker 

and Pennink (2010), it “is the process of changing a theoretical construct into a concept that can 

be “seen” in the empirical reality” (p. 51). This process enables a researcher to translate a 

theoretical notion into some definite, clear and concise measureable questions. When such 

definitions are applied to the data, they give relevant and specific meaning to the variables of 

interest within a particular study. In simple words, it is a sequence of work to accomplish the 

research objectives –an implementation plan for the research. 
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Such operational definition is very essential. It gives uniformity to the understanding of 

the researcher and the reader. And these definitions are required to be provided at the very 

beginning of the research so that “everyone has the same understanding of the concepts under 

research as the researcher has” (Rahman, 2012, p. 13). 

Operational definitions of the variables in the study 

Organizational Learning Culture: Organizational culture that accepts a set of attitudes, 

values and practices that support the process of continuous learning within the organization. 

Career Planning:   “A deliberate process for becoming aware of self, opportunities, 

constraints, choices, and consequences; for identifying career-related goals; and for 

programming of work, education and related developmental experiences to provide the 

direction, timing and sequence of steps to attain a specific career goal” (Gutteridge & Otte, 

1983, p. 7). It is a lifelong process of selecting a profession, vocation, occupation, establish 

career opportunities, and develop one’s self in a career that one wants to pursue. 

Career Management: “An ongoing process of preparing, implementing, and monitoring 

career plans undertaken by the individual alone or in concert with the organization’s career 

system” (Gutteridge, 1986, p. 53). The process through which employees become aware of 

their interests, values, strengths, and weaknesses; become aware of the job opportunities 

within the company; identify career goals, and establish action plans to achieve these goals. It 

is a process that involves setting and devising strategies to achieve one’s career goals which 

have been set in the career planning phase.  
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Career Development: The series of activities wherein individuals manage their professional 

career within and between organizations. “The outcomes of actions on career plans as viewed 

from both individual and organizational perspectives” (Gutteridge, 1986, p. 52). It involves 

training on new skills, making a career change, moving to higher job responsibilities within 

the same organization or moving to a different organization. It is those personal 

improvements that individuals undertake to achieve personal career plans. 

Career Satisfaction:  Career satisfaction is an individual’s subjective career success 

connected to an individual’s satisfaction with her/his career accomplishments that are 

important to that individual. Career success and career satisfaction are interchangeably used 

which refers to an individual’s “positive psychological or work-related outcomes or 

achievements that a person accumulates as a result of work experiences” (Joo & Park, 2010, 

p. 484). 

Career Commitment:  An employee’s attitudes toward her/his profession or vocation that 

affect her/his behaviours at the workplace. It “involves the development of personal career 

goals and an identification with and involvement in those goals, such that one is willing to 

exert effort in support of their career, congruent with its values” (Goulet & Singh, 2002, p. 

74). Employees with high levels of career commitment are supposed to demonstrate high 

levels of requirements and expectations from their organizations that they have forged 

relationships with. 

Perceived Job Performance: Job performance, according to G. R. Jones (2000), is the net 

effect of an employee’s effort as modified by abilities and roles or task perceptions. 
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“Employees hold values, or convictions, regarding the outcomes of work and of work 

behaviors for themselves and for others” (Kirby, 2011, p. 35). 

Research Instrument 

In a survey research a questionnaire is a research instrument. This instrument helps a 

researcher to structure the research thoughts properly. The researcher has employed standardized 

questionnaire(s) with adaptation and customization to suit the very purpose of the research 

questions. In the development of this research instrument, the research has taken help from a 

number of researchers (Ababneh, 2013; Adekola, 2011; Puah & Ananthram, 2006) in developing 

the questionnaire. Questions from the previous researches have been customized according the 

need of the current research. 

The questionnaire has two parts. Part first has been designed for getting demographic 

information; while part second contains 52 questions on the subject 7 variables. The questions 

have been phrased in first person. Respondents have been requested to record their responses on 

a 5-point Likert scale (1= Strongly Disagree, 2= Disagree, 3= Neutral, 4= Agree, 5= Strongly 

Agree). 

To help the respondents in understanding, these variables have been provided with 

heading and then the questions of the same variable followed. The respondents have been 

requested to record their personal opinion keeping in view their experience in their respective 

college. Copy of the questionnaire is provided in Appendix A. 
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Measures 

The researcher has used seven scales to measure the constructs of interest. These are: 

organizational learning culture, career management, career planning, career development, career 

commitment, career satisfaction, and employees’ perceived job performance. Measures of 

demographic information include college’s name, age, gender and designation. 

Organizational Learning Culture: The quality of organizational learning culture was measured 

using 10-item scale (see Appendix A). The items were adapted from http://www.hfi.com/ 

images/ocq_sample_report_short_ver.pdf. The construct validity has been examined by 

computing items total correlation and inter-scale correlation. Table-1 presents the results which 

demonstrate construct validity of the instrument.  For reliability of the construct, test of internal 

consistency (Cronbach’s alpha) has been employed. The calculated value has been 0.816. 

Career Planning: The quality of career planning was measured using 11-item scale. The items 

used to tap this variable were taken from (A. S. King, 1999), Gould and Coachline’s career 

development needs survey (available: http://www.orghealth.com/cdn). The construct validity has 

been examined by computing items total correlation and inter-scale correlation. Table-1 presents 

the results which demonstrate construct validity of the instrument.  For reliability of the 

construct, test of internal consistency (Cronbach’s alpha) has been employed. The calculated 

value has been 0.857. 

Career Management: The quality of career management was measured using 6-item scale (see 

Appendix A). These items were adapted from Chen, Chang and Yeh (2004), and Chay and 

Bruvold (2003). Table-1 presents the results which demonstrate construct validity of the 
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instrument.  For reliability of the construct, Cronbach’s alpha has been employed. The calculated 

value has been 0.874  

Career Development: The quality of career development was measured using 5-item scale (see 

Appendix A). The items were developed by adapting from Coachline’s career development 

needs survey (available: http://www.orghealth.com/cdn). Table-1 shows its validity and 

reliability is clear with Cronbach’s alpha has been employed. The calculated value has been 

0.776 

Career Satisfaction: The quality of career satisfaction was measured using 8-item scale. The 

items were adapted from the Job Diagnostic Survey, as developed by Hackman and Oldham 

(1980), assessed job satisfaction (see Appendix A). Validity is predicted by Table-1 and 

reliability is clear from Cronbach’s alpha has been employed. The calculated value has been 

0.885 

Career Commitment: The quality of career commitment was measured using 7-item scale. 

These items were adapted from the work of Chay and Bruvold (2003), and Colarelli and Bishop 

(1990) assessed career commitment (see Appendix A). Validity is predicted by Table-1 and 

reliability is clear from Cronbach’s alpha has been employed. The calculated value has been 

0.817. 

Perceived Job Performance: The quality of employees’ perceived job performance was 

measured using 5-item scale. These items were adapted from http://www.surveyquestions. 

com.au/Questionnaires/Staff-Survey-Questionnaires.htm (see Appendix A). Construct validity is 
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approved from Table-1 and reliability is clear from Cronbach’s alpha has been employed. The 

calculated value has been is 0.837. 

Pilot Study 

The research instrument of this study is a combination of many questionnaires from 

different researchers as there was not a consolidated questionnaire with the subject variables. 

Therefore, the researcher conducted a pilot study to determine the clarity, readability and also to 

assess the internal reliability of the instrument. To achieve the goal, the researcher distributed 70 

questionnaires among the teaching staff of 5 colleges. Forty one respondents returned the 

questionnaires. The response rate for the effort remained 59% which, according to Babbie (1998) 

can be considered a good response. 

Instrument’s Validity and Reliability 

A researcher is required to see if the measures of the instrument are accurately measuring 

the underlying traits the instrument is supposed to measure. For this purpose evaluation of 

subject instrument is very important. In simple words, a research instrument needs to be reliable 

and valid (Creswell, 2008).  

Validity 

A research instrument needs to be valid. Validity is the ability to “draw meaningful and 

justifiable inferences from scores about a sample or population” (Creswell, 2008, p. 649). An 

instrument is said to be valid when it measures exclusively the relevant aspects of the construct 

under study. “The objective of this assessment is to see how accurate is the relationship between 
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the measure and the underlying traits the instrument is trying to measure” (Rahman, 2012, p. 

142). Validity of a questionnaire can be assessed from three angles. They are: 

Content Validity/Face Validity 

As it is clear from its name, content validity or face validity of an instrument is to see if 

the subject instrument reflects the specific intended domain of the study or otherwise. It is the 

degree to which a measuring instrument “looks like” it measures for what it is designed to 

measure  (Burns & Bush, 2004).  To ensure this validity, the researcher has reviewed the extant 

literature and the contents of this instrument have been derived therefrom. Though the items of 

the current instrument are adapted one, it was sent to three experts and a few teaching staff 

member to have a look over it. Their views were found very minimal and same were 

incorporated thereof before distributing it for the subject survey. 

Predictive Validity 

Predictive validity of a questionnaire means that if a certain questionnaire could have the 

potential to predict other measures of the same thing. In the current study it has been ensured by 

adapting standard questions from tested questionnaires with a little bit customization where it has 

been felt necessary. 

Construct Validity 

Construct validity of a questionnaire means to see if the expected pattern of relationships 

exists among the variables. It functions as an evident concord between the theoretical concepts 

and the questionnaire. For this purpose different methods like assessing the correlation 

coefficients, factor analysis or simply by judgment (Cooper & Schindler, 2006) could be 
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employed. In the current study, construct validity has been examined by computing items total 

correlation and inter-scale correlation. Table 1 presents the results which demonstrate construct 

validity of the instrument. 

Table 1 

Correlation Matrix of the Pilot Study (N = 41) 

Variables 1 2 3 4 5 6 7 

Organizational Learning Culture --       

Career Planning 0.66 --      

Career management 0.68 0.59 --     

Career Development 0.24 0.61 0.35 --    

Career Satisfaction 0.68 0.48 0.62 0.26 --   

Career Commitment 0.51 0.39 0.74 0.23 0.68 --  

Perceived Job Performance 0.50 0.33 0.71 0.10 0.78 0.79 -- 

Reliability 

A research’s instrument reliability is the degree to which it is free from any random error. 

It is the consistency of a measurement. The use of a reliable instrument in a research study 

increases the likelihood that consistent and error-free results may be obtained upon further 

administration of the instrument (Kirby, 2011, p. 69). In the current study it was assessed 

through internal consistency method by calculating Cronbach’s alpha. Here it the values for 

construct of interest ranged from 0.776 for career development to 0.885 for the measure of career 

satisfaction (Table 2). Researchers (e.g., Burns & Bush, 2004) consider that if this value gets 

closer to 1.00, the more  reliable the scale is. Generally, the lowest acceptable limit for 

Cronbach’s alpha value is 0.60 (Hair, Black, Babin, Anderson, & Tatham, 2006). In the light of 
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these suggestions and limitations, the values of this scale in the current study indicate the 

instrument is reliable. The values along with the mean, standard deviation have been presented in 

Table 2. 
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Table 2 

Reliability Estimates and Descriptive Statistics (Pilot Study, N=41) 

Variable Mean SD Minimum Maximum Alpha 

Organizational Learning Culture 3.852 0.9116 

  

0.816 

OrgLrnCltr-1 3.53 1.012 1.000 5.000 

 OrgLrnCltr-2 3.68 0.992 1.000 5.000 

 OrgLrnCltr-3 4.08 0.859 1.000 5.000 

 OrgLrnCltr-4 3.90 0.841 1.000 5.000 

 OrgLrnCltr-5 4.28 0.751 1.000 5.000 

 OrgLrnCltr-6 4.13 0.911 1.000 5.000 

 OrgLrnCltr-7 3.68 1.023 1.000 5.000 

 OrgLrnCltr-8 3.38 1.055 1.000 5.000 

 OrgLrnCltr-9 4.03 0.891 1.000 5.000 

 OrgLrnCltr-10 3.83 0.781 1.000 5.000 

 Career Planning 4.193 0.672   0.857 

CrPlng-1 4.41 0.670 1.000 5.000 

 CrPlng-2 4.51 0.553 1.000 5.000 

 CrPlng-3 4.24 0.624 1.000 5.000 

 CrPlng-4 3.98 0.758 1.000 5.000 

 CrPlng-5 4.15 0.669 1.000 5.000 

 CrPlng-6 4.17 0.771 1.000 5.000 

 CrPlng-7 4.10 0.831 1.000 5.000 

 CrPlng-8 4.12 0.678 1.000 5.000 

 CrPlng-9 4.10 0.583 1.000 5.000 
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CrPlng-10 4.12 0.640 1.000 5.000 

 CrPlng-11 4.22 0.613 1.000 5.000 

 Career Management 3.743 1.0037   0.874 

CrMgnt-1 3.95 0.865 1.000 5.000 

 CrMgnt-2 4.02 0.935 1.000 5.000 

 CrMgnt-3 3.93 0.932 1.000 5.000 

 CrMgnt-4 3.56 1.119 1.000 5.000 

 CrMgnt-5 3.46 1.120 1.000 5.000 

 CrMgnt-6 3.54 1.051 1.000 5.000 

 Career Development 4.388 0.646   0.776 

CrDevpmnt-1 4.46 0.636 1.000 5.000 

 CrDevpmnt-2 4.56 0.550 1.000 5.000 

 CrDevpmnt-3 4.29 0.642 1.000 5.000 

 CrDevpmnt-4 4.24 0.734 1.000 5.000 

 CrDevpmnt-5 4.39 0.666 1.000 5.000 

 Career Satisfaction 4.028 0.929   0.885 

CrSatfcn-1 3.95 1.071 1.000 5.000 

 CrSatfcn-2 3.59 1.095 1.000 5.000 

 CrSatfcn-3 4.02 0.935 1.000 5.000 

 CrSatfcn-4 4.37 0.799 1.000 5.000 

 CrSatfcn-5 4.10 0.944 1.000 5.000 

 CrSatfcn-6 4.12 0.812 1.000 5.000 

 CrSatfcn-7 3.90 0.800 1.000 5.000 
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CrSatfcn-8 4.17 0.972 1.000 5.000 

 Career Commitment 3.846 1.080   0.817 

CrComnt-1 4.02 1.060 1.000 5.000 

 CrComnt-2 3.95 1.161 1.000 5.000 

 CrComnt-3 3.83 0.972 1.000 5.000 

 CrComnt-4 3.90 0.995 1.000 5.000 

 CrComnt-5 3.44 1.141 1.000 5.000 

 CrComnt-6 3.90 0.995 1.000 5.000 

 CrComnt-7 3.88 1.235 1.000 5.000 

 Perceived Job Performance 3.790 1.019   0.837 

PrcdJbPrfrmnc-1 4.00 0.949 1.000 5.000 

 PrcdJbPrfrmnc-2 3.85 0.963 1.000 5.000 

 PrcdJbPrfrmnc-3 3.93 0.959 1.000 5.000 

 PrcdJbPrfrmnc-4 3.41 1.183 1.000 5.000 

 PrcdJbPrfrmnc-5 3.76 1.043 1.000 5.000 
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Data Collection 

After assessing and ensuring the reliability and validity of the research instrument, the 

researcher started the efforts for major survey. The subject instrument, then, was either 

personally administered or mailed through courier services to all the colleges in the targeted area. 

In total 750 questionnaires were distributed among the subject colleges. A total of 415 were 

received back. By scrutiny of the returned questionnaire 20 were found with major missing data. 

These were set aside from the final analysis (see Appendix B for detail). The return rate 

remained 55%. 

Care has been taken about the size of the sample. “Sample sizes larger than 30 and less 

than 500 are appropriate for most research” (Sekaran, 2006, p. 209). Sample size is also a matter 

to be addressed in the light of the assumption of the statistical technique that is being employed. 

In the current study the researcher employed Structural Equation Modeling technique. In this 

regard it can be said that “although there is no correct sample size, recommendations are for a 

size ranging between 100 to 200" (Hair, et al., 2006, p. 605). Some other researchers (e.g., 

Reisinger, et al., 2006) recommend a sample size ranging from 100 to 400 for SEM analysis. In 

the light of the above discussion, the sample size of 395 could satisfy the assumption. 

Data Analysis 

Data collected from the subject population were analyzed to find out if the empirical 

evidence validates the relationships among the variables. The researcher used descriptive 

statistics, like mean, standard deviation, correlation coefficients, etc. through the Statistical 

Package for Social Sciences (SPSS). All statistical tests were two-tailed and p-values less than 
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.05 were considered significant. For inferential statistics, SEM was employed through Analysis 

of Moment Structure (AMOS).  

Structural Equation Modeling (SEM) 

The researcher has employed Structural Equation Modeling as a statistical technique for 

analysis of the data. Since the study conceptualizes interdependence among the constructs, the 

use of SEM is logical. This statistical technique has got many names, like confirmatory factor 

analysis (CFA), covariance structure analysis, latent variable analysis, and simple LISREL 

analysis. This technique has two important aspects: first, it has the power to express the causal 

processes among the constructs of structural equations; and two, these structural relations can be 

modeled pictorially (Byrne, 1998). SEM has a wide range of application for two reasons “1) it 

provides a straightforward method of dealing with multiple relationships simultaneously while 

providing statistical efficiency; and 2) its ability to assess the relationships comprehensively and 

provide a transition from exploratory to confirmatory analysis” (Hair, et al., 2006, p. 578). 

SEM is a model-testing procedure wherein a researcher is supposed to search out 

goodness-of-fit between the sample data and the hypothesized model. Statistical process is such 

that “the hypothesized structure model is applied to the sample data, and then tested as to how 

well the observed data fit this restricted structure (i.e. small models with fewer posited variables 

and scales with less indicators)” (Rahman, 2012, p. 146). 

After the validation of the measurement model, the structural model is put to validation in 

the same way. Structural model provides possible explanation for the causal relationship, direct 

and indirect influences of latent variables that have caused changes in the values of other latent 
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variables in the model (Byrne, 1998). This explanation is based upon “a simultaneous regression 

of the endogenous variables in the hypothesized structural model on the predicted antecedents” 

(Cheng, 2001, p. 654). A number of goodness-of-fit indices are again applied for validation. If 

these indices are satisfied, the model is accepted. Otherwise, a researcher needs to modify the 

model in the light of the modification indices.  

In the model validation process, associations among different constructs are checked 

through their path coefficients. If some paths coefficients are found to be insignificant, deletion 

of such a path and addition of a new one is allowed. The only restriction is that there should be 

theoretical justification for such relationship. And in this way a researcher produces nested 

models to test the hypothesized model. This helps the researcher in achieving a “best fitting” 

model incrementally. 

Keeping in view the above discussion in favour of Structural Equation Modeling, the 

researcher has opted to employ this technique for the current study. 

Structural Equation Modeling and Mediation 

The current study has a mediation scheme between the variables of interest. Therefore, it 

is necessary to understand the role of a mediator or what mediation is? According to Hayes 

(2009) the most widely-used method is the causal steps approach popularized by Baron and 

Kenny (1986). According to their explanation, a mediator is a variable when: i) an independent 

variable (in the present case, organizational learning culture) significantly affects the mediator(s) 

(career issues in the present case) shown by path “a” in Figure 5 below; ii) the independent 

variable significantly affects (the direct effect) the dependent variables (perceived job 
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performance) shown by path “c”; iii) the mediator has significant unique effects on the 

dependent variable shown by path “b”; and iv) the effect of the independent variable on the 

dependent variables shrinks upon the addition of the mediator to the model. 

 

Figure 5 The Mediation Model by Baron and Kenny (1986) 

The importance and currency of this model can be seen from the fact that this model has 

been cited by 12,688 journal articles by September 2009, with a per year estimated increase of 

1,762  (Zhao, Lynch, & Chen, 2010). They further say that “the procedure is so well known that 

it is used by authors and requested by reviewers almost reflexively—even when experimental 

approaches other than statistical ones might be more appropriate” (p. 197). Though this causal 

step approach has been criticized on multiple grounds, the most plausible explanation behind its 

popularity is that it is simple and widely understood (Hayes, 2009). That is why it is employed 

here in the current research. 
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Statistical Software 

The researcher has employed the Statistical Package for Social Sciences (SPSS) 18
th

 

edition (PASW 18
th

) for descriptive statistics like frequency distribution, standard deviation, 

arithmetic mean, etc. For SEM technique, AMOS (Analysis of Moment Structures) has been 

used (AMOS 18). 

Ethical Considerations 

Ethics are integral to research. It is a comprehensive word and takes a lot of meanings. In 

research “it means what is right or wrong and doing what’s right—this is in regard to effects of 

the research and in relationships with the participants” (Rahman, 2012, p. 148). In simple words, 

ethics define the common domain of what is required to be accepted and what is to be rejected in 

terms of the research process. Ethical considerations that have been taken care of are: 

Confidentiality 

Privacy and anonymity of the respondent is essential and is required to be ensured. This 

insurance has been achieved through a covering letter attached to each questionnaire. Also, no 

personal or sensitive question has been asked. 

Voluntary participation 

Participation in the research is voluntary. Questionnaires have either been mailed to 

colleges or administered personally without any compulsion of filling in the questionnaire. 

Informed consent 

The researcher has also clarified the purpose of the current research to all the participants 

through a covering letter and thence their responses are solicited. 
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Academic objectivity 

The researcher has informed the participants regarding the purpose of the study and the 

way data will be analyzed. The researcher has also ensured other ethical considerations by 

implementing a sound research methodology by following the stated research design. 
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CHAPTER 4 

RESULTS AND ANALYSIS 

In research statistical analysis has a very crucial place. It is essential because it makes the 

research more academic, systematic, presentable, conclusive, interpretable, and generalizeable. 

The sections to follow provide detailed description and statistical analysis of the survey data. 

Descriptive Statistics and Sample Characteristics 

For the current study, the researcher distributed a total of 750 questionnaires among the 

teaching staff of the colleges of the whole Malakand division. The respondents from these 

colleges returned 415 filled in questionnaires. This made the response return rate 55%. Within 

the returned questionnaires, 20 were found with major missing data and were dropped from the 

final analysis. Analysis has been made on responses of the 395 respondents (see Appendix C). 

Descriptive statistics are meaningful only for summary statistics like frequencies and 

percentages. Therefore, various frequency tables providing the detail of the respondents are 

presented in the succeeding pages. The researcher has used some demographic variables which 

are: College Name, Age, Gender, and Designation. 

Demographic profile of the participants: 

Gender: Table 3 is the frequency table for information regarding gender of the 

participants. It is clear from this table that male dominates (n=324) the participants, with a valid 

percentage of 82, while female participants are 18 percent, with a total of 71 in number (n=71). 
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Table 3 

Gender of the Respondents (N=395) 

  Frequency Percent Valid Percent Cumulative Percent 

Valid Male 324 82.0 82.0 82.0 

Female 71 18.0 18.0 100 

Total 395 100.0 100 

 

  

Age: Table 4 is frequency table for information regarding age of the participants. From this 

table it is clear that the dominant age group is 25-35, having 52.2 percent representation with a 

total number of 206 (n=206), followed by the age group 36-45, having 25.8 percent 

representation with a total number of 102 (n=102), followed by the group having age above 46, 

having 20 percent representation with a total number of 79 (n=79). The table also shows that 8 

participants did not mention their age. 

Table 4 

Age of the Respondents (N=395) 

  Frequency Percent Valid Percent Cumulative Percent 

Valid 25-35 206 52.2 53.2 53.2 

36-45 102 25.8 26.4 78.0 

46 and above 79 20.0 20.4 100.0 

Missing System 8 2.0 

  Total 395 100 
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Designation: Table 5 is the frequency table providing information regarding the designation of 

the participants. From this table it is clear that the dominant group is that of the lecturer, having 

59.9 valid percent (n=233), followed by the group of Assistant Professor (n=87) with a valid 

percentage of 22.4. Associate Professors share a valid percentage of 15.2 (n=59), and Professors 

with a valid percentage of 1.5 (n=6), followed by Other (n=4) with a percentage of 1, while 6 

participants did not mention their designation. 

Table 5 

Designation of the Respondents (N=395) 

  Frequency Percent Valid Percent Cumulative Percent 

Valid Lecturer 233 59.0 59.9 59.9 

Assistant Professor 87 22.0 22.4 82.3 

Associate Professor 59 14.9 15.2 97.4 

Professor 6 1.5 1.5 99.0 

Others 4 1.0 1.0 100.0 

Total 389 98.5 100.0  

Missing System 6 1.5 

  Total 395 100 

  

Descriptive statistics for the constructs of the study: Table 6 provides the information 

regarding mean and standard deviation of the variables of the study. The table shows that two of 

the constructs have mean value more than 4, while two have close to 4 on the scale. Values for 

standard deviation demonstrate somewhat balanced results. The alpha values show that the 

estimates are very reliable because all values are above the recommended value of 0.6 and are 

ranging from 0.841 to 0.871. 
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Table 6 

Reliability Estimates and Descriptive Statistics of the Constructs of the Main Study (N=395) 

Variable Minimum Maximum Mean Std. Deviation Alpha 

Organizational Learning Culture 1 5 3.6108 1.040 0.860 

Career Planning 1 5 4.0314 0.838 0.853 

Career Management 1 5 3.5004 1.060 0.856 

Career Development 1 5 4.2242 0.829 0.871 

Career Satisfaction 1 5 3.9565 0.958 0.841 

Career Commitment 1 5 3.7842 1.065 0.852 

Perceive Job Performance 1 5 3.6959 0.955 0.849 

 

Inferential Statistics 

Descriptive statistics are only providing information about the characteristics of the 

sample. We need inferential statistics “to generalize the information collected from the sample to 

the population from which the sample has been drawn” (Rahman, 2012, p. 158). 

Measurement Model 

Measuring abstract and theoretical concepts always suffer from some sort of 

measurement error. The concern for the majority of the scholars is how this measurement error 

be accounted for? In this regard researchers (e.g., Cheng, 2001) suggest the researchers to test 

the hypothesized associations among constructs before testing the measurement model. 

Measurement model of the Structural Equation Modeling is a step to reducing this error. This 

model guides a researcher as to what extent the observed indicators serve as a measurement 

instrument for the unobserved constructs. This model testing procedure helps a researcher in 

finding a close goodness-of-fit between the hypothesized model and the empirical sample data. 
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Researchers (e.g., Rahman, 2012) talk of two methods of evaluating the validity of a supposed 

measurement model: a separate test for each construct; and a collective test. The researcher has 

decided to employ the former one because it has been found more explanatory. One additional 

fact, a measurement model is distinct from a structural model in the overall path model. Keeping 

that distinction in mind, it has been decided to apply confirmatory factor analysis for the 

measurement model separately. 

The use of Confirmatory Factor Analysis (CFA) is very appropriate for the measurement 

model for each construct separately. The researcher has employed several goodness-of-fit 

statistics for parameter estimation. They include Chi-square (χ
2
), Root Mean Square Error of 

Approximation (RMSEA), Comparative Fit Index (CFI), Goodness-of-fit Index (GFI), Root 

Mean Square Residual (RMR) and CMIN/DF. 

“Chi-square test is used in goodness of fit to assess whether a particular set of 

observation is sufficiently reliable for the purpose for which it is been collected” (Ojo, 2009, p. 

394). It also “determines if the sample under investigation has been drawn from a population, 

which follows some specified distribution” (Gaur & Gaur, 2006, p. 159). The lower this value is 

the better the model fit. In other words, a non-significant chi-square difference between the 

model and the empirical data demonstrates that the subject model is well fitted to the sample 

data. Another parameter estimation is Comparative Fit Index (CFI). This index gives a measure 

of complete co-variation in the data. Its value ranges from 0 to 1 and a value >0.90 is considered 

an acceptable fit. Root Mean Square Error of Approximation (RMSEA) is the third fit index. 

This index shows the discrepancy (which is measured in terms of the population) per degree of 

freedom. Though researchers (e.g., F. Chen, Curran, Bollen, Kirby, & Paxton, 2008)  do not 
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agree in fixing any universal cutoff values for model acceptance, values below .05 indicate a 

good fit while values up-to .08 represent a reasonable fit. However, “the choice of this cutoff 

values depends on other factors as model specifications, degrees of freedom, and sample size” 

(Rahman, 2012, p. 159). The fourth fit index, employed in the current study, is Goodness of Fit 

Index (GFI). This index gives the overall degree of fit. In value determination for good fit, it is 

similar to CFI. The fifth fit index used in this study is Root Mean Square Residual RMR. It is 

“the square root of the mean of the squared residuals—an average of the residuals between 

observed and estimated input matrices” (Hair, et al., 2006, p. 688). The acceptance level of this 

index ranges from 0 to 1.00 and values less than .05 are considered acceptable for a good fit. In 

AMOS, the ratio between CMIN and DF is also used as an index to determine the level of 

acceptance of the model. Commonly acceptable value for this ratio index is that it must not be 

greater than 3. 

The determination of sample size is also a matter of concern for researchers. Though 

researchers (e.g., Reisinger, et al., 2006) report the non-existence of any stringent rules for 

estimating sample size for SEM, Hair, et al. (2006) favour a minimum of five observations for 

each estimated parameter as a general rule of thumb. Keeping in view SEM assumptions, 

Reisinger, et al. (2006) recommend a sample size 100-400, because “SEM analysis of small 

samples lacks power and is questionable”. In the light of these discussions, sample size (N=395) 

for the current study is judicious. 
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CFA for Organizational Learning Culture  

CFA has been conducted on Organizational Learning Culture. Figure 6 is the original 

measurement model for this construct. The model is a single factor one consisting of ten 

indicators. By running the analysis on the model, the results were not found fit within the 

acceptable levels of the goodness-of-fit indices discussed above. The initial values were: chi-

square 256.381 with 35 degrees of freedom was statistically significant at p =0.001; CFI = 0.789; 

RMSEA = 0.127; GFI = 0.884; Standardized RMR = 0.079; and CMIN/DF = 7.325. These 

values were not within the acceptable limits. Thus the model was, thus, looked into in the light of 

recommendations of the modification indices. It was found that OrgLrnCltr-1, OrgLrnCltr-8 and 

OrgLrnCltr-9 indicators were found highly correlated with other indicators. Therefore, these 

indicators were dropped. On further analysis it was also found that some of the error terms were 

also found highly correlated with one another. They included: e6 with e7. They were connected 

through correlation arrows and then the analyses were run. The final results of the CFA for this 

construct are reported in Table 7 and Figure 7. 
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Figure 6: Measurement Model for Organizational Learning Culture (initial) 

 

 

 
Figure 7: Measurement Model for Organizational Learning Culture (final) 
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Table 7 

Confirmatory Factor Analysis for Organizational Learning Culture 

Indicators 
Completely 

Standardized Loadings*  

Indicator 

Reliability  

Error 

Variance 

OrgLrnCltr-2 0.525 
 

0.757 
 

0.069 

OrgLrnCltr-3 0.523 
 

0.773 
 

0.072 

OrgLrnCltr-4 0.705 
 

0.757 
 

0.049 

OrgLrnCltr-5 0.714  0.756  0.075 

OrgLrnCltr-6 0.601  0.756  0.061 

OrgLrnCltr-7 0.226  0.767  0.074 

OrgLrnCltr-10 0.507  0.765  0.055 

Fit Statistics 

Chi-square = 32.476 (df = 13, p = 0.002) 

CFI = 0.964 

RMSEA = 0.062 

GFI = 0.977 

Standardized RMR = 0.038 

CMIN/DF = 2.498 

______________________________________________________________________________ 

Note: *All t-values were significant at p < .05 
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CFA for Career Planning  

CFA has been conducted on Career Planning. Figure 8 is the original measurement 

model for this construct. The model is a single factor one consisting of eleven indicators. By 

running the analysis on the model, the initial values were: chi-square 301.612 with 44 degrees of 

freedom was statistically significant at p =0.000; CFI = 0.862; RMSEA = 0.122; GFI = 0.881; 

Standardized RMR = 0.043; and CMIN/DF = 6.855. The values of CFI and GFI were found low, 

while the value for RMR was within the acceptable range. The values of RMSEA and CMIN/DF 

were found very high. The model was, thus, looked into in the light of recommendations of the 

modification indices. It was found that CrPlng-3, CrPlang-5, and CrPlng-11 indicators were 

highly correlated with other indicators. Therefore, these indicators were dropped. On further 

analysis it was also found that the error term of indicator 1 (e1) was highly correlated with the 

error term of indicator 2 (e2) and the error term of indicator 6 (e6) was highly correlated with the 

error term of indicator 7 (e7). They were connected through correlation arrows and then the 

analyses were run. The final results of the CFA for this construct are reported in Table 8 and 

figure 9. 
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Figure 8: Measurement Model for Career Planning (initial) 

 

 

 
Figure 9: Measurement Model for Career Planning (final) 



116 

 

 

Table 8 

Confirmatory Factor Analysis for Career Planning 

Indicators 
Completely 

Standardized Loadings* 

Indicator 

Reliability 

Error 

Variance 

CrPlng-1 0.652 0.838 0.034 

CrPlng-2 0.725 0.832 0.026 

CrPlng-4 0.634 0.846 0.032 

CrPlng-6 0.593 0.847 0.037 

CrPlng-7 0.450 0.861 0.056 

CrPlng-8 0.596 0.849 0.039 

CrPlng-9 0.553 0.856 0.036 

CrPlng-10 0.701 0.841 0.029 

Fit Statistics 

Chi-square = 47.067 (df = 18, p = 0.000) 

CFI = 0.972 

RMSEA = 0.064 

GFI = 0.972 

Standardized RMR = 0.024 

CMIN/DF = 2.615 

______________________________________________________________________________ 

Note: *All t-values were significant at p < .05 
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CFA for Career Management 

CFA has been conducted on Career Management. Figure 10 is the original measurement 

model for this construct. The model is a single factor one consisting of six indicators. By running 

the analysis on the model, the initial values were: chi-square 61.793 with 9 degrees of freedom 

was statistically significant at p =0.000; CFI = 0.931; RMSEA = 0.122; GFI = 0.951; 

Standardized RMR = 0.061; and CMIN/DF = 6.866. Looking at these values, the values of CFI 

and GFI demonstrated a good fit, while the value for RMR was a little bit high. However, the 

values of RMSEA and CMIN/DF were found very high. The model was, thus, looked into in the 

light of recommendations of the modification indices. It was found there that CrMgnt-2 indicator 

was highly correlated with other indicators. Therefore, this indicator was dropped. On further 

analysis it was also found that the error term of indicator 3 (e3) was highly correlated with the 

error term of indicator 6 (e6). They were connected through correlation arrows and then the 

analyses were run. The final results of the CFA for this construct are reported in Table 9 and 

figure 11. 
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Figure 10: Measurement Model for Career Management (initial) 

 

 

 
Figure 11: Measurement Model for Career Management (final) 
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Table 9 

Confirmatory Factor Analysis for Career Management 

Indicators 
Completely 

Standardized Loadings* 

Indicator 

Reliability 

Error 

Variance 

CrMgnt-1 0.343 0.800 0.056 

CrMgnt-3 0.371 0.802 0.062 

CrMgnt-4 0.806 0.732 0.049 

CrMgnt-5 0.811 0.731 0.050 

CrMgnt-6 0.836 0.727 0.044 

Fit Statistics 

Chi-square = 8.33 (df = 4, p = 0.080) 

CFI = 0.993 

RMSEA = 0.052 

GFI = 0.992 

Standardized RMR = 0.025 

CMIN/DF = 2.083 

______________________________________________________________________________ 

Note: *All t-values were significant at p < .05 
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CFA for Career Development 

CFA has been conducted on Career Development. Figure 12 is the original measurement 

model for this construct. The model is a single factor one consisting of five indicators. By 

running the analysis on the model, the initial values were: chi-square 18.166 with 5 degrees of 

freedom was statistically significant at p =0.003; CFI = 0.987; RMSEA = 0.082; GFI = 0.981; 

Standardized RMR = 0.015; and CMIN/DF = 3.633. Looking at these values, the values of CFI, 

GFI and RMR demonstrated a good fit, while the values of RMSEA and CMIN/DF were found a 

little bit high. The model was, thus, looked into in the light of recommendations of the 

modification indices. It was found there that the error terms e1 and e2 were highly correlated. 

They were connected through correlation arrow and then the analyses were run again. The final 

results of the CFA for this construct are reported in Table 10 and figure 13. 
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Figure 12: Measurement Model for Career Development (initial) 

 

 

 
 

Figure 13: Measurement Model for Career Development (final) 
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Table 10 

Confirmatory Factor Analysis for Career Development 

Indicators 
Completely 

Standardized Loadings* 

Indicator 

Reliability 

Error 

Variance 

CrDevpmnt-1 0.714 0.864 0.031 

CrDevpmnt-2 0.748 0.858 0.021 

CrDevpmnt-3 0.776 0.858 0.024 

CrDevpmnt-4 0.796 0.856 0.025 

CrDevpmnt-5 0.817 0.852 0.026 

Fit Statistics 

Chi-square = 5.856 (df = 4, p = 0.210) 

CFI = 0.998 

RMSEA = 0.034 

GFI = 0.994 

Standardized RMR = 0.009 

CMIN/DF = 1.464 

______________________________________________________________________________ 

Note: *All t-values were significant at p < .05 
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CFA for Career Satisfaction 

CFA has been conducted on Career Satisfaction. Figure 14 is the original measurement 

model for this construct. The model is a single factor one consisting of eight indicators. By 

running the analysis on the model, the initial values were: chi-square 155.819 with 20 degrees of 

freedom was statistically significant at p =0.000; CFI = 0.890; RMSEA = 0.131; GFI = 0.907; 

Standardized RMR = 0.057; and CMIN/DF = 7.791. Looking at these values, it was found that, 

again, some of the values were not at satisfactory level. On analysis of the modification indices, 

it was found that CrSatfcn-7 and CrSatfcn-8 were found correlated with other indicators. 

Therefore, these indicators were dropped. On further analysis it was also found that the error 

term of indicator 1 (e1) was highly correlated with the error term of indicator 3 (e3) and the error 

term of indicator 5 (e5) with the error term of indicator 6 (e6). They were connected through 

correlation arrows and then the analyses were run again. The final results of the CFA for this 

construct are reported in Table 11 and figure 15. 
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Figure 14: Measurement Model for Career Satisfaction (initial) 

 

 

Figure 15: Measurement Model for Career Satisfaction (final) 
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Table 11 

Confirmatory Factor Analysis for Career Satisfaction 

Indicators 
Completely 

Standardized Loadings* 

Indicator 

Reliability 

Error 

Variance 

CrSatfcn-1 0.618 0.828 0.046 

CrSatfcn-2 0.571 0.848 0.063 

CrSatfcn-3 0.667 0.828 0.038 

CrSatfcn-4 0.708 0.836 0.030 

CrSatfcn-5 0.640 0.839 0.049 

CrSatfcn-6 0.753 0.825 0.030 

Fit Statistics 

Chi-square = 20.149 (df = 7, p = 0.005) 

CFI = 0.983 

RMSEA = 0.069 

GFI = 0.984 

Standardized RMR = 0.027 

CMIN/DF = 2.878 

______________________________________________________________________________ 

Note: *All t-values were significant at p < .05 
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CFA for Career Commitment  

CFA has been conducted on Career Commitment. Figure 16 is the original measurement 

model for this construct. The model is a single factor one consisting of seven indicators. By 

running the analysis on the model, the initial values were: chi-square 201.822 with 14 degrees of 

freedom was statistically significant at p = 0.000; CFI = 0.793; RMSEA = 0.185; GFI = 0.866; 

Standardized RMR = 0.116; and CMIN/DF = 14.416. By looking into these values almost all the 

values were not found satisfactory. The model was, thus, looked into in the light of 

recommendations of the modification indices. It was found there that CrComnt-5 and CrComnt-7 

indicators were highly correlated with other indicators. Therefore, these indicators were dropped. 

On further analysis it was also found that the error term of indicator 3 (e3) was also highly 

correlated with the error terms of indicators 2 (2e) and the error term of indicator 4 (e4). 

Therefore, they were connected through correlation arrows and then the analyses were run again. 

The final results of the CFA for this construct are reported in Table 12 and figure 17. 
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Figure 16: Measurement Model for Career Commitment (initial) 

 

 

Figure 17: Measurement Model for Career Commitment (final) 
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Table 12 

Confirmatory Factor Analysis for Career Commitment 

Indicators 
Completely 

Standardized Loadings* 

Indicator 

Reliability 

Error 

Variance 

CrComnt-1 0.768 0.750 0.037 

CrComnt-2 0.934 0.728 0.043 

CrComnt-3 0.598 0.784 0.060 

CrComnt-4 0.458 0.801 0.069 

CrComnt-6 0.629 0.765 0.048 

Fit Statistics 

Chi-square = 7.926 (df = 3, p = 0.048) 

CFI = 0.993 

RMSEA = 0.065 

GFI = 0.992 

Standardized RMR = 0.027 

CMIN/DF = 2.642 

______________________________________________________________________________ 

Note: *All t-values were significant at p < .05  
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CFA for Perceived Job Performance 

CFA has been conducted on Perceived Job Performance. Figure 18 is the original 

measurement model for this construct. The model is a single factor one consisting of five 

indicators. By running the analysis on the model, the initial values were: chi-square 43.898 with 

5 degrees of freedom was statistically significant at p =0.000; CFI = 0.926; RMSEA = 0.141; 

GFI = 0.959; Standardized RMR = 0.049; and CMIN/DF = 8.780. By looking into these values, 

the values for CFI, GFI and RMR were found within the acceptable levels. However, the values 

for RMSEA and CMIN/DF were found very high. The model was, thus, looked into in the light 

of recommendations of the modification indices. It was found there that some of the error terms 

were highly correlated with one another. They include: e1 with e4 and e5. They were, therefore, 

connected through correlation arrows and then the analyses were run. The final results of the 

CFA for this construct are reported in Table 13 and figure 19. 
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Figure 18: Measurement Model for Perceived Job Performance (initial) 

 

 
Figure 19: Measurement Model for Perceived Job Performance (final) 
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Table 13 

Confirmatory Factor Analysis for Perceived Job Performance 

Indicators 
Completely 

Standardized Loadings* 

Indicator 

Reliability 

Error 

Variance 

PrcdJbPrfrmnc-1 0.616 0.780 0.056 

PrcdJbPrfrmnc-2 0.594 0.725 0.043 

PrcdJbPrfrmnc-3 0.612 0.722 0.038 

PrcdJbPrfrmnc-4 0.736 0.724 0.058 

PrcdJbPrfrmnc-5 0.810 0.690 0.048 

Fit Statistics 

Chi-square = 6.104 (df = 3, p = 0.107) 

CFI = 0.994 

RMSEA = 0.051 

GFI = 0.994 

Standardized RMR = 0.015 

CMIN/DF = 2.035 

______________________________________________________________________________ 

Note: *All t-values were significant at p < .05 
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CFA for the Measurement Model as a Whole, Test of Reliability and Validity 

The researcher has provided CFA for each construct separately. It is required to check the 

fitness of the model collectively. The overall model is presented in figure 20. The goodness-of-fit 

indices indicated the acceptance of the model. Values for these indices were: chi-square value of 

2128.641 with 748 degrees of freedom was statistically significant at p=0.001; CFI = 0.911; 

RMSEA = 0.078; GFI = 0.887; Standardized RMR = 0.053; and CMIN/DF = 2.85. Furthermore, 

to assess the measurement model reliability of each construct variance extracted measures were 

also utilized along with their respective Cronbach’s alpha values. “Reliability is a measure of the 

internal consistency of the construct indicators, representing the degree to which they indicate 

the common latent (unobserved) construct” (Hair, et al., 2006, p. 588). These steps further 

validated the subject measures and indicated that there exists consistency in measurement of the 

individual indicators. Commonly acceptable value for reliability of a construct is 0.70. Another 

measure of testing reliability is variance extraction method. “This method informs us about the 

common or shared value of variance among the indicators for a construct. Higher values of 

variance extracted represent greater degree of shared representation of the indicators with the 

respective construct” (Rahman, 2012, p. 173). Researchers (e.g., Hair, et al., 2006) contend that 

this value should exceed the value of 0.50. Completely standardized loadings, construct 

reliability, error variance, variance extracted, the indicator reliability, and the fit statistics for the 

subject model are provided in Table 14. Values of variance extracted for all constructs exceed 

the recommended level of 0.50. Similarly, values for construct reliability also exceed the 

recommended level. These results are sufficient evidences of reliability for constructs of the 

model in the confirmatory factor analysis. 
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Figure 20: Confirmatory Factor Analysis for Overall Measurement Model 
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Table 14 

Fit Statistics, Indicator/Construct Reliability and Variance Extracted (N=395) 

Constructs and Indicators 

Completely 

Standardized 

Loadings* 

(t-values) 

Indicator 

Reliability 

Error 

Variance 

Construct 

Reliability 

Variance 

Extracted 

Org. Learning Culture 
   

0.860 0.521 

Keen learner’s value 0.504 (8.805) 0.757 0.069 
  

Management information 0.587 (7.960) 0.773 0.072 
  

Good learning 0.624 (8.976) 0.757 0.049 
  

Problem solving 0.534 (8.995) 0.756 0.075 
  

Learning excitement 0.524 (8.712) 0.756 0.061 
  

Learning and self-direction 0.289 (5.051) 0.799 0.069 
  

Learning opportunities 0.434 (7.808) 0.767 0.074 
  

 

Career Planning    
0.853 0.592 

Career plan 0.674 (13.45) 0.838 0.034 
  

Career goals and objective 0.753 (14.41) 0.832 0.026 
  

Reviewing career plan 0.663 (11.52) 0.846 0.032 
  

Improve knowledge level 0.712 (11.32) 0.847 0.037 
  

Career, economic & social trends 0.604 (9.005) 0.861 0.056 
  

Career awareness 0.679 (11.18) 0.849 0.039 
  

Expectations & career outcomes 0.609 (9.779) 0.856 0.036 
  

Information & career goals 0.634 (13.79) 0.841 0.029 
  

 

Career Management    
0.856 0.568 

Developmental activities 0.503 (7.589) 0.800 0.056 
  

Processes & development 0.604 (7.583) 0.802 0.062 
  

Employees & career paths 0.769 (16.67) 0.732 0.049 
  

Development opportunities 0.749 (17.03) 0.731 0.050 
  

Performance evaluation 0.814 (17.03) 0.727 0.044 
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Career Development    0.871 0.526 

Formal process 0.714 (15.31) 0.864 0.031 

  CD Importance 0.769 (15.88) 0.858 0.021 

  Need for CD 0.776 (16.08) 0.858 0.024 

  Career development tools 0.774 (16.24) 0.856 0.025 

  CD programs 0.789 (16.24) 0.852 0.026 

   

Career Satisfaction 

   

0.841 0.692 

Career satisfaction 0.654 (13.12) 0.828 0.046 

  Adequate opportunities 0.573 (10.74) 0.848 0.063 

  Work meaningfulness 0.689 (13.99) 0.828 0.038 

  Personal responsibility 0.648 (13.31) 0.836 0.030 

  Efforts recognition 0.753 (11.86) 0.839 0.049 

  Sense of achievement 0.714 (14.13) 0.825 0.030 

   

Career Commitment 

   

0.852 0.595 

Career with the college 0.719 (13.97) 0.750 0.037 
  

Career valued 0.813 (14.70) 0.728 0.043 
  

Happy to sharing 0.604 (9.802) 0.784 0.060 
  

Attachment 0.653 (8.889) 0.801 0.069 
  

Career preference 0.703 (8.889) 0.765 0.048 
  

 

P. Job Performance    0.849 0.682 

Performance improvement 0.775 (9.989) 0.780 0.056   

College support 0.695 (11.75) 0.725 0.043   

Importance of CM & CD 0.687 (11.45) 0.722 0.038   

Information & performance 0.685 (11.23) 0.724 0.058   

College environment 0.846 (11.23) 0.690 0.048   
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Fit Statistics 

Chi-square = 2128.641 (df= 748, p=0.001) 

RMSEA = .078 

Standardized RMR = .053 

GFI = .887 

CFI = .911 

CMIN/DF = 2.85 

ECVI = 9.332 

ECVI for Saturated Model = 15.254 

ECVI for Independence Model = 27.938 

________________________________________________________________________ 

Note: * All t-values are significant at p < .05 

Validity of a model is also a concern for any researcher. Validity, by definition, is the 

extent to which the indicators accurately measure what they are supposed to measure (Hair, et 

al., 2006). The two types of validity, (convergent validity and discriminant validity) are relevant 

in structural equation modeling. Convergent validity, by definition, is the extent to which 

different instruments converge in their measurement of the same construct. It is assessed by 

reviewing the t-tests for the factor loadings. These values for the measurement are provided in 

Table 14. The values in this table indicated a significant difference from zero at p <.05 which is a 

valid evidence that the measurement instrument has convergent validity for constructs. 

Similarly, discriminant validity, by explanation, is the existence of minimum correlations 

among measures for various constructs in the subject model. Against the convergent validity, it 

shows the divergence in different constructs. This validity for two constructs, in a study, can be 
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assessed through different methods. According to Fornell and Larcker (1981), it can be assessed 

through a comparison between the variance extracted estimates for two constructs with the 

square of correlation between them with the aim to see if the former value is greater than the 

latter one. Looking at values in Table 15, the correlation between Career Commitment and 

Perceived Job Performance is 0.72 happened to be comparatively strongly correlated. Therefore, 

they were tested for discriminant validity. The squared valued of this correlation was 0.52. From 

Table 15, the average variance extracted for Career Commitment and Perceived Job Performance 

was 0.639 [(0.682+0.595)/2]. Since this value was larger than the squared value, this was an 

evidence of discriminant validity in the confirmatory factor analysis. 

Table 15 

 Correlations* of the constructs (N=395) 

Item X1 Y1 Y2 Y3 Y4 Y5 Y6 

X1. Organizational Learning Culture --       

Y1. Career Planning 0.56 --      

Y2. Career Management 0.63 0.59  --     

Y3. Career Development 0.24 0.61 0.35 --    

Y4. Career Satisfaction 0.68 0.48 0.62 0.26 --   

Y5. Career Commitment 0.51 0.39 0.44 0.23 0.68 --  

Y6 Perceived Job Performance 0.50 0.33 0.61 0.10 0.58 0.72 -- 

Note: * All Pearson correlation coefficients are significant at p<.01 
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There is another fit statistic which is also used to measure cross-validation. This is 

Expected Cross-Validation Index (ECVI). This index assesses the cross-validation of a subject 

model. According to Hair, et al.  (2006) it is “an approximation of the goodness-of-fit the 

estimated model would achieve in another sample of the same size” (p. 590). The purpose of 

calculating this index is to measure “the discrepancy between the fitted covariance matrix in the 

sample under study, and the expected covariance matrix that would be obtained in another 

sample of the same size” (Rahman, 2012, p. 178). A model that has small value for ECVI, has 

greater potential for replication in other settings (Byrne, 1998). Looking at values for ECVI 

(table 14) is a small one compared to both the saturated and independence models. This indicates 

its potential for replication and also shows that the measurement model is well-fitted and 

represents a reasonable approximation to the population (Byrne, 1998). 

Structural Model 

In the preceding sections, satiated discussion has been provided about the analysis of the 

measurement model. It has also been said that analyzing measuring model is the first step in the 

SEM. The second step is the analysis of the structural model. A structural model is the regression 

part of the latent variables. It tells the reader about the relationships among the latent variables of 

the study. It specifies the causal relationships among the latent variables of the model (Byrne, 

1998). Figure 21 is the structural model of the study. 
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__________________________________________________________________________ 

Note: X1… X7 and Y1…Y34: indicators or observed variables 

__________________________________________________________________________ 

Figure 21. Structural Model 
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Theoretical Structural Model 

The theoretical structural model with completely standardized path coefficients is 

presented in Figure 22. The corresponding t-values for the subject eight path coefficients proved 

to be statistically significant at p<.001. There existed a non-significant difference between the 

theoretical model and the measurement model. When there is a non-significant difference, this 

demonstrates the potential of the theoretical model to successfully account for the observed 

relationships among the variables of interest (Anderson & Gerbing, 1988).  The chi-square value 

of the theoretical model was 2170.712 with 780 df, and the chi-square value of the measurement 

model was 2128.641 with 748 df (Table 16). The chi-square difference between the two models 

was 42.071 with 31 df. The critical value with 31 df is 44.985 at p =.05. On the basis of the 

above discussion, it can be fairly said that the results achieved from the two models and their chi-

square difference are sufficient statistical proofs to the effect that the theoretical model has been 

found successful in achieving an acceptable fit to the data. 
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Figure 22 Theoretical Structural Model and the Path Diagram 
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Table 16 

Goodness-of-Fit Statistics for the Models 

Model 
Chi-

square* 
Df 

CMIN/ 

DF 

Standardized 

RMR 
RMSEA GFI CFI 

Null Model 2446.063 779 3.14 
- 

- - - 

Measurement Model 2128.641 748 2.85 0.053 0.078 0.887 0.911 

Theoretical Model 2170.712 780 2.79 0.059 0.067 0.881 0.913 

 

Path Coefficients among the Constructs 

Variable Coefficients
 

Organizational Learning Culture       Career Planning 0. 434 

Organizational Learning Culture       Career Management  0. 670 

Career Planning                              Career Development 0.544 

Career Management             Career Development 0.120 

Career Development      Career Commitment 0.535 

Career Development     Career Satisfaction  0.604 

Career Commitment                             Perceived Job Performance 0.149 

Career Satisfaction                               Perceived Job Performance 0.362 

Note: * All chi-square tests were significant at p<.001 
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Overall Model Fit and Goodness-of-Fit Indices 

A research is always in need of employing some goodness of fit indices to determine if 

the proposed, when tested, is accepted or otherwise. There are many such fit indices; however, in 

SEM, there are commonly four types of goodness of fit indices. They are: 

i. Absolute Fit Measures 

ii. Incremental Fit Measures 

iii. Non-centrality-based Measures 

iv. Parsimonious Fit Measures 

The above mentioned fit indices have further sub-measures. However, researchers 

(Reisinger, et al., 2006) are not in favour of reporting all these fit indices. Other researchers (e.g., 

Hair, et al., 2006) recommend that a researcher should evaluate the proposed model through a 

series of fit indices from each type of measures with the objective of achieving some consensus 

on the acceptability of the model. 

Absolute Fit Measures 

This class of fit indices are employed by a researcher with the aim to determine the 

degree to which the overall model (structural and measurement models) provides an acceptable 

fit to the data (Reisinger, et al., 2006). Chi-square (χ²) statistics and the Goodness of Fit Index 

(GFI) are the two widely applied fit measures of this group. In this group, chi-square (χ²) is 

considered the most fundamental measure of overall fit (Hair, et al., 2006). According to them 

this is the only statistically based measure of goodness-of-fit available in SEM. However, some 

researcher (e.g., Cheng, 2001; Reisinger, et al., 2006) contend that achieving a non-significant 
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chi-square value is very hard and not realistic. “It is believed that chi-square tests the hypothesis, 

not the model fit” (Rahman, 2012, p. 183). That is why researchers are suggested to use some 

other measure (Reisinger, et al., 2006).  The researcher has employed both chi-square and GFI to 

assess the acceptability of the model. The values for these two fit measures for the theoretical 

model have been provided in Table 16. These values indicate the acceptability of the model. 

Incremental Fit Measures 

In this class of fit measures, a proposed model is compared with some nested baseline 

model (also called null or independence model). This class includes fit measure like Tucker-

Lewis Index (TLI), Incremental Fit Index (IFI), and Comparative Fit Index (CFI) (Hair, et al., 

2006). According to them the recommended values for these indices are ≥ 0.90. The researcher 

has employed CFI and the calculated value for this fit measure in the present study is 0.913 

which is within the acceptable level (Table 16). The value of this incremental fit measure 

indicated the acceptability of the model. 

Non-Centrality Based Fit Measures 

In this class of fit measures the degree of rejection of an incorrect model is tested. The 

most widely used fit index in this class is the Root Mean Square Error of Approximation 

(RMSEA). This fit index is independent of sample size and measures the discrepancy in terms of 

the population as a whole and not the sample size (Rahman, 2012). The use of this fit index is 

supported on the ground that it provides an appropriate conclusions about model quality and 

provides precise fit (Reisinger, et al., 2006). Values below .05 is considered to be an indication 

of a good fit, however values up-to .08 are acceptable and represent a reasonable fit. In this 
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regard some researchers (e.g., F. Chen, et al., 2008) are against the use of any universal cutoff 

values in case of RMSEA. 

In the current study the value for this index is 0.067 (Table 16), which is within the 

acceptable range of 0.08 or less (Hair, et al., 2006; Reisinger, et al., 2006). This, again, indicated 

the acceptability of the present model. 

Parsimonious Fit Measures 

The fourth class of fit measure is the parsimonious fit measures. These fit measures relate 

the goodness-of-fit of the model to the number of estimated coefficients required to achieve this 

level of fit (Hair, et al., 2006). The only measure applied here is the CMIN/DF. The value for 

this fit index is required to be calculated. In other words, it is a ratio between the observed chi-

square and the degree of freedom in that particular model. The recommended value is less than 3. 

The calculated value in the present case is 2.79 (Table 16) which is within the acceptable limit 

for this measure. 

All the above reported values for these goodness of fit indices indicated a consistent 

pattern of the acceptability of the overall model proposed in the study. 
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Hypothesis Testing 

The researcher has presented some hypotheses for the current study and has put all these 

hypotheses to test for validation. For this purpose the researcher employed structural equation 

modeling (SEM) as a statistical technique. As the proposed model has interdependence among 

the constructs of interest, it was necessary to specify the effects (direct and indirect) of the 

exogenous variable; therefore, path analyses were conducted. Organizational learning culture is 

the exogenous variable; and career planning, career management, career development, career 

satisfaction, career commitment and perceived job performance are the endogenous variables. 

The researcher hypothesized relationships among these variables on the basis of the extant 

literature. The subject hypothesized relationships were analyzed in two ways; a test of the 

individual construct and the overall path model. Model estimation procedures for simultaneous 

equations were used to test the hypothesized model (Figure 24). The results for these hypotheses 

are provided in the subsequent table (Table 18). 

Hypothesis 1a: Organizational learning culture has positive relationship with employees’ 

perceptions of career planning. 

This hypothesis investigated the relationship between organizational learning culture and 

career planning. The standardized path coefficient of 0.434 and the t-value of 5.661 were 

significant at p = 000. These values indicated that the above hypothesis was supported by the 

empirical data. 
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Hypothesis 1b: Organizational learning culture has positive relationship with employees’ 

perceptions of career management. 

This hypothesis investigated the relationship between organizational learning culture and 

career management. The standardized path coefficient of 0.670 and the t-value of 7.543 were 

significant at p = 000. These values indicated that the above hypothesis was strongly supported 

by the empirical data. 

Hypothesis 2a: Career planning is positively associated with employees’ perceptions of career 

development. 

This hypothesis investigated the relationship between career planning and employees’ 

perception of career development. The standardized path coefficient of 0.544 and the t-value of 

8.346 were significant at p = 000. These values indicated that the above hypothesis was strongly 

supported by the empirical data. 

Hypothesis 2b: Career management is positively associated with employees’ perceptions of 

career development. 

This hypothesis investigated the relationship between career management and 

employees’ perception of career development. The standardized path coefficient of 0.120 and the 

t-value of 2.228 were significant at p = 022. These values indicated that the above hypothesis 

was weakly supported by the empirical data. 
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Hypothesis 3a: Career development positively leads to employees’ perceptions of career 

commitment. 

This hypothesis investigated the relationship between career development and 

employees’ perception of career commitment. The standardized path coefficient of 0.535 and the 

t-value of 8.192 were significant at p = 000. These values indicated that the above hypothesis 

was strongly supported by the empirical data. 

Hypothesis 3b: Career development positively leads to employees’ perceptions of career 

satisfaction. 

This hypothesis investigated the relationship between career development and 

employees’ perception of career satisfaction. The standardized path coefficient of 0.604 and the 

t-value of 9.275 were significant at p = 000. These values indicated that the above hypothesis 

was strongly supported by the empirical data. 

Hypothesis 4a: Career commitment has positive effects on employees’ perceptions of job 

performance. 

This hypothesis investigated the relationship between career commitment and employees’ 

perception of job performance. The standardized path coefficient of 0.149 and the t-value of 

2.571 were significant at p = 010. These values indicated that the above hypothesis was weakly 

supported by the empirical data. 

Hypothesis 4b: Career satisfaction has positive effects on employees’ perceptions of job 

performance. 
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This hypothesis investigated the relationship between career satisfaction and employees’ 

perception of job performance. The standardized path coefficient of 0.362 and the t-value of 

5.672 were significant at p = 000. These values indicated that the above hypothesis was 

supported by the empirical data. 

Hypothesis 5: Career issues mediate the relationship between organizational learning culture 

and employees’ perceived job performance. 

This was the mediating hypothesis. To test this hypothesis, the two models, one with 

mediating effect with the one that does not have mediating effect, were compared through a chi-

square difference test. These models are given in figure 23a and figure 23b. Fit statistics for the 

theoretical model are: chi-square = 2170 with 780 degrees of freedom; CMIN/DF= 2.79; 

Standardized RMR= 0.059; RMSEA= 0.065; GFI= 0.881; CFI= 0.913). The fit statistics for the 

model that does not have mediation are: chi-square = 2093 with 764 degrees of freedom; 

CMIN/DF= 2.975; Standardized RMR= 0.085; RMSEA= 0.071; GFI= 0.871; CFI= 0.891). By 

looking at these values it is easy to conclude that the values for the mediating model good as 

compared to the ones obtained from the non-mediating model. Also while calculating the chi-

square difference (77 with 17 df) between the two models, the same was found with significant 

difference. This significant difference indicated that the model having mediating effect happens 

to be comparatively better than its counterpart. This means that career issues mediate the effect 

of organizational learning culture on employees’ perception of job performance. From this the 

researcher has concluded that hypothesis 5 has also supported by the empirical data. 
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Figure 23 (a and b) Two Models Comparison for the Testing the Mediating Effects 

 

Total and Indirect Effects of Exogenous Variable on Endogenous Variables 

The concept of indirect effects needs attention when the relationships among the 

constructs are not that of the simple dependence but that of interdependence. It means that direct, 

indirect and total effects need to be addressed which help in answering important questions that 

are not addressed by examining the direct effects only (Bollen, 1989). By explanation, an 
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indirect effect is the one that is mediated by at least one other variable in the relationship; while 

total effect is the sum of the direct and indirect effects. Table 17 provides the direct, indirect, and 

total effects of the subject constructs. 

Table 17 

Total, Indirect, and Direct Effects among Latent Variables 

  

Career 

Planning 

Career 

Management 

Career 

Development 

Career 

Satisfaction 

Career 

Commitment 

Perceived Job 

Performance 

DE IE TE DE IE TE DE IE TE DE IE TE DE IE TE DE IE TE 

OLC 

0
.5

8
 

- 0
.5

8
 

1
.0

8
 

 

- 
- 

- 
- 

- 
- 

1
.0

8
 

- 0
.4

3
 

0
.4

3
 

- 0
.2

6
 

0
.2

6
 

- 0
.2

1
 

0
.2

1
 

- 0
.1

2
 

0
.1

2
 

CP 

- - - - - - 0
.8

9
 

- 0
.8

9
 

- 0
.3

3
 

0
.3

3
 

- 0
.2

7
 

0
.2

7
 

- 0
.1

5
 

0
.1

5
 

CM 

- - - - - - 0
.1

9
 

- 0
.1

9
 

- 0
.0

6
 

0
.0

6
 

- 0
.0

5
 

0
.0

5
 

- 0
.0

3
 

0
.0

3
 

CD 

0
.5

5
 

- 0
.5

5
 

0
.1

0
 

- 0
.1

0
 

- - - 0
.6

0
 

- 0
.6

0
 

0
.5

0
 

- 0
.5

0
 

- 0
.2

7
 

0
.2

7
 

CS 

- - - - - - 0
.6

0
 

- 0
.6

0
 

- - - - - - 0
.3

2
 

- 0
.3

2
 

CC 

 - - - - - 0
.5

0
 

- 0
.5

0
 

- - - -  - 0
.1

4
 

- 0
.1

4
 

 

Note: 

OLC = Organizational Learning Culture,  CP = Career Planning 

CM = Career Management,    CD = Career Development, 

CS = Career Satisfaction    CC = Career Commitment, 

PJP = Perceived Job Performance   DE = Direct Effect, 

IE = Indirect Effect,     TE = Total Effect 
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Table 18 

Summary of Hypotheses Testing 

Hypotheses Results 

H1a Organizational learning culture has positive relationship with employees’ 

perceptions of career planning. 

Supported 

H1b Organizational learning culture has positive relationship with employees’ 

perceptions of career management. 

Supported 

H2a Career planning is positively associated with employees’ perceptions of 

career development. 

Supported 

H2b Career management is positively associated with employees’ perceptions 

of career development. 

Supported 

H3a Career development positively leads to employees’ perceptions of career 

commitment. 

Supported 

H3b Career development positively leads to employees’ perceptions of career 

satisfaction. 

Supported 

H4a Career commitment has positive effects on employees’ perceptions of job 

performance. 

Supported 

H4b Career satisfaction has positive effects on employees’ perceptions of job 

performance. 

Supported 

H5 Career issues mediate the relationship between organizational learning 

culture and employees’ perceived job performance. 

Supported 
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CHAPTER 5 

DISCUSSION AND CONCLUSIONS 

The objective of the current study was to look into the impact of organizational learning 

culture, employees’ career related issues and their effects on employees' perception of job 

performance. The study was supposed to explore answers to the following questions with the 

help of empirical evidence: 1) How does organizational learning culture influence employees’ 

perceptions of career planning?; 2) How does organizational learning culture promote 

employees’ perceptions of career management?; 3) How does career planning lead to employees’ 

perceptions of career development?; 4) How does career management enhance employees’ 

perceptions of career development?; 5) How does career development result in employees’ 

perceptions of career commitment?; 6) How does career development result in employees’ 

perceptions of career satisfaction?; 7) How does career commitment develop employees’ 

perceptions of performance?; 8) How does career satisfaction develop employees’ perceptions of 

job performance?; and 9) To what extent there is a mediation role of career issues between 

organizational learning culture and perceived job performance? 

Research Findings 

Figure 24 presents the proposed model of the study. The model is supposed to inform the 

reader about the key findings. The basic premises of the current research were to test the validity 

of the modeled relationships in the form of research hypotheses. All the hypotheses have been 

supported by the empirical data with varying degree of acceptance. This provides sufficient 

information regarding the relationships and their respective strength. 
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Figure 24 Hypothesized Model of the Study 

 

Organizational Learning Culture, Career Planning and Career Management 

H1a: Organizational learning culture has positive relationship with employees’ 

perceptions of career planning. 

This study hypothesized a positive relationship between organizational learning culture 

and career planning. The empirical data validated this hypothesis. This means that organizational 

learning culture positively affects career planning. The results lent support to Baruch’s (2004b) 

contention of the importance of employees’ career planning and management. Similarly, Martin, 

et al. (2001) believe that career planning and development efforts reflect an organization‘s 

learning culture as to how it affects and molds the behaviour of its workforce from traditional 

pattern of expectation to one of increased responsibility for their own career growth and 

development. These results strengthen such beliefs. Other studies  (e.g., Appelbaum, et al., 2002; 

Leibowitz, et al., 1986) while explaining organizational learning culture, have highlighted the 

importance of the provision of career planning tools, workshops, vocational counselling, job 
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rotation, career resource centres, etc. to enable individuals to evaluate their career options and 

preferences, formalizing development objectives and preparing the implementation plan. All 

these studies and the results of the current study have been found in concord. 

From the above empirical facts one can be concluded that the survival of any 

organization in a changing business world depends on the realization of the fact that an 

organization should have a culture that could process and create information and knowledge 

efficiently (Hernaus, et al., 2008). That is why a culture that promotes the development of “core 

competencies and sustain their competitive advantage” (Hsu, 2009, p. 1) has become the 

necessity of the day. This carries a strong message for the policy makers and consultants from 

the business world because it has practical implications (Chiva & Alegre, 2005). 

Organizations have to understand that organizational learning is a process wherein if an 

organization values “learning, and its structure is such that the actors within the organization can 

transmit knowledge, then human resources are more likely to feel empowered to learn” (Joseph 

& Dai, 2009, p. 244). This provides direction to individuals’ behaviour being the sole agent in 

the process. However, organizations are required to be cautious about causing a fit between what 

organizations value and how employees behave and believe (Tidd, et al., 2001). Therefore, 

organizations are required to essentially value, manage, and enhance the individual development 

of its employees (Scarbrough, et al., 1998). It is very essential for organizations to understand 

that when an individual decides to leave an organization, it will be a loss of tacit knowledge and 

causes discontinuity in the learning process which can hardly be substituted promptly with new 

recruits. From this one can connote that organizations should not only be content for 

uninterrupted individuals’ learning, they should build organization’s capacity to support, 
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encourage, and make use of that learning. Most important, organizations should realize that it is 

good business to invest in promoting and rewarding learning (Victoria J Marsick & Watkins, 

2003). 

Researchers are not in agreement if career planning is an individualistic activity or an 

organizational responsibility. This disagreement with arguments on both sides gives weightage to 

the dual nature of this intervention.  Individuals are suggested to shoulder the responsibilities of 

catering to and building their own careers, while organizations should have proactive role in 

taking a leading role in planning and managing individuals’ careers (Baruch, 2004a). It “is more 

than a single job, a single position, or a single role. It is a developmental process of progression. 

The individual and the organization share duties and responsibilities, both are equal partners in 

the game” (Baruch, 2004a, p. 11). However, while organizations are struggling to evolve 

strategies and practices to tackle the changing work environment (Inkson & Baruch, 2008), 

“individuals are driven more by their own desires than by organizational career management 

practices… and are adapting to a more transactional employer-employee relationship and taking 

more responsibility for their own career development and employability” (Sullivan & Baruch, 

2009, p. 1543). Both employee and employer have to realize and acknowledge that facilitating 

and accommodating one another is the only way to achieve individual as well as collective goals. 

The previous research on the relationship between organizational learning culture and 

career planning and the empirical results of the current study give credence to the importance of 

understanding their dependence. Management in these colleges, policy makers, and all the 

stakeholders are required to realize how to promote a culture that values “learning and its 
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structure is such that the actors within the organization can transmit knowledge, then human 

resources are more likely to feel empowered to learn” (Joseph & Dai, 2009, p. 244). 

H1b: Organizational learning culture has positive relationship with employees’ 

perceptions of career management. 

This study also hypothesized a positive relationship between organizational learning 

culture and career management. The empirical data validated this hypothesis. This means that 

organizational learning culture positively affects career management. Again these empirical 

results lent support to the previous studies by Morrison and Hock (1986) who consider career 

management as a part of organizational learning culture because it represents organizational 

perspective in the career development process. Other studies (e.g., Adekola, 2011; Greenhaus, et 

al., 2009; Patrick & Kumar, 2011) talk about career management as a collective activity between 

an individual and organization to prepare, implement and monitor career plans and strategies to 

provide maximum benefits for both. This is what organizational learning culture is all about. 

Again the results of this study are in concord with the previous research in the field. 

If organizations want to ensure employees participation in the career management 

program, these organizations must unveil their plans to the employees (Granrose & Portwood, 

1987) because career management is a joint venture that requires inputs from both the 

organization and the individuals to accrue maximum benefits for both (Adekola, 2011; Patrick & 

Kumar, 2011). Therefore, investment in career management is likely to increase employees’ job 

satisfaction (Lee & Bruvold, 2003). Such investment is very essential for employees’ motivation 

and winning over their positive attitude and behaviour and to improve organizational efficiency. 
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Business changes like downsizing, restructuring, acquisitions and mergers, technological 

advancement, etc., (Appelbaum, et al., 2002; Baruch, 2004b; Greenhaus, et al., 2009) have not 

only drastically changed the old psychological employee-employer contract, they have elevated 

the importance of people’s management, particularly the planning and management of their 

careers (Baruch, 2004b). These global business realities have strong messages for both 

organizations and individuals to devise proper planning and management strategies to cope with 

these uncertainties. “These have wide implications for the management of people at work, and in 

particular the planning and managing of careers” (Baruch, 2004a, p. 11). 

Career Planning, Career Management, and Career Development 

H2a: Career planning is positively associated with employees’ perceptions of career 

development. 

This study also hypothesized a positive relationship between career planning and career 

development. The empirical data validated this hypothesis as well. This means that career 

management positively affects career development of employees in an organization. The results 

lent support to the previous study conducted by Hall (1986) wherein the contention was that 

when there is an integration between institutional career management process and activities and 

employees’ career planning, this would result in career development when an individual attains 

the set-in career goals. Some recent studies (e.g., Ababneh, 2013; Puah & Ananthram, 2006) 

considered career planning and career management as the two main antecedents of career 

development. For some other researchers (e.g., Granrose & Portwood, 1987) career planning is 

the first step in the career development process. And on the basis of this relationship Ababneh 

(2013)  hypothesized that career planning has a positive effect on career development. 
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Implication for an organization is that when it invests in training and development of its 

workforce, this “reflects employees’ beliefs about the organization‘s commitment to improving 

their competence and enhancing their marketability, both internally and externally (Lee & 

Bruvold, 2003, p. 983). And such interventions from organizations enable their employees to 

exert maximum efforts in their work and find good jobs in the market (Baruch, 2004a). It is the 

responsibility of the organization to channel its efforts of career planning and development to 

affect and mold the behaviour of its workforce from traditional pattern of expectation to one of 

increased responsibility for their own career growth and development (Martin, et al., 2001). 

H2b: Career management is positively associated with employees’ perceptions of career 

development. 

 This study also hypothesized positive relationship between career management and 

career development. The empirical data validated this hypothesis as well, though with a weak 

value for the path coefficient. This means that career management positively affects career 

development. Again these empirical results lent support to the previous studies by Ababneh 

(2013) and Saleem, et al. (2013) who hypothesized that career management has a positive effect 

on career development. Similarly, Chen, et al. (2004) also considered that management of career 

development programs have positive influence on professional development, job satisfaction, 

and productivity. Some researchers (e.g., Barnett & Bradley, 2007; Ng, et al., 2005) call it 

“organizational sponsorship” or “organizational support for career development”. 

Again organizations have to understand that investments in training and development let 

workforce to reap the result of such investment by attaining career development and 
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organizations by improved effectiveness. Career management practices provide the required 

support for the development of knowledge, skills, and behaviours essential for the success of the 

individuals. These investments are likely to increase employees’ job satisfaction (Lee & Bruvold, 

2003) because they act as motivators. In return, employees exert maximum efforts in their work 

and find good jobs in the market (Baruch, 2004a). This is one of the ways to affect and mold the 

behaviour of the workforce. It is through career management wherein an individual in concert 

with the organization prepares, implements and monitors career plans and strategies (Greenhaus, 

et al., 2009) to provide maximum benefit for both (Adekola, 2011; Patrick & Kumar, 2011). 

Career Development, Career Satisfaction, and Career Commitment 

H3a: Career development positively leads to employees’ perceptions of career 

commitment. 

This study also hypothesized a positive relationship between career development and 

career satisfaction. The empirical data strongly validated this hypothesis. This means that career 

development positively affects employees’ career satisfaction. The results lent support to the 

previous study conducted by King (2004). In addition, Raabe, et al. (2007) also hypothesized 

positive relationship between career self-management and career satisfaction directly and via 

three different paths. Their results were validated by the findings of this study. Similarly, 

numerous research studies have considered various predictors of subjective career success. For 

example, meta-analysis by Ng, et al. (2005) classified these predictors into four types. 

Organizational sponsorship, which includes training and skill development opportunities, is one 

among these groups that impact career satisfaction; Reitman and Schneer (2003) contend that 

when employees are satisfied with the progress of their career goals, they enjoy career 
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satisfaction; Barnett and Bradley (2007) recommend organizations to support employees to 

develop their own careers and increase their career satisfaction. The crucial nature and the 

association of career development, career commitment and satisfaction have also been 

recognized by Saleem, et al. (2013) as well. The association has also been hypothesized by Park 

(2010) by stating that career-enhancing strategies– creating opportunity and seeking career 

guidance– will be positively related to subjective career success. 

From the above mentioned studies, organizations should have sufficient grounds to 

realize the importance of these associations and their impact on workforce behaviour. The 

crumbling of old psychological contract has compelled organizations to devise other creative 

ways to achieve an organization’s cherished goals (Barnett & Bradley, 2007). Organizations 

have to “support employees to develop their own careers and increase their career satisfaction” 

(p. 618). 

H3b: Career development positively leads to employees’ perceptions of career satisfaction. 

 This study also hypothesized a positive relationship between career development and 

career commitment. The empirical data validated this hypothesis. This means that career 

development positively affects employees’ career commitment. The results lent support to the 

previous study conducted by Adekola (2011). Other researchers (e.g., Fu, 2010; M. L. Jones, et 

al., 2006) have identified various antecedents of career commitment which also include 

organizational support and career investment. Similarly, Saleem, et al. (2013) hypothesized a 

positive relationship between career development and career commitment. 
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Organizations are required to be cautious about career related issues as they are all either 

individual or organizational behavioural issues. Individuals have been found exerting more 

efforts when they consider career development as a specific and difficult goal to realize. It is also 

to be noted that characteristics of goals, their contents, and different types of regulation of goal 

pursuits lead to different qualities of performance (Sheldon, Ryan, Deci, & Kasser, 2004). 

Therefore, knowing the levels of employees’ commitment is critically important because it 

provides organizations with the basic information of how and why workforce apply themselves 

to their work, and how this can be leveraged toward better working outcomes for all parties 

(Somers & Birnbaum, 1998). Lee and Bruvold (2003) believe that employees demonstrate higher 

level of commitment when they perceive that organizational intervention is associative with their 

development. 

Career Commitment, Career Satisfaction and Perceived Job Performance 

H4a Career commitment has positive effects on employees’ perceptions of job 

performance. 

This study also hypothesized a positive relationship between career commitment and 

perceived job performance. The empirical data validated this hypothesis as well. The results lent 

support to the previous studies conducted by Fu (2010), and Majd and Ibrahim (2008). In 

addition, Yap, et al. (2010) believe that workplace behaviours like organizational commitment 

and career satisfaction are linked with higher employee engagement and performance. 

For organizations it is very essential to understand commitment because through this 

understanding organizations can easily understand certain employee behaviours like punctuality, 
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turnover, attendance, loyalty, quality and quantity of work, and job performance (Somers & 

Birnbaum, 1998). Among these behaviours, workers’ productivity is considered one of the keys 

to an organization’s success and that this fact has been recognized by employers, small or large 

business alike (Joseph & Dai, 2009). It has been contended that individuals with high career 

commitment demonstrate spending more time in developing skills, less prone to withdraw from 

their jobs and careers, and have better job performance (Fu, 2010; Majd & Ibrahim, 2008). 

H4b: Career satisfaction has positive effects on employees’ perceptions of job performance. 

This study also hypothesized a positive relationship between career satisfaction and 

perceived job performance. The empirical data marginally validated this hypothesis. The results 

lent support to the previous studies conducted by Yap, et al. (2010) who believe that workplace 

behaviours like organizational commitment and career satisfaction are linked with higher 

employee engagement and performance. Similarly, Kirby (2011) contended that a dissatisfied 

organizational aura can influence the level of satisfaction of an individual thereby affect their 

performance. 

Job satisfaction is a work-related outcome which is determined by organizational culture 

and structure (Egan, et al., 2004). And a satisfied workforce is expected to have a favorable 

disposition about the career and be committed to it (Fu, 2010). Managers have to lead the 

workforce through effective leadership as it gives competitive advantage to any kind of 

organization (Zhu, Chew, & Spangler, 2005). Leaders are instrumental in affecting career 

expectations of the workforce because they are perceived and accepted by followers as leaders 

(Boseman, 2008). They are supposed to provide the followers with what is needed to keep them 

productive and to accomplish the organization vision. Followers are happy with them because 
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they focus their attention on the “followers’ needs both within and outside the organization to 

keep them moving ahead consistently” (Riaz & Haider, 2010, p. 29). Empirical study conducted 

by Riaz and Haider (2010) have found that leadership style, whether transactional or 

transformational, has positive relationship with career satisfaction. 

Mediating Role of Employees’ Career Issues 

H5: Career issues mediate the relationship between organizational learning culture and 

employees’ perceived job performance. 

This study also hypothesized that career issues mediate the relationship between 

organizational learning culture and perceived job performance. The two models comparison 

demonstrated a preference of mediation over the non-mediation. This meant that the empirical 

data validated the last hypothesis regarding mediation. 

Researchers (e.g., Hurley, 2002; Hurley & Hult, 1998) believe that organizational 

learning culture is supposed to direct and mould the behaviour of the employees. This molded 

behaviour has a positive impact on the performance of an individual employee (Guest, et al., 

2003; Senge, 2006; Shahzad, et al., 2008; Skerlavaj, et al., 2007; Swanson & Holton, 2001). 

Somewhat similar views are shared by Garvin (1993) who think that majority of the researchers 

view organizational learning as a process associated with knowledge acquisition and improved 

performance.  

On the basis of the relationship between various variables, researchers have hypothesized 

different associations among different variables. They include: Joo and Park (2010) who 

hypothesized positive association between organizational learning culture and career satisfaction;  
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Barnett and Bradley (2007), and Lent and Brown (2006) hypothesized that employees’ 

participation in career management can influence career satisfaction; Park (2010) hypothesized 

that organizational learning climate will be positively related to subjective career success; 

Somers and Birnbaum (1998) contend that understanding commitment can be a good predictor of 

certain employee behaviours like turnover, attendance, quality and quantity of work, loyalty and 

job performance; Niu (2010) reports that previous research confirm that both career commitment 

and self-efficacy are positively related to performance; Yap, Holmes, Hannan, and Cukier (2010) 

believe that workplace behaviours like organizational commitment and career satisfaction are 

linked with higher employee engagement and performance; and Ty, et al. (2010) believe that  

organizational culture that supports learning can ensure performance improvement. When an 

employee realizes that organization is positive about their career, career commitment and career 

satisfaction ensue. This set of behaviours then, in turn, culminates on employees’ perceived job 

performance. That is why proper understanding of the organizational culture characterize 

employees’ performance in an organization (Ojo, 2009). 

“In sum, according to past research, the perception of a learning organization culture, job 

satisfaction, organizational commitment, and turnover intention can affect one’s motivation and 

efforts that result in individual and organizational performance” (Hsu, 2009, p. 7). 

Limitations and Delimitations of the Study 

The study has a number of limitations. These limitations are either in terms of the 

definitions of the variables of interest or their limited numbers in the study or the limitations of 

the number of instruments employed to measure these constructs. Organizational learning 

culture, career issues, and perceived job performance have widely been discussed in the extant 
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literature. This reflects the importance of these organizational aspects. In the literature review 

chapter some possible detail has been provided to update the knowledge of the reader. It is clear 

from the review that the topic is multi-dimensional and extremely complex. This complexity and 

multi-dimensionality cannot be covered in a single study. Therefore, the study has, been limited 

to only one aspect—the relationship of perceived job performance with employee career issues 

in the context of organizational learning culture. Furthermore, the research study formulates its 

findings in the light of the sample which has its own inherent limitations. An additional 

restriction is that of the perceptions of the respondents in the questionnaire. The perceptions of 

these respondents are their subjective opinion and need to be treated in a limited sense. 

The research study is about the teaching staff in the colleges of Malakand Division, 

Khyber Pakhtunkhwa. In that sense the results of the study has limited generalizability to 

organizations that have the same parameters. There are certain specific variables like individuals, 

situational conditions, organizational culture, and employees’ perceptions have always been 

found to be unique to such research studies. Similarly, the research has tried to bring under 

discussion all the relevant aspects of the study, notwithstanding, it cannot be claimed that all the 

essential aspects have been analyzed and that every relevant theory has critically been evaluated. 

Long story short, it is acknowledged that it is a social science research and carries all the 

limitations of a researcher‘s perspective. It is an effort of observing the reality through the eyes 

of the researcher employing quantitative technique. However, it is not possible to employ a 

holistic generalized framework because of the human interests, values and preferences in the 

formulating stage of the research. And variations in human perceptions may lead to variations in 

the interpretation of results of such values and interests. Therefore, the findings of the current 
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research may be treated as a research contribution to the field of organizational learning culture, 

employees’ career issues and their perceptions of their performance and are presented with all 

the limitations of a social science research. 

Research Implications 

While working in any organization it is natural that employees learn and get experienced. 

However, learning organizations have been found very serious about the quality of this learning 

process and the experience that the employees are getting. Therefore, learning organizations pay 

careful attention to developing and retaining its people. These organizations are supposed to 

provide diverse opportunities for individual learning and development. And the goal behind 

these opportunities is to ensure that individuals and teams competencies are developed. This 

research investigated these relationships through empirical evidence. The empirical results, like 

other studies, have theoretical as well as practical implications. First, this study is one of the first 

empirical studies on the organizational learning culture, career issues and perceived job 

performance in the academic/college sector in Malakand Division. The extant literature is replete 

with studies on these constructs; this underdeveloped part of this province has never been 

touched upon either empirically or theoretically. Therefore, it can be said with confidence that 

this study has addressed that research vacuum. The findings of this study have validated the 

previous findings among these relationships in different settings and with different combinations 

of variables. Therefore, these results are likely to improve the level and quality of understanding 

of the researchers regarding the impact of organizational learning culture and career issues on 

organization performance. The study has also validated a complex interdependence relationship 

among the constructs of the study in the subject population. Consequently, these findings cab be 



168 

 

 

treated as bases for conducting more intensive research in the education sector to further validate 

these associations. The results have also provided sufficient information for replication. 

From practical point of view, the selection of teaching staff in these colleges in Malakand 

division is significant. Career issues and performance of teaching staff have great bearing on the 

quality of education in this backward area. It has to be kept in mind that education at college 

level is the greatest source of mass education and taking care of the perception level of the 

stakeholders is prime importance in achieving the objective of quality mass education. Thus, 

studying college cultures, working behaviour of the employees and the factors that affect this 

behaviour are highly critical. 

Third, the empirical findings of the current study will help in deepening the insights of 

the policy makers in the colleges sector as to how to promote a culture that positively mold the 

behaviour of the workforce towards actual performance. It has become evident from the analysis 

of the data that organizational learning culture has very close relationship with employees’ career 

and their performance. If policy makers are sincere in providing quality education to the public, 

they must take care of the career of the teaching staff. There is a consensus that tangible benefits 

like pay and allowances and other perks and privileges may be some of the basic factors in 

affecting employees’ behaviour, career development is also an aspired goal. 

Though colleges in Malakand division is part of a larger system in the province, the 

message in this empirical study for the policy makers at centre is that if they want to let the 

colleges survive in a changing environment, they are not only required to process information 

efficiently but has to create information and knowledge (Hernaus, et al., 2008). Again colleges 
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have to promote a culture that values the development of “their core competencies and sustain 

their competitive advantage” (Hsu, 2009, p. 1). 

 

Future Recommendations 

This study has, empirically, investigated the impact of organizational learning culture on 

the employees’ perceived job performance through the mediating role of career related issues. 

From the results of the study one can easily understand the nature of the relationships among the 

constructs of the study. However, it cannot be claimed with authority that the results are 

absolute. During the data collection process, it has been observed that collection of information 

on such research studies are new concepts among the faculty members which reflect that 

education is a neglected area in field of research. Therefore, the current study needs further 

validation. This will not only enrich research findings but will also create values for HRM 

practices among the faculty members and the people at the helm of affairs. Besides, research is 

also needed to include other antecedents and consequences that have theoretical base with the 

aim to look at a broader organizational environment. This may include organization structure, 

organizational support, organizational citizenship behavior, and organizational justice. There is 

also a wider scope for replication of this research in other settings as well as in the developing 

countries. These replications in other settings and countries would likely further improve the 

generalisability of the results. Someone may also replicate this research making the 

administrative staff as the population because they are also stakeholders in the system. 
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Research Conclusion 

The current research presented a model theorizing the impact of organizational learning 

culture on employees’ perceived job performance through the mediating role of career issues. 

The findings of the research provided ample insight into the employees' perceptions of career 

issues that affect their job performance. The findings, with varying degrees, validated previous 

researches in the field and the interdependence of the constructs of the study. 

This research empirically revealed that organizational learning culture motivates the 

employees towards their career planning and career management as well as it influences the 

organization to concentrate on the planning and management of their employees. This act leads 

to the development of careers of the employees which result in the shape of career satisfaction 

along with career commitment. And employees who experience satisfaction and are committed 

with their careers are supposed to improve their performance. Consequently, employees’ 

improved performance is organizational performance for which any organization strives to 

compete and survive in the market.  

To put it in simple words, organizational learning culture engenders in them the value of 

their career related issues. From these findings one can conclude that these results would provide 

guidelines to help policy makers and leaders of these organizations/institutions/colleges to better 

understand these issues and their impact on the performance of teaching staff. These findings 

may also help them in designing the needed HR interventions to align employees’ needs with the 

objectives of the organizations. It is also expected that these finding will help them in making 

better and effective decisions about teaching staff of colleges and other educational institutions. 
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APPENDIX A 

QUESTIONNAIRE 

Dear Madam/Sir, 

I would like to invite you to join me in a research that is about issues related to your 

career and your perceived job performance. Dr. Nazim Ali, Assistant Professor, University of 

Malakand, KPK is supervising this research. The purpose of this research is to study the 

interplay of Organizational Learning Culture, career issues and their impact on perceived job 

performance. Your cooperation and participation will be of tremendous help to this research. 

Let me assure you that this is a purely academic pursuit and is research oriented. Your 

responses in this questionnaire will be held in the strictest confidence. All data collected from 

this questionnaire will be analyzed and reported as group data and will only be accessed by the 

researcher. 

Please read carefully the directions at the beginning of each section. Answer all the 

questions, put it in the enclosed envelope, and return it to the researcher on the address given 

below. If you have any concern or question(s), please feel free in your expression. 

Your time sparing and cooperation is, once again, whole heartedly appreciated! 

Yours sincerely, 

Haji Rahman, 

Ph.D. Scholar, 

Address: 

Village and P.O. Mayar, District Dir (Lower), 

Khyber Pakhtunkhwa. 

Email: haji616@yahoo.com 

Cell No. 0300-5878696 

 

mailto:haji616@yahoo.com
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RESPONDENT INFORMATION 

Part—I 

College’s Name: _____________________________________  

Age (tick the relevant box): [1] 25- 35.  [2] 36-45 [3] 46-55.     Gender:   [1] Male [2] Female 

Designation/Job title________________________ 

 

 You have been on the faculty list of the college. The following statements relate to your 

attitudes and behaviour about your current college. Please read each statement carefully and 

indicate the degree of your disagreement or agreement by ticking the relevant column using the 

following directions: 

 

 

Part—II 

Organizational Learning Culture 

# Description 1 2 3 4 5 

1 
There are a lot of opportunities to discuss or explore learning needs 

or desires beyond statutory requirements. 
1 2 3 4 5 

2 Here keen learners are valued as much as knowledgeable people. 1 2 3 4 5 

3 
Management wants to know how other organizations are doing 

things. 
1 2 3 4 5 

4 Management models good learning. 1 2 3 4 5 

5 
Staff gets together-frequently to solve problems and learn from each 

other. 
1 2 3 4 5 

6 Staff members in my college are excited about learning. 1 2 3 4 5 

7 Staff members in my college are self-directed about learning. 1 2 3 4 5 

8 There are a lot-of opportunities to learn formally. 1 2 3 4 5 

9 There are a lot of opportunities to learn from each other. 1 2 3 4 5 

10 Learning systems over here prioritize pedagogical issues. 1 2 3 4 5 

 

Career Planning 

# Description 1 2 3 4 5 

1 I have a plan for my career. 1 2 3 4 5 

2 I know my career goals and objectives. 1 2 3 4 5 

3 I know my career interests and how to apply these to my job. 1 2 3 4 5 

4 I spend time reviewing my career plan. 1 2 3 4 5 

5 
I am able to analyze and assess my abilities, interests and values to 

determine my career options. 
1 2 3 4 5 

6 
I have identified areas where I need to improve my skills and 

knowledge level. 
1 2 3 4 5 

Strongly Disagree    =  1 
Neutral   =  3 

Agree  =  4 

Disagree                    =  2 Strongly Agree   =  5 
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7 
I know about general economic and societal trends that affect my 

career. 
1 2 3 4 5 

8 
My awareness of career alternatives has helped me to clarify my career 

goals and means for achieving them. 
1 2 3 4 5 

9 
Having an accurate view of my strengths, weaknesses and career 

directions helps me to have realistic expectations for career outcomes. 
1 2 3 4 5 

10 
Using information about how well I am doing at work, I formulate 

plans to achieve specific career goals. 
1 2 3 4 5 

11 I have a strategy for achieving my career goals. 1 2 3 4 5 

 

Career Management 

# Description 1 2 3 4 5 

1 
I regularly engage myself in developmental activities related to my 

profession/job. 
1 2 3 4 5 

2 
Besides my Principal/HoD, I know who has been assigned formal 

responsibility for helping me with career and development issues. 
1 2 3 4 5 

3 
Having processes and programs in place will help to assist me with my 

career development. 
1 2 3 4 5 

4 My college considers and plans the career paths of all employees. 1 2 3 4 5 

5 
My college provides opportunities for job enrichment, job rotation and 

job assignments. 
1 2 3 4 5 

6 

My college provides tool for evaluation of performance to provide an 

understanding of promotional prospects and career routes and help 

employees to adjust their efforts accordingly. 

1 2 3 4 5 

 

Career Development 

# Description 1 2 3 4 5 

1 A formal process to attain career development is important to me. 1 2 3 4 5 

2 Career development is important to me. 1 2 3 4 5 

3 I understand the need for continuous career development. 1 2 3 4 5 

4 Career planning tools are essential to support my career development. 1 2 3 4 5 

5 
Career management programs are essential to support my career 

development. 
1 2 3 4 5 

 

Job Satisfaction 

# Description 1 2 3 4 5 

1 Generally speaking, I am very satisfied with my job. 1 2 3 4 5 

2 Most of the things I do on this job are useful and important. 1 2 3 4 5 
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3 The work I do on this job is very meaningful to me. 1 2 3 4 5 

4 
I feel a very high degree of personal responsibility for the work I do 

on this job. 
1 2 3 4 5 

5 I feel a great sense of personal satisfaction when I do my job well. 1 2 3 4 5 

6 I feel a sense of achievement in my career. 1 2 3 4 5 

7 
I feel satisfied and happy when I discover that I have performed well 

on this job. 
1 2 3 4 5 

 

Career Commitment 

# Description 1 2 3 4 5 

1 I am happy to develop my career with this college. 1 2 3 4 5 

2 I believe my current career is a great career to work in. 1 2 3 4 5 

3 
I enjoy sharing about the work in this organization with people 

outside of it. 
1 2 3 4 5 

4 I feel bonded to my current college. 1 2 3 4 5 

5 

One of the major reasons I continue to work over here is that another 

organization may not match the overall career opportunities I have 

here. 

1 2 3 4 5 

6 I am proud to tell others about my career. 1 2 3 4 5 

7 I am not thinking of shifting to another career. 1 2 3 4 5 

 

Perceived Job Performance 

# Description 1 2 3 4 5 

1. I have improved my performance during my service over here. 1 2 3 4 5 

2. My organization's support has helped me in improving my 

performance. 

1 2 3 4 5 

3. Career planning and management helped me to enhance my 

performance. 

1 2 3 4 5 

4. My organization gathers vital information about staff activities which 

can help in improving faculty output. 

1 2 3 4 5 

5. My organization’s environment is conducive for performance 

improvement. 

1 2 3 4 5 

 

THANK YOU VERY MUCH! 

I really appreciate your time and efforts in filling out this questionnaire. It, surely, will be of 

great help to me. Once again thanks for your patience. 

 

Wish you the very best in your future! 
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APPENDIX B 

List of Colleges in the Malakand Division affiliated with different universities and Boards 

 

Name of College District 

1 Govt. Post Graduate College Khar Bajaur Agency Bajaur Agency 

2 Govt. Degree College Bar Khalozai Do 

3 Govt. Degree College Nawagai Do 

4 Govt. Girls Degree College Khar Do 

5 Govt. College of Management Science Khar Bajaur Do 

6 Govt. Degree College Daggar Buner 

7 Govt. Degree College Totalai Do 

8 Govt. Girls Degree College Daggar Do 

9 Govt. Degree College Jower Do 

10 Govt. Degree College Booni Chitral 

11 Govt. Degree College Chitral Do 

12 Govt. College of Management Sciences Chitral Do 

13 Govt. Girls Degree College Chitral Do 

14 Chitral College For Girls Chitral Do 

15 Pearl College For Women Booni Do 

16 Pamir Degree College Garam Chashma Do 

17 Chitral College of Education Chitral Do 

18 Chitral Model College Chitral Do 
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19 Hira Model College Chitral 

20 Pamir Public School & College Booni Do 

21 Paragon College of Commerce and Management Booni Chitral 

22 Darband Community Girls Degree College Do 

23 Pearl College of Education Booni Do 

24 Govt. Girls Degree College Booni Do 

25 Chamber College of Commerce Garam Chashma Do 

26 Al-Nasir Community Based School & College G. Chashma Do 

27 Govt. Post Graduate Degree College Timergara Dir (L) 

28 Govt. Girls Degree College Timergara Do 

29 Govt. Degree College Gulabad Do 

30 Govt. College of Management Sciences Timergara Do 

31 Govt. Degree College Samar Bagh Do 

32 Govt. College of Technology Timergara Do 

33 F.E.F Girls Degree College Chakdara Do 

34 Frontier Institute of Education & Management Sciences Timergara Do 

35 Dir College of Sciences & Technology Timergara Do 

36 Calypso Educational System Timergara Do 

37 Sahara College of Management Sciences Timergara Do 

38 Al-Azhar College of Education Timergara Do 

39 Govt. Degree College Dir Dir (U) 

40 Govt. Degree College Wari Do 
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41 Govt. Girls Degree College Dir Dir (U) 

42 Govt. Girls Degree College Thana Mkd Agency 

43 Govt. Girls Degree College Dargai Do 

44 Govt. Degree College Dargai Do 

45 Govt. Degree College Thana Do 

46 Govt. College of Management Sciences Thana Do 

47 Govt. Degree College Batkhela Do 

48 Govt. Degree College Agra Do 

49 Oxford Education Academy Batkhela Do 

50 College of Business & IT Batkhela Do 

51 Govt. Girls Degree College Julagram Do 

52 Vision College of Education Thana Do 

53 Govt. Degree College Totakan Do 

54 Govt. Girls Degree College Batkhela Do 

55 Comprehensive College of Education Dargai Do 

56 Govt. Degree College Palai Do 

57 Govt. Degree College Puran Shangla 

58 Govt. Degree College Alpuri Do 

59 Govt. Degree College Chakesar Do 

60 Govt. PG Jahanzeb College Saidu Sharif Swat 

61 Govt. Degree College Mingora Do 

62 Dr. Khan Shaheed Degree College Kabal Do 
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63 Govt. Afzal Khan Lala PG College Matta Swat 

64 Govt. Degree College Madyan Do 

65 Govt. Girls Degree College Saidu Sharif Do 

66 Govt. Girls Degree College Barikot Do 

67 Govt. Girls Degree College Khawaza Khela Do 

68 Govt. Girls Degree College Kanju Do 

69 Govt. College of Management Sciences Sangota Do 

70 Govt. College of Technology Do 

71 Saidu Medical College Do 

72 Fatima Jinnah College of Education Khwaza Khela Do 

73 Swat College of Science and Technologies, Saidu Sharif Do 

74 Hira College of Education Mingora Do 

75 Indus College of Education Odigram Do 
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APPENDIX C 

List of questionnaires received from subject colleges with their return response percentage 

 

Name of College 
Questionnaire Return 

Sent Received % 

1 Govt. Post Graduate College Khar Bajaur Agency 15 10 67 

2 Govt. Degree College Bar Khalozai 10 7 70 

3 Govt. Degree College Nawagai 10 5 50 

4 Govt. Girls Degree College Khar 10 7 70 

5 Govt. College of Management Science Khar Bajaur 10 5 50 

6 Govt. Degree College Daggar 6 6 100 

7 Govt. Degree College Totalai 6 5 83 

8 Govt. Girls Degree College Daggar 5 5 100 

9 Govt. Degree College Jower 5 4 80 

10 Govt. Degree College Booni 10 8 80 

11 Govt. Degree College Chitral 15 9 60 

12 Govt. College of Management Sciences Chitral 10 6 60 

13 Govt. Girls Degree College Chitral 5 4 80 

14 Chitral College For Girls Chitral 10 3 30 

15 Pearl College For Women Booni 7 0 0 

16 Pamir Degree College Garam Chashma 5 4 80 

17 Chitral College of Education Chitral 5 0 0 

18 Chitral Model College Chitral 6 4 67 

19 Hira Model College 5 0 0 
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20 Pamir Public School & College Booni 5 0 0 

21 Paragon College of Commerce and Mgt Booni 7 0 0 

22 Darband Community Girls Degree College 8 5 63 

23 Pearl College of Education Booni 7 0 0 

24 Govt. Girls Degree College Booni 8 4 50 

25 Chamber College of Commerce Garam Chashma 5 0 0 

26 Al-Nasir C. Based School & College G. Chashma 5 0 0 

27 Govt. Post Graduate Degree College Timergara 30 25 83 

28 Govt. Girls Degree College Timergara 25 18 72 

29 Govt. Degree College Gulabad 10 6 60 

30 Govt. College of Management Sciences Timergara 8 7 88 

31 Govt. Degree College Samar Bagh 10 10 100 

32 Govt. College of Technology Timergara 15 8 53 

33 F.E.F Girls Degree College Chakdara 8 0 0 

34 F. Institute of Education & M. Sciences Timergara 5 3 60 

35 Dir College of Sciences & Technology Timergara 5 4 80 

36 Calypso Educational System Timergara 5 0 0 

37 Sahara College of Management Sciences Timergara 5 0 0 

38 Al-Azhar College of Education Timergara 8 5 63 

39 Govt. Degree College Dir 20 13 65 

40 Govt. Degree College Wari 15 8 53 

41 Govt. Girls Degree College Dir 10 2 20 
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42 Govt. Girls Degree College Thana 15 10 67 

43 Govt. Girls Degree College Dargai 15 11 73 

44 Govt. Degree College Dargai 15 9 60 

45 Govt. Degree College Thana 12 7 58 

46 Govt. College of Management Sciences Thana 10 6 60 

47 Govt. Degree College Batkhela 10 5 50 

48 Govt. Degree College Agra 10 4 40 

49 Oxford Education Academy Batkhela 5 0 0 

50 College of Business & IT Batkhela 5 0 0 

51 Govt. Girls Degree College Julagram 10 5 50 

52 Vision College of Education Thana 5 3 60 

53 Govt. Degree College Totakan 10 5 50 

54 Govt. Girls Degree College Batkhela 15 9 60 

55 Comprehensive College of Education Dargai 5 5 100 

56 Govt. Degree College Palai 8 4 50 

57 Govt. Degree College Puran 5 5 100 

58 Govt. Degree College Alpuri 10 5 50 

59 Govt. Degree College Chakesar 5 3 60 

60 Govt. PG Jahanzeb College Saidu Sharif 40 30 75 

61 Govt. Degree College Mingora 10 5 50 

62 Dr. Khan Shaheed Degree College Kabal 15 10 67 

63 Govt. Afzal Khan Lala PG College Matta 25 13 52 
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64 Govt. Degree College Madyan 8 5 63 

65 Govt. Girls Degree College Saidu Sharif 18 13 72 

66 Govt. Girls Degree College Barikot 5 4 80 

67 Govt. Girls Degree College Khawaza Khela 8 5 63 

68 Govt. Girls Degree College Kanju 10 6 60 

69 Govt. College of Management Sciences Sangota 10 5 50 

70 Govt. College of Technology 12 8 67 

71 Saidu Medical College 10 0 0 

72 Fatima Jinnah College of Education Khwaza Khela 5 0 0 

73 Swat College of Science and Technologies 10 5 50 

74 Hira College of Education Mingora 10 0 0 

75 Indus College of Education Odigram 5 0 0 

Total 750 415 55% 

 


