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Abstract
In order to withstand the wave of competition, university management was forced to come up with ways and tactics to improve teaching, learning, and research output in order to survive the increasing obstacles and quick changes in the academic environment. However, the best way to keep and retain good employees, especially in higher education, is to provide them with opportunities for advancement. The goal of this research was to figure out how career planning may help employees perform better. With a sample size of 44 from a population of 57 summit university Offa, members, this study used a cross sectional research strategy and a standardized questionnaire for primary data collection, whereas SmartPLS2 software was employed to run Structural Equation Model (SEM) analysis. The result of findings revealed career planning has a majorly positive sway on employee performance with Beta Value 0.2854 and P value 0.049 (<5%). This suggests that, a unit change in career planning will amount to 28.5% increase in employee performance. As a result, the study finds that career development is one of the most important instruments for improving academic staff performance. As a result, it is recommended that Summit University, Offa implement a career planning programme, as this would increase employee output, and they should also add job training advancement in this institution because training has a significant impact on performance employees.
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1.0 INTRODUCTION
Employees’ comprehension of his current and future advancement in his work career is interwoven in career planning. Employee career planning includes, but not limited to, self-evaluation, goal-setting, and career and self-development mapping. Setting out a career path gives insight into an individual’s contributions to the organization’s bottom-line as well as how he has progressed through time. Individuals are becoming more driving and willing to take responsibility for their own career paths for their own success as well as the overall organisational development as a result of the global volatility that organizations are experiencing..
Self-development is seen as a beneficial step that individuals have taken in this period of inter-professional and enterprise contests, which has resulted in continuous personal efforts in terms of learning and growth for competitiveness. Employees’ contributions to an organization’s success cannot be overstated, since their performance serves as a catalyst for growth. Kurniawan, Rivai and Suharto (2018) also reported that, the performance of employees in an organization can be imparted by a number of critical factors, including career development. Therefore, lack of career development affects employees performance which invariably hindrances organizations to achieve their stated goals and objectives. 
Wane (2016) stressed that many organizations are challenged with how to get the best performance from their employee in which employees of universities are not exempted. As a result, it is wise for university management to adopt the concept of career development to increase employee performance. However, most organizations have been experiencing high staff turnover which is associated with poor human resources management prominent among which includes; lack of opportunity for career development as reported in the study of Suleiman (2015) among other practices have exacerbated the employees’ turnover and switch over from one organization to another (Abdulaziz, Idris, Hammed, 2019). 
The problem of improper career planning ultimately leads to dissatisfaction, bitterness within the ranks and poor dedication to duty which consequently result in employee reduced output in service, delay in performance of assigned task, work stress, psychological breakdown, absenteeism, lateness and eventually loss of interest. The above stated points are common occurrences in the academia that failed to pay proper attention to employees’ career development. Therefore, university’s’ management is saddled with the responsibilities of assisting their employee in their career growth and development as they are the citadel of learning.  It is against this backdrop that this study strives to unlock the key to career planning and employee performance at Summit University Offa, Kwara State.
2.0   EXPLICATION OF RELATED LITERATURES 
2.1 Conceptual Exposition
2.1.1 Career Planning
Leibowtz, Farren and Kaye (2016) claims that career planning is a continuous  and consistent process of self-evaluation and goal- setting that is organized by representatives and businesses with the purpose of working in line with hierarchical objectives. Both employees and employers are involved in career planning to define goals and develop ways tp achieve them. The three primary categories of occupation planning for an employee are perceived abilities abd aptitude, evolving sense of motives and wants, and fundamental values that link to career route. The first two categories are concerned with work-related reap experiences. As a result, career planning management is defined as the prediction of a person’s career choice and development process that establishes a standard share among the employee’s interests, abilities, perspectives, psychological circumstance, traditional age values, the job itself and enterprise demands (Zadeh & Ellahi, 2008).
career planning is a career development system that encompasses a consistent discovery that allows individual working in an organization develops his own capacities and capabilities in terms of new skills, value addition and long term strategic thinking for advancement. (cole, 2010). swanepoel et al., (2007) opines that each organizational member is majorly or solely responsible for career planning but the organization can provide enabling condition and support to achieve employees career desire with relative ease. career planning practice is a pragmatic and consistent procedure of achieving career development success based on practices and hard work by employee using a template for analysis of the needed requirements for success . 
Career planning is a method of identifying and developing one’s own skills, talents, needs, motivations, and aspirations, as well as one’s own value system. The enterprise and individual responsibilities are both involved in the career planning practices process. As a result, individuals must define their objectives and abilities early on, and grasp the type of training and education they require through assessment and counseling. Organizations require a career planning template that is mutually advantageous to both the organization and its employees in order to establish a successful personnel for the longterm. This method is based on a training requirements analysis to establish what training is required for employees to advance to important roles within the company. 


2.1.2 Concept of Performance	
Performance is defined as an organization’s willpower to elicit maximum productive energy from its personnel in order to achieve company objective with little resources. (Otobo, 2000 and Owoyemi & Ekwoaba, 2014). The competence of a firm to lay a solid nexus with resources shows productive resources management. (Daft, 2000). Performance is a metric for determining whether or not individuals have met or exceeded an organization’s objectives at work (Cascio, 2006). Based on combination of resources, individual efforts, and collective decision making by the management team, firms’ performance is enacted to bring out the best in an organization (Naranjo-Gil, Hartmannw & Maas, 2008). 
2.1.3 Training 
Cole (2011) opines that training requirements came about due to new recruitment demands, poor employee performance, organizational dynamics, and staff demands. Training is the systematic and planned alteration of behavior through learning activities, programmes, and instructions that allows an individual to reach the level of knowledge, skills, and competence required to perform their job (Hammer, 2000). It is also defined as a series of planned and coordinated practices that assist in expanding or broadening of critical competencies. These experiences are designed to help you develop the skills you will need to succeed on your mission and meet your performance goals. They also assist in preparing personnel for future available positions that allows for efficient succession planning arrangements.
 Cole (2002) argues that when it comes to advancing careers of individuals and moving them up the ladder, many enterprises sees raining as the therapy. Despite the fact that many organizational members acknowledge the crucial role that training plays in organizations, some individuals still shows reluctance to training. In today’s modern world, enterprises are faced with new work challenges based on the rapid rate of globalization. To meet these difficulties, all businesses will need to enhance and implement more effective training programmes. Effective training programmes aid in the creation of a more favourable environment foe the work force, as well as teaching them to deal with unanticipated situations more readily and quickly. (Wei-Tai, 2006). 
According to Farooq and Aslam (2011), managers are making every effort to help employees grow in their abilities, which will ultimately result in a positive work atmosphere within the company. Managers are involved in creating efficient training programmes for their staff in order to enhance their capacity and give them knowledge, skills, and capabilities they need to accomplish organizational objectives. The senior management’s efforts not only boost staff productivity but also enhance the company’s global reputation. 
2.1.4 Career Mentoring Management
Formal career mentoring programmes, which have a systematic approach to the mentoring process as opposed to informal career mentoring, which is defined as interactions that evolve naturally, have been demonstrated to be favourable and advantageous to businesses. Formal career mentoring programmes involve training for mentees, tying mentoring programmes to company goals with measurable outcomes, and contacting mentors on a regular basis for assessments and coordination (Murray, 2006). Mentors and mentees gain in different ways in these situations. In most cases, career mentoring entails a management staff assisting a new staff in their development. It can be official or informal, and it is based on the formation of a constructive advisory relationship. As a result, it encompasses coaching, facilitation, and other such abilities. 
The most common goal of a career mentoring relationship is to exchange wisdom, while learning or coaching can be used to advance careers and boost employee performance, but it can also be utilized to accomplish strategic objectives. (Parsloe & Wry, 2000). Therefore, career planning in the academia especially universities should be managed in a way that employees would feel its impact on their career progression as a way of retaining best brains in the system as against the unhealthy brain-drain that is pervasive in Nigeria today.


2.2 THEORETICAL EXPLICATION
2.2.1 Theory of Social Exchange
The Social Exchange Theory explains the social interaction that happens in an organization between managers and subordinates, as well as how employees return treatment they receive from their superiors. Social exchange theory was propounded by Homans (1958) with the assumption that, social exchange is the exchange of activity which can be of physical or non-physical rewards, and may or may not be rewarding or bringing negative returns between at least two persons. When both parties (leaders and employees) exchanged something based on trust, a social interaction may occur. Since literature has established that transformational leader is one who encourages followers to think about problems in new ways, spends time and resources coaching and teaching employees, provide support and encouragement, communicate a vision, and stimulates emotion in their relationships with employee, employees, on the other hand, perceive such leaders as role models or mentors who care about their professional development. As a result, they return the favour by demonstrating positive attitudes and efficiency within the organization. The relationship between the independent and dependent variables can be expressed as follow by the figure below
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Source: Researcher’s Computation (2022).

The figure above demonstrates the relationship between the dependent variable (Employee Performance) and independent variable (Career Planning) and their proxies. The model shows the direct relationship between career mentoring, career planning and training in relation to employees’ performance.  
2.3 Empirical Review
 The effect of career path advancement on corporate citizenship behavior was measured by Al-Shawabkeh (2017). 122 middle management level managers made up the study’s sample. He random was employed in the current investigation. Based on this, 90 respondents in total wre chosen, and 85 completed questionnaires were found, of which 3 were invalid. 82 completed questionnaires could therefore be analysed. 30 closed-ended questions about independent and dependent variables made up the questionnaire. Regression analysis was used to analyse and query the hypotheses. The outcomes of the analyzed events have depicted there is a major statistically bearing at level (P<=0.05) of career path development. According to the survey, businesses should implement incentive programmes that support their career development strategy and improve OCB.
Otwere (2017) worked on the effect of career planning on performance of Almasi Beverages Limited, with a focus of identifying how employees training affect performance and determine how career mentoring affect performance of Almasi Beverages Limited. Descriptive research design was used in collecting data from the respondents. The main population of the research stood at 113 employees of the organization. Stratified random sampling procedure was used to select a sample size of 34 employees which was 30% of whole group, while structured questionnaire was utilized to elicit information from respondents. The level of reliability of instruments used was assured through test-retest procedure, while its validity was ensured through use of an expert opinion. The data was analysed using a weighted average and percentage before being presented in a frequency table. The study discovered that motivation is the most significant element impeding career planning. In the work place, career mentoring improves employee productivity and efficiency. There ids a link between professional advancement and organizational success, according to the findings. 
Adefope (2017) assessed the training and development process of Radisson Blu Anchorage Hotel. The aim of the study was to check whether training improves employee performance.  Structured questionnaire was used to convey data from identified respondents who are members of staff of Radisson Blu Anchorage Hotel. The research found that diverse training received  has a major impact on employee performance, but management should look into the training programme. It was recommended that training and development be used as tools for personal and organizational accomplishments.
 Kakui and Gachunga (2016) explored the special properties of career development on employee performance in the public sector a case study of National Cereals and Produce Board. The study used a descriptive survey method.  The study population was staff of National Cereals and Produce Board headquarters in Nairobi, with a total workforce of 200 personnel. Sample size was set at 100 people using stratified random sampling. Findings shows that on-the-job training improves employee productive capacity which leads to improved competences, increases motivation, lower fear, provide extra skills, knowledge and capacities, and allow networking among employees. 

	
3.0 METHODOLOGY
The approach used in this study is a cross-sectional survey research design. This study was conducted using quantitative research method. This entails administering a questionnaire to the variables in order to determine the extent to which they are related to the event. The majority of the data for this study came from primary sources. 57 copies of self-administered questionnaire premised on a five point Likert scale of agreement (strongly disagree, disagree, neutral, agree & strongly agree) were distributed to the identified respondents. 
3.1 Population of the Study 
The main population of this study is 57 which make up the whole academic and non- academic staff members of the Summit University Offa (SUNO). Analysis of the population of this institution is as thus;
	INSTITUTIONS
	ACADEMIC STAFF
	NON ACADEMIC STAFF
	TOTAL

	SUNO
	30
	27
	57


 
3.1.1 Sample Size and Sampling technique
The study adopted Krejcie and Morgan table to determine the sample size. This therefore means, the sample size for the study stood at 44.
3.1.2 Validity of Research Instrument
Cronbach’s Alpha was employed to assess how reliable are those items to measure career choice in relation to employee performance. Pilot testing was conducted with a group of ten members of staff of Summit University, Offa to check if the instruments to be used for the study were reliable. The outcome of the Cronbach’s Alpha exceeds 0.7, which revealed a robust reliability of the instrument. According to Hair, Black, Babin and Anderson (2014), if a Cronbach’s Alpha shows figure equal or greater than 0.7, such instrument is said to be valid.


3.1.3 Reliability of Research Instrument
The research instrument was exposed to major scrutiny by the expert in the field and the management erudition critically examined its content and make necessary corrections and significant inputs. The questionnaire includes questions that are directly align with the research objectives. In order to ensure the appropriateness of this research instrument, a pilot study was conducted to pre-test the questionnaire by administering them on a detachment of the study population. The reliability of the instrument is assured by the consistency of the responses received from respondents.


4.0 DATA ANALYSIS AND DISCUSSION OF RESULTS
This aspect concerns with empirical results analyzed using PLS-SEM path modeling. Afterwards, the study carried out the main data analysis, starting with measurement model analysis. While also conducting reliability as well as validity tests for confidence sake. Similarly, the analysis and results of the structural model were also performed and presented in the form of path coefficient. 	


Assessing Model Fit
Data analysis via structural equation model was used to explore the dependability and rationality of the instruments.  The Figure 1 and Table 2 reveals the explored measurement of the study. 
[bookmark: de.smartpls.platform.ext.reportparts.Ori]Figure 1: Measurement model 
[image: Description: C:\Users\HP\Desktop\C Dev fit.bmp]
[bookmark: de.smartpls.pls.reportparts.internal.LvR]Table 2: Overview of the Model
	



	 
	AVE
	Composite Reliability
	R Square
	Cronbachs Alpha

	Career Planning
	0.803703
	0.941690
	 
	0.913124

	Career Mentoring
	0.889887
	0.969980
	 
	0.958603

	Training
	0.757493
	0.925729
	 
	0.892406

	Employees' Performance
	0.590758
	0.878141
	0.786184
	0.826233


	
On Figure 1 above, all items measuring Career Planning, Career Mentoring, Training and Employees’ Performance loaded well, as they loaded above 0.7. As a result, all items were retained. On the other hand, in the Table 2, all construct met the minimum benchmark for both composite reliability and AVE which is 0.7 and 0.5 respectively. According to Hair et al. (2014), loadings should not be below 0.7 while Average Variance Extracted (AVE) should not below 0.5.

[bookmark: de.smartpls.pls.reportparts.internal.Lat]










Table 3: Discriminant Validity
	



	



	 
	Career Mentoring
	Career Planning
	Training
	Employees' Performance

	Career Planning
	0.896495
	 
	 
	 

	Career Mentoring
	0.796668
	0.943338
	 
	 

	Training
	0.763570
	0.856236
	0.768608
	 

	Employees' Performance
	0.748786
	0.858617
	0.743935
	0.870341



Table 3 presents the result of discriminant validity. The numbers that are bold represent the square root of AVE of each latent variable. The square roots of all the AVE are higher than their correlation with other latent variable. The AVE of Career Planning is 0.896495, all other correlations below are less than that. Similarly for Career Mentoring, the AVE is 0.943338, all other correlations column and row wise are below that. Likewise for Training with AVE coefficient of 0.768608, all other correlations column and row wise are below that value. Employees' Performance have AVE coefficient of 0.870341, all other correlations column wise and row wise are below that value. Judging by the Fornell and Larcker (1981), if this value is larger than other correlation values in the column and row, thus result indicates that discriminant validity is well established.
4.1 Test of Hypotheses for Direct Effect
[bookmark: _GoBack]Table 4 presents the path factor that shows the Beta Value, Standard Error, Adjusted R Square and Decision Rule of hypotheses tested.
	
Table 4: Path Coefficient 
	 Hypotheses (R2 0.786)
	B Value
	Standard Error
	T Statistics
	P Value
	Decision

	Career Planning -> 
Employees' Performance
	0.2854
	0.0919
	3.1029
	0.049*
	
Rejected

	Career Mentoring -> 
Employees' Performance
	0.4813
	0.0568
	8.4705
	0.003**
	Rejected

	Training -> 
Employees' Performance
	0.7014
	0.1095
	6.4039
	0.007**
	
Rejected



The path coefficient in Table 4 shows that career planning has a positive but insignificant impact on employee performance with Beta Value 0.2854 and P value 0.049 (<5%). This implies that, a unit change in career planning will amount to 28.5% increase in employee performance. Thus, the null hypothesis which stated that career mentoring has no significant effect on employees' performance in Summit University, Offa, is hereby rejected.

Career Mentoring also has significant effect on employees' performance with P value of 0.003 < .05%. This implies that, an increase in career mentoring will lead to 48.1% increase on employees' performance. Hence, Ho2 which stated that career mentoring has no significant effect on employees' performance in Summit University, Offa, is rejected.
  
Results finally revealed that training has significant effect on employee performance with P value 0.007< .05%. This implies that a unit increase in training will lead to a 70% employee performance. Hence, Ho3 which stated that training has no significant effect on the employee performance in Nigeria is rejected.	

Adjusted R square of 78.6% variance in employees’ performance is accounted for by career mentoring, career planning and training. The remaining 21.4% is accounted for the remaining variables that are not capture in this study.

Table 5: R-square Change and F-square Effect Size of Exogenous Factors	
R SQUARE      (0.786)
Construct                     	   Excluded	R2 change	F2 change
Career Planning -> Performance		0.214	              0.778			0.037
Career Mentoring -> Performance		0.214	              0.734			0.243
Training -> Performance		                  0.214               0.752	             	0.159
Source: Field Survey, 2022

Table 5 depicts effect size calculated as the increase in R2 relative to the proportion of variance that remains unexplained in the endogenous latent variable. R-square change is the change in R2 when a causal (exogenous) factor is removed from the model. The f-square coefficient is constructed equal to (R2original – R2omitted) / (1-R2original). The R2 without Career Planning was 0.778. The R2 without Career Mentoring was 0.734 and R2 without 0.752 for Training.
F2 change for Career Planning was 0.037, for Career Mentoring it was 0.243. F2 change for Training was 0.159. 
The larger the R2 change, the more omitting that factor reduced the explained variance in performance. Specifically, Career Mentoring will amount to a decrease in the employees’ performance than dropping other variables. Hence career planning is the crux of this explanatory model.
4.2 Discussion of Findings
In academia, particularly at Summit University, Offa, Kwara State, career planning has been demonstrated to have a considerable impact on staff performance. In addition, career planning assists employees in developing their own occupational ideas as a result of their own value system, talents, needs, motivations, and goals. The findings back up the work of Wayne (2016) assertion that organizational career planning is a critical component of boosting employee performance and achieving organizational success. Finally, the study found that a career mentoring policy in an organization positively affect employees’ performance. This is in line with the work of Otwere (2017), who opineded that most organizations make use a good training policy for their employee in other to enhance performance and reduce staff turnover. 


  CONCLUSION AND RECOMMENDATIONS
5.1 Conclusion
The goal of this research was to see how career planning affected employee performance  at Summit University, Offa, Kwara State. Specifically, how employee performance at this citadel of learning is affected by career planning. A hypothesis was also developed to lead the research in the direction of the study’s goal. As a result, the study finds that career planning is an important tool for improving employee performance in the academia. These results were supported with previous related studies such as Wane (2016) who stressed that organizational career planning is a fundamental method of improving employees’ performance and organizational success.
5.2 Recommendations
Therefore, the study suggests that Summit University, Offa adopt career planning programmes, as this would boost employee performance especially because it is still in its early stages of development. They should also include job training advancement at this institution, as the study found that job training has a significant impact on employee performance.
5.3 Suggestions for Advance Studies
The study majorly concentrated on career development on employees’ performance with reference to Summit University Offa in Kwara State. Similar studies should be carried in other higher institutions in Nigeria most especially, Polytechnics, Monotechnics and Colleges of Education in order to have better generalization. Studies related to career choice should also be conducted in different institutions within the country in order to capture the entire educational sector in Nigeria. 
5.4 Contributions to knowledge
 Most career planning studies were conducted outside of private universities, but this study concentrated on Summit University, Offa which makes it distinctive and rich in concepts and factors. 
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