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Employee performance is one of the most significant factor in 

any organizations. The purpose of this research was 

conducted to explore the relationship between training, 

career planning and employee performance. The sample size 

was 420 and self-administered questionnaire was designed 

for public and private sector universities located in Punjab 

Pakistan. SPSS and smart PLS was used to carry out the 

statistical analysis of this research. Results of this research 

proved that career planning and training has a significant 

impact on employee performance.  
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1. Introduction 
 

In every organization old and basic methods have been developed into modern and 

widely recognized norms. Employees are concentrated resources with the ability to transform 

any procedure into the preferred result. Its personal strengths may be used to spread the word 

on how to get excellent performance from their efforts. "Organizations are continuously trying to 

find a solution to negative consequences." Organizations have tried to identify and define the 

characteristics that may be the components of the employee environment, just as healthy for 

workers as for control. The effectiveness of the worker compliments the approved principles with 

respect to the striking and satisfying results obtained according to the will of the execution 

environments. Zimmerman and Darnold (2009) reported that large execution workers are more 

satisfied, while those who are less are bad performers.  As  a  result,  they combine  employee  

effectiveness  with  the  compliance  phase.  (Ali, Rehman, Ali, Yousaf, & Zia, 2010) have  found  

that  if employees are happy, they contribute to organizational productivity, greater service, and 

the execution of their sources, however if they are dissatisfied, they do the reverse. 

Therefore, a rich environment with flexing opportunities tends to prepare the employee to 

provide healthier results. As a result, Morgan (2004) combines the effectiveness of employees 

with the employee skills and emotional connection of employees with the company that allows 

these employees to be more dedicated and to be a great artist. Furthermore, Morgan (2004), 

noted that one of the drivers of employee effectiveness is the attention of employees to the 
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importance of their work in contributing to the company's strategy and success. Therefore, it is 

necessary that each employee has the necessary execution capabilities. This assumes that the 

effectiveness of the employees and the necessary capabilities are part of the company's plan for 

the workers who will continue with the institution and who will resign for reasons related to the 

strength of their results. 

 

2. Theoretical Background and Hypothesis Development 

2.1. Training and Employee Performance 
 

The idea of an employees in one division or group can better manage projects than others 

because they receive sound training in their environment. They can combine their abilities and 

become active to target their goals (Ellis, Bell, Ployhart, Hollenbeck, & Ilgen, 2005). Employees 

with the same information can better understand the needs of others and their workplace, which 

is possible because of the level and sustainability of the training offered. By applying this, they 

can also bring the required results with their combined initiatives. Previous studies have 

described the importance of worker performance as groups or groups. Therefore, Cruz, Justo, and 

De Castro (2012), examined the fact that companies have recognized the importance of coaching 

and are increasingly using the analysis and improvement of the structure of worker performance 

to reduce production costs and make better use of their resources. sources, improve performance 

and ultimately improve business performance. 

 

To give the best possible shape to employee results, many companies prefer the idea that 

the manager should help them constantly by creating ideas and should provide information about 

the value and sustainability of coaching and focusing on their needs (Harrison, 2000). Green, 

Medlin, and Whitten (2004) examines and clearly states that satisfying the need for coaching of 

workers increases their interest in their projects and, therefore, works hard and interacts with 

each other to achieve exceptional results. Your participation affects your positive view of the 

performance position, which directly affects employee performance. 

 

Training is one of the best significant tool for improving the performance of workers and 

enterprises. It directly affects the performance of the firm and workers (Tanoli, 2016). It also 

ensures that coaching has a substantial effect on the dedication of workers, which affects their 

performance (Anvari, Amin, Ismail, Ahmad, & Seliman, 2011). To carry out business projects and 

develop employee performance, coaching programs must be planned to improve people's skills 

and information. Businesses and workers can achieve their objectives if learning capacity is 

effectively shifted into the performance atmosphere (Awais Bhatti & Kaur, 2010). Nourishing the 

performance of employees, giving them and supporting them in more and more important 

projects, play an important role in the development and success of companies. As a result, 

supervisors around the world focus on creating and using business sources cordially and generate 

outstanding and anticipated results through employee performance and dedication (Green et al., 

2004).  

 

H1: There is a relationship between career planning and  employee performance 

 

2.2. Career Planning and Employee Performance 
 

Career development is a lifetime process of learning, employment, leisure, and changes in 

order to progress toward a chosen future that is both personal and developing. Career 

development, in this author's opinion, is a shared responsibility depending on the requirements 

and circumstances of both individuals and organizations. Workers are the most valuable resources 

in the business and can not be lost in need and should not be deliberately left behind. Not all 

employees in the company or company are well prepared and have all kinds of strengths and 

abilities to carry out each process. To allow them to pursue each project is to share their career, 
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dangerous and serious, not only for the worker himself, but also for the environment in which he 

evolves. Each worker should be informed of the importance of his / her lifestyle among the 

members of the team or company and, if his / her understanding of these feelings is not a control 

strategy, the level of their skills and abilities can not be improved by: an adequate control 

reaction. The best a company can offer its employees is the learning environment, collaboration 

among members, dedicated advice, adequate training needs, safety at work, admiration for the 

best activities and preparation expert and efficient for your profession. 

 

The preparation of the profession of employee functions as a tool to develop the 

professional link between the company and the employee, which shows the feeling of success for 

all levels and categories of employees. Achieving the objectives of the organizational phase 

depends on competent and satisfied employees. Workers who are satisfied generally execute with 

wisdom by recognizing the meaning of the sound comments they give to carry out their projects. 

Therefore, this can bring admiration and compensate. Over time, they will be inspired and will 

continue to perform with more perseverance and dedication. Bayissa, Smits, and Ruben (2018) 

then shared this sentiment and said that most companies focus solely on achieving their goals, 

but are much less focused on their goals. the means by which its realization is possible (for 

example, employees). The preparation and growth of the profession of employees are the 

resources that can make inefficient employees a useful way for any organization. This indicates 

that the preparation of the trade of worker is very necessary and should be used by all the places 

of work like base of expertise. 

 

Effective preparation of the profession of employees depends on effective control of 

efficiency, control considering interaction and incorporation as a source to keep employees 

constantly on the path to achieving goals. Therefore, they begin their strategic initiatives and 

achieving goals. In the context of the conference, the objectives described are likely to gain 

admiration and meaning in the eyes of control and it tries to extend its permanence with them by 

improving the preparation and suggestions of their profession. The same idea is shown in 

(Angela, 2014), while he says: Some human resources supervisors recognize and understand the 

meaning of career preparation exclusively for people who stand out for outstanding performance. 

These workers are involved in improving their profession during their stay in a company and are 

very inspired, efficient and willingly extend their stay in your company.  

 

H2: There is a relationship between career planning and employee performance 

 

3. Research Methodology 

3.1. Research Design/ Sample Size 
 

The sample of this research was selected from the wide range of population that consists 

of “private and public universities” of Pakistan charted by HEC to examine them in order to review 

and analyze the appropriate chance of occurrence for this research. There were sixteen 

universities were selected at Punjab level, out of which 16 13 universities are public and three (3) 

are private sector universities. The population consists of teachers, associate teachers, affiliated 

teachers and teachers, regardless of the difference in rank or position. It focuses mainly on the 

importance of the instructors' contribution to these methods, which should affect the 

effectiveness of their work. 

 

The sample size was 420. The self-administered questionnaire was designed for public and 

private sector universities located in Punjab Pakistan. Five scales of Likert was implemented to 

compile the response of the participants, where 1 seems to believe deeply in the fact and 5 very 

convinced of the fact. “Five-level range where 1 = strongly disagree (standard deviation) | 2 = 

moderately disagree (MD) | 3 = disagree (D) | 4 = neutral (N) | 5 = strongly agree (SA) |”. 
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In this research data were collected by using self-administered questionnaire for university 

students from Pakistani public universities. The respondent was selected using random sampling 

strategies. This design technique is more competent in that every critical part of the population is 

inspected, it is more cost-effective and inter-group assessments are possible (Sekaran & Bougie, 

2003). SPSS and smart PLS was used to carry out the statistical analysis of this research to meet 

the desired results of this research. 

 

4. Results and Discussion 
 

In the light of analysis each hypothesis was tested and proved as significant as well as 

predictor of employee performance. It has been noted that, according to the analysis results of 

this research, employee training has an important relationship with performance. Through 

improved and effective training, managers not only improve the skills of their employees, 

employees can prepare themselves to meet the current and future goals of the company. Attach 

workers with older or highly experienced people in their own field,  keep  their  capabilities and  

give  precision to  their  confusion  during routine  exercises. Together, the preparation and 

coaching of a targeted work environment encourages representatives to work responsibly and 

become the source for pursuing these practices, passing them on to new participants, minor 

partners and less experienced meetings or colleagues. 

Table 1 

Factor Loading and Cross Loadings 

Variables CP EP TR 

CP1 0.80007 0.393328 0.253441 

CP2 0.77538 0.324793 0.191106 

CP3 0.771338 0.381433 0.219024 

CP4 0.616371 0.184663 0.100628 

EP1 0.423382 0.90642 0.269881 

EP2 0.341668 0.919746 0.282117 

EP3 0.341668 0.919746 0.282117 

EP4 0.317796 0.592394 0.151408 

EP5 0.375735 0.646714 0.350445 

TR1 0.22883 0.249236 0.735678 

TR2 0.267411 0.308841 0.82741 

TR3 0.203413 0.300075 0.837206 

TR4 0.117617 0.171525 0.731449 

 

Table 2 

Convergent Validity 

Construct Item Loadings Cronbachs Alpha Composite Reliability AVE 

Career Planning CP1 0.820 0.742 0.832 0.544 

 CP2 0.730    

 CP3 0.782    

 CP4 0.617    

Employee 

Performance 

EP1 0.901 0.862 0.921 0.674 

 EP2 0.921    

 EP3 0.992    

 EP4 0.582    

 EP5 0.674    

Training TR1 0.758 0.789 0.852 0.625 

 TR2 0.867    

 TR3 0.845    

 TR4 0.834    
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Table 3 

Hypothesis 

No

. 

Hypothesiz

ed   

Path Coefficient t-stat Prob. Decision 

1 CP -> EP 0.321 2.079 0.000 Supported 

2 TR -> EP 0.192 1.902 0.0321 Supported 

 

Table 4 

Discriminant Validity 

Variables CP EP TR 

CP 0.7556   

EP 0.4612 0.897201  

TR 0.270768 0.339595 0.78421936 

 

4.1. Managerial Implications 
 

This study gives valuable contribution to the organizations. Training has been shown to be 

the true source of influence on the respect and duty of representatives. Like everywhere else, 

staff learn through the progression of time. In any case, training can clean up your skills and 

improve your ability to get more viable experts in your fields. In particular, training can create a 

link between academic and talented staff, their activity and organization, which can increase their 

capacity by continuously participating in training projects and improving their benefit and 

responsibility in their activity. It has been observed that university staff generally work in their 

own way and according to their wishes. Usually, they coordinate everything without the 

participation of anyone. Therefore, they do not feel the need for anyone to guide them to execute 

the call properly. 

 

4.2. Future Research and Recommendations 
 

It can be extended in the same way to larger and more unique workplaces in this field, as 

well as globally, as this study provides the extension that relates to different workplaces and 

different abilities of human beings as well as management practices in the usual activities. You 

can still conduct a similar survey to study the influence of benefits, compensation and employee 

career planning to strengthening their employees' engagement, improving the male or female, 

and more collective performance and consequently, to increase their effectiveness, talents and 

people to complete the best deals of a group / workplace, ready to paint anywhere for a difficult 

project 
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