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Abstract

The main aspiration of the study was to discovet evaluate the predictors of career success fofaitigty
members of public sector universities in PakistBata was collected from 92 faculty members who are
currently either on study leave or on scholarshi @&nrolled as international doctoral candidategour
different universities of Malaysia. The results poged the significant positive association of piag and
HRM practices with career success. The study ceegethe significance of these conclusions for fgcul
members’ career success in public sector univessitf Pakistan.

Keywords: Career Success, Career Planning, Human Resourceagdiaent Practices, Public Sector
Universities, Pakistan.

1 Introduction

Current study is an effort slightly towards preitigt career success of the faculty members in pu#ictor
universities of Pakistan. As career success isngoitant goal for most of faculty members. Whiists deemed
that Government sector organizations are not e¥fettive, such organizations are criticised as rissource
wasting institutions of the state (Javaid, 2010he8aBibi, Farmanullah, & Abbas, 2014). Howeverareer
successes of the faculty members’ is in best istes€ universities under public sector more tham fdculty
members themselves (Ng, Eby, Sorensen, & Feldntdg;Ng & Feldman, 2010).

In Pakistan there are 163 universities recognizgdHigher Education Commission of Pakistan.
Currently there are 72 universities under privageter and 91 under public sector (“HEC,” 2015). The
performance of the 163 universities are not goatligh to get place in top 500 universities of thelevéor the
year 2015, except one which has been ranked &t d@60f 500 best universities of the world (“TopO5Best
Universities,” 2014). According to Nelofer (2013he universities in Pakistan are deemed like degnis
because of low employability of graduates from ¢hasstitutions. Currently there are 3.7 billion duates
unemployed in the world. Therefore, it is utmossesttial, to serve the nation in restored way by immk
unemployed youth as a potential asset, throughitigi education and their personality developm8ut.it is
assumed as the foremost important function of thieeusities by taking initiative to tackle down umgloyment
through producing highly professional graduateshd@ugh, currently there are 197 million people upkyed,
represent the 06% of total population around tlodgl Whilst it does not include 39 million emplogaopped
out from the organizations (Orhangazi, 2015).

According toPopulation Labour Force and Employmg(®2012), there were 397 million people living
lives extremely below poverty line and 472 millipaople can hardly able to afford the basic nedessdiff life.
However, globally there is 6% unemployment ratejlevin Pakistan the trend is slightly lower, it 386 but
higher than neighbouring countries like China amdid 4.6 and 3.6 percent respectively (Orhang&7ipp Out
of 139 million unemployed people the young peopdeehbeen observed 73.8% unemployed in the overall
unemployment around the sphere are not betrayehynsort of education, training and employmentha t
world. It can be inferred that the universities hiichave to improve their productivity to generate t
employability in the professional studies, degrself is nothing until and unless have the abitiyprovide
proper employment for the graduates (Pavlin & $kie2014).

Why the public sector universities in Pakistan ao¢ able to perform better internationally? There
might be a lot of reasons including low salarieighbr workload, imperceptible career planning aack|of
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human resource management (HRM) practices in pabtitor universities of Pakistan.

11 Statement of Problem:

Public sector universities of Pakistan are notqgrening well as compared to the international statglabecause
the faculty members working in such institutions aot performing well or efficiently, there migh¢ a lot of
reasons behind this such as weaker performancel@amer contribution towards the overall university
performance, hardly visible service structure foe faculty members. Upon analysing the trends ofilfa
members’ education and research publications awrslio table: 1.1 below. It has been observed frown t
available data that there are currently 9253 fgcmiembers having PhD degrees and 25191 faculty memb
have not doctoral degree in the year 2013; andddealdly published only 6507 research articles.

Table: 1.1: Facts and Figures about Faculty Members Universities of Pakistan.

Description 2008 2009 2010 2011 2012 2013
PhD Faculty 3483 4975 6315 6529 7625 9253
Non PhD Faculty 11616 12860 No Record 23141 24715 25191
Higher Education Institutions 126 127 132 138 146 153
Research Output (J/Articles). 3425 3939 4963 6200 6400 6507

Source: Higher Education Commission of Pakista®1 5.

According to the above mentioned table only 2&%ufty members have PhD degrees to teach. While,
73% faculty members require to improve their qiediion. So, to sum up the earlier ponder 25191ilfgc
members are required to advance their qualificafiwrtheir own growth and survival in the samediefs in
the contemporary situations in Pakistan survivaltiie profession is not easy, it has now become ljigh
competitive, complex and complicated. As afterititernational global crises of 2008 many organ@aihave
started following the retrenchment practices toimire the operational cost to hedge themselves theavy
losses as well as their own survival (Arfan, 2018n, 2010).

Although, as mentioned above there are 39 millieapte dropped out from the different organizations
around the world; for their survival these peogkoaequire the jobs. Whilst, the situation hasated a strong
competition among the existing employee; as th@umed out employees have good experience and hands o
practice (Azeem, Rubina, & Paracha, 2013; Hannd42(@shtiag, 2015). Now, the time is to upgrade the
professional career by enhancing qualification amdk experience, otherwise the survival will becovwesy
complicated (Ng & Feldman, 2013). Career plannsxgdéemed as necessary for the success in the goofals
life and career (Harash, Al-Timmi, Alsaad, Al-Badr& Ahmed, 2014; Praskova, Creed, & Hood, 2015arve
& Yahya, 2013; Zainal, 2012).Career success has Imeeome the area of interest for the academiciads a
researchers contemporarily in Pakistan (Saher,2@l14; Yasir, Rizwan, Fiza, & Javed, 2013).

So the importance of career planning for careecess cannot be ignored. Whilst, as all the human
beings are not equal and the performance fronhaletmployees at work cannot be expected the samiehit,
Siengthai, & Ramzan, 2011). Human resource managgepnactices are designed to extract higher perdocea
from the available workforce by training them anthleling them to contribute towards their own carased
development in the global market (Kaifi, Khanfagfli, & Kaifi, 2013; Yasir et al., 2013). The HRMagztices
are also deemed vital and necessary in educatatarsgf Pakistan to enhance universities’ perforoeafirif &
Ameer, 2013; Parveen, 2011).

1.2 Research Questions:
1. Do HRM practices associate with career succesaailty members in public sector universities of
Pakistan?

2. Does career planning associate with career suoédasulty members in public sector universities
of Pakistan?

1.3 Research Objectives:
1. To evaluate the association between HRM practices aareer success of faculty members in
public sector universities of Pakistan.
2. To evaluate the association between career planeugcareer success of faculty members in
Public Sector Universities of Pakistan.

1.4 Significance and Scope of the Study:
Career success is the combination to two wordsecaaed success. Success stands for the progress and
attainment of wealth while the career means theigértourse of action that the individuals’ choosepursue
their profession throughout their life span (SH2005; Yahya, Yean, & Idris, 2014).
The current study covers both the skill enhancing motivation enhancing HRM practices; that are
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commonly practiced in developing and neighbouringurdries’ higher educational institutions such as
Bangladesh, Srilanka, India and Iran. AccordingRaihan (2012), Pakistan is a developing countre lik
Bangladesh the HRM practice in such developing t@sare deemed successful which have some fialanci
benefits for the faculty members in the universiti@ccording to cultural index Hofstede (2011), B&n has
been ranked at 55, so the HRM practices havingbétiancial attractions for the faculty members ¢ze
suitable for the professional development of theully members in Pakistan ( Hofstede, 2005; Minl&v
Hofstede, 2011).

Career planning covers the understanding about ss&lf environmental evaluation along with the
identification of career goal of the faculty membar Pakistan. According to Puah & Ananthram (20@&yeer
planning is deemed as the thoughtful process oftiiyéng the opportunities and constraints thatwcin the
working environment along with the career relatedlg involving direction, timing and actions. Sostom up
career planning is being explained as an actiatyied out to exert personal control of the indiatupon his
or her own career (Yean & Yahya, 2013).

2 Review of Literature:

In the study Career has been derived from Latimdw@arraria” in English like road, carriage. Career success
is the permutation of two different words, Caread &uccess, while it can be interpreted as an iohaks’
journey through learning, efforts, professional exgnce and other aspects of life. There are cesmtl
techniques for defining career and the term is iadpin a variety of ways. So it might be construed
meritoriously that it is an agenda of an individsigrogress from first to last (Saher et al., 2084)the people
are not same, their emotions about the same phewomean vary in different perspectives and peroegti So

it is redundant that an individual in the age oémty year might have different reflection or petéaps about
the career while an individual at the age of thirtight be having the same reflections as the iddii in the
age of fifty or sixty years; it is further not nesary that both have the same perceptions abouatker in same
sense or meanings. There are imaginable upshdissifilarity of assumptions in idiosyncratic indiuals may
be because of diverse civilizations, learning, kieolge and physical and mental abilities (Tan, 20C0)yrently,

it is proposed that the current study will reveslight into the dilemma of inclination by definingreer success,
through its imperative commitment in the collectioh evidence and theory also. Career success hais be
partitioned into two reflections, (i) Intrinsic arfil) extrinsic reflections separately, sometimeteichangeably
called (i) subjective and (ii) objective in natae well.

Extrinsic reflection can be seen and observablatively objective in nature comprises on noticeabl
outcomes including (i) salary, (ii) ascendancy #&iijl professional status, while intrinsic careeiceess stands
for the internal satisfaction of the employee frois/her profession and life (Saher et al., 2014k Teutrality
of observer might be apparent while evaluating ¢lxraneous reflections or objective achievementhef
individual. While, intrinsic reflections or subjéat career success means individual's own peraeptaentified
with his/her own profession (Ng & Feldman, 2010).

According to Hofstede and Hofstede (2005), the oigions internal human resource management pescti
are being affected from the national culture. A%igtan is a developing country and the HR managémen
practices in Pakistan might be different from wasteountries and developed countries (Niazi, 20GApbal
and western concept of HR management practicebeang criticized because of difference among tHeums

of the nations (Raihan, 2012). However, HR manag¢meactices can be vary ominously from nationatan
because of cultural differences meanwhile the $etpecific practices might be beneficial for a oatiand
similar practices might be ineffective for the oas of another cultures (Asghar, Qayyum, Zaheemghdly &
Khalid, 2011)

The enforcement and impact of HRM practices upanitfividuals to exert higher performance at
work and organizational performance is vital anghamtant has been recognised in previous studie$dRa
2012; Tan, 2010). The positive perceptions of HRfslcices, enables and enforces the employees liseréiae
relationship of social exchange among the indivislaad organizations (Watty-Benjamin & Udechukw@l2).

The negligible attention was given to the area ofcpological processes, where HRM practices have
the potential to determine the attitude and behaval the employees’ working in the organizatioraitn,
2012; Sabir et al., 2010). Globally the organizagithave been found in the strict competitive emritent. The
opportunities for the work or employment are scasevell, but for high performing worker the oppmities
are abundant and countless to mention. HRM practiceorganizations are the most important competiti
weapon or tool for progress for the organizatidfsvertheless, the human resource management @sotast
be in order to accommodate and facilitate the eygale at work as well as to derive motivation to kvand
satisfaction from work; to facilitate and boost angzational functioning in the dynamically compig#t and
complex environment (Igbal et al., 2011).

According to Meyer & Smith, (2000), HRM practice® gjetting increased influence in the academia
now a day due to the ability to manage employe#tiude and behaviour at workplace. Existing litera
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provided the guidance about the perceptions of HRAttices that are considered more important iraecing
organizational performance and retain the qualibrkwforce to produce better productivity (Arif & Aesr,
2013; Rhee, Zhao, & Kim, 2014).

How these HRM practices can impact positively taygathe individual's perspectives and how they
respond to these practice (Tessema & Soeters, 200§; Liu, Tarba, & Cooper). According to Tan (Z)1
some HRM practices in the context of individualtfgalarly training and development is highly sigoént with
the organizational context as individuals’ careeiccess contributes better and enhanced organiahtion
performance. Therefore, it is necessarily requieavaluate the areas of human aspects, that #péulhim
enhancing performance at work, that enable thevididals to work for their own success, which ultteig
contribute towards the organizational performan®miq et al., 2014; Stumpf, Doh, & Jr, 2010). Sc#@n be
hypothesized that:

H1: HRM Practices have significant positive associ®n with career success.

Whilst, the conception of career planning is nat tiewly known thought and concept, the construct of
individuals career planning currently rising anttaaiting researchers interest in the differentasde areas for
academic studies in many disciplines as different diverse perceptions. It is noteworthy that aeeamplan
whether influences career success or not. Howévsrimportant to conduct more empirical studieglifferent
working environments to provide evidence for thBuence career planning upon career success (Kagala
Ozmutaf, 2009). In this study, in order determine association between faculty members career ipiguamd
career success in public sector universities ofdtak an empirical study was conducted. It wae alsned to
understand whether individual career planning &fice career success or not. So to sum up theredehate it
can be hypothesised that:

H2: Career planning has significant positive assoation with career success.

2.1 Conceptual Framework:

In the current study figure 2.1 endow with the ceptoal framework by illustrating the associationoag the
variables. In the figure below it is demonstratbdttthe career success has association with huesaunce
management practices and career planning.

Figure: 2.1 Conceptual Model of Career Success.

H1

Human Resource

L J

Management Practices
Career Success

Career Planning H2

L J

2.2 Support of Theories:

Gould’'s career planning model, social cognitive eeartheory and goal setting theory have been found
supporting the construct in this context.

3 Methodology

3.1 Research Design:

Current study intended to explore the associatiod @mpact of career planning and human resource
management practices on career success of thetyfam@mbers working in public sector universities of
Pakistan. This effort has been undertaken to emhtre existing literature of such type of crosgieeal and
hypothetic approach studies in Pakistan.

3.2 Sample and Respondents:

Sample for the study has been chosen from the BhDlas currently studying in University Utara Mgda,
University Putra Malaysia, University Technologyti®eas and University Technology Malaysia all the
respondents of this study are faculty members dbwua public sector universities of Pakistan, stndyabroad

on study leave. Majority of respondents are fromiversity Utara Malaysia, only few respondents awarf
other universities mentioned above. Self explayagoiestionnaires were distributed to collect trepomse from
the participants.

3.3 Procedure and Analysis:

In the study a self governed questionnaire wasopett/ disseminated among the respondents. Theopers
those who were out of access and personal meetsgnat possible the questionnaire was sent to thesngh
email and personally requesting them to respontebynding them few times. Each respondent was goren
questionnaire and in accordance to the nature wdystWe endowed with indispensable support from
respondents in accomplishing technicalities undedsble in answering the questions and reservatieorsthe
sake of analysis quantitative tools and techniquese applied by using statistical package for daiéences
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(SPSS) version 20 for data validation and SMART MRle8sion 2.0 for assessing reliability, validitypobach’s
alpha, R, path coefficient, boostraping, Beta Value, Tistais and standard deviation.

3.4 Measures and Instruments:

The perceptual information from respondents hawanbreceived upon the existence of career planhingyan
resource management practices towards career suofemculty members in public sector universitigfs
Pakistan. Questionnaire for career planning has teopted from the genuine source Gould (1979) and
reliability has been reported in the context of iB@k’s banking sector study for 11 items 0.94 (ivas al.,
2013). Human resource management practices haveaukepted from two studies for 27 items; includékgl
enhancing and motivation enhancing practices gémenaplemented and practiced in Pakistan’s pulskctor
universities. Skill enhancing HRM practices in tkisidy adopted from Tan (2010), including compédagsat
training & development and performance appraistdltdtems are 15. Whilst, motivation enhancing HRM
practice have been adapted from Raihan (2012ydimg job security, job autonomy and working cdiudis
for faculty members of public sector universitindiakistan, total items are 12. However the measemé scale
for career success has been adopted from genuimeesGreenhaus, Parasuraman and Wormley, (1996), to
items are five. The questionnaire used in this ystodnsist of 43 items overall. All the respondentsre
requested to articulate their adjudication by usirfeye point likert scale ranging from (1) stropglisagree, (2)
disagree, (3) neither agree nor disagree, (4) agd€5) strongly agree.

4 Results and Findings:

The following table 4.1demonstrates the composliability and convergent validity for the laterdanables of
the current study. Composite reliability, Cronbacklpha and average variance extracted (AVE) has be
derived by using SMART PLS software 2.0 versionorrach’s alpha which measures how well the vargable
are associate with each and other has been shativa table 4.1 as below:

Table4.1: Reliability and theinternal consistency of the variables

Composite Reliability Cronbach’s Alpha AVE
Career Planning 0.802 0.686 0.502
Career Success 0.887 0.799 0.734
HRM Practices 0.949 0.944 0.532
R® = 0.885

AVE should be above 0.5 Threshold for Convergenlidits (Bagozzi & Yi, 1988; Hair, Sarstedt,
Hopkins, & Kuppelwieser, 2014). The desired valae domposite reliability is 0.7 and above. While fhe
exploratory research a value equal to above 0.@lsanbe accepted (Bagozzi & Yi, 1988; Henseled.e2014).
Table 4.2; Discriminant Validity (AVE)? Latent Variable Correlation

Career Planning

Career Success

HRM Practices

Career Planning

0.7092

Career Success 0.5547 0.8567

HRM Practices 0.666 0.9363 0.7288
It is desired that the AVE should be above the latent variable correlation.
Table: 4.3: Path coefficient (Mean, StDev. T-Statistics).

Standard Deviation Standard Error T-Statistigs &uy

HRM Practices -> Career Success 0.0348 0.0348 28.25 0.000
Career Planning -> Career Success 0.0507 0.0507 282.4 0.000
P. Value is > 0.05. So, H1 and H2 both are acceipietthe construct.

As the table 4.3 demonstrates the model indi¢est fivhich the model is legitimated. The value loif ¢
square is in between 0 to 5 as the smaller vallussrate better fit (Bagozzi & Yi, 1988).

5 Discussion and Conclusion:

The study in its unique construct is exploratoryPiakistan. Only one study have been found in pug#ictor
departments concerning to career success with gioegiof human capital and networking by Seharakt.
(2014). This research was executed for the fagukynbers in public sector universities of Pakisf#nis study
has tried to explore the impact of HRM practiced aareer planning as chief determinants of facmgmbers’
career success. The main purpose of this studytevasaluate which phenomenon (HRM practices orerare
planning) is influential upon faculty members’ caresuccess in Pakistan’s public sector universifigse
statistical reports have proved the significantitpas role of HRM practices and career planning career
success. It has been found consistent with theppetise of goal setting and social cognitive catbepries that
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education and training experience are core conngetibols in advancing professional career andesgen life.

The existing literature has recognized as well fibsitive association between career planning and
career success (Tan, 2010). There are three mettodmonly applied by the researchers while evaigati
career success as mentioned by Ballout (2007), fvbioh human capital and career planning closehcemed
to the individual level according to psychologisahool of thought. The main approach in this stwdg those
individuals who plan for their career and progriesthe profession. Our study demonstrated the miffefactors
of career planning have significant positive assti@n on career advancement. The results are énwith the
existing literature Yasir et. al (2013).

Like career planning and human resource managepractices also have strong relationship with
career success. The results of the study sheds dighthe importance of HRM practices for profesaion
advancement through different paradigms like jotusty, job autonomy, working conditions for thectdty
members in public sector universities of Pakistanmpensation, performance appraisal, training and
development. The findings of the research studyreliable and consistent with the previous reseéiradings
ob Raihan (2012), the influence of HRM practicepiivate sector universities of Bangladesh that iguthe
potential inspiration for the current study andea&ed the significant influence in Pakistan as asllboth the
countries, remained together under single admatistt and central control. People of BangladeshRakistan
have stronger ties of culture and norms. So thdyshas been found in alliance with the existingdgturhe
current study supports the statement of Lyon (20@2)mentioned that the culture of the nation aaffgdén the
developing countries of the world determines araimmtes mainly the relationships of professionalghowith
the planning and experiences. As said by Dwyer,dideand Hsu (2005); Hofstede, (2005), the humaoures
management practices can be significant and pebijtizssociated with the construct having finanbiahefits
for the employees in any organization (Raihan, 20AH the variables have been found associatedh Wie
construct in the context of Pakistan, as suggeatetl proposed in the hypotheses. The results iretdictitat
career planning and human resource managementicesadioth are contributing significantly and are th
potential determinants of career success as thanear has been found 0.885 for the faculty memivepsiblic
sector universities of Pakistan.

5.1 Limitations of the study and future recommendabns:

As the scope of the study is very narrow and cowatg 92 faculty members those who are studyingadbiin

Malaysia and pursuing their PhD studies on studydeand have served at least three years as fanattyber in

public sector universities of Pakistan. It has bfeemd that HRM practices are more significantlyretated and
influential upon the career success of the facuigmbers in public sector universities. Whilst capdanning is

associated with career success, but not stronghifiant as compared with the HRM practices, thege be a
lot of reasons but one the main reason is thatétiglducation Commission have not any service atector the

faculty members of the public sector universitiesPiakistan (Danial, 2012) and (Sohail, 2008). Ttaee no

rules of promotion for the existing faculty membardhe same university, until the positions areeatised and
appointed are made like fresh appointment throighsame procedure like new appointment for thehfeesd

existing candidates. Future researcher may chdwskatger sample and there are many other inflakefatttors

that have not been investigated in the currentystitds urged that environmental turbulence migbttested as
moderator for such type of studies as the elettrihortfall, corruption, industrial setbacks aeshaping the
business environment rapidly and supposed as tiemtel moderator for future studies.
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