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Abstract: Career development is an important human resource management practice through which higher 

education institutions promote academic staff professional growth, career progression, and improved job 

performance. However, empirical evidence on the relationship between career development programs and academic 

staff performance remains limited in Somaliland, particularly within private universities. This study examined the 

predictive effect of career development strategies on academic staff performance in private universities in Borama, 

Somaliland. A quantitative, cross-sectional research design was employed, with data collected through structured 

questionnaires administered to academic staff. A total of 234 valid responses were obtained from 287 distributed 

questionnaires, representing an 81.5% response rate. Data were analyzed using Statistical Package for the Social 

Sciences (SPSS) Version 28, with simple linear regression used to determine the predictive relationship between 

career development strategies and academic staff performance. The findings revealed that career development 

strategies had a statistically significant and positive effect on academic staff performance (B = 0.136). The regression 

model was statistically significant, F (1, 232) = 6.82, p = .010, with career development strategies explaining 2.9% of 

the variance in academic staff performance (R² = .029; adjusted R² = .024). Although the predictive contribution was 

modest, the findings demonstrate that career development strategies are significantly associated with academic staff 

performance. The study contributes empirical evidence to the limited literature on career development in 

Somaliland’s higher education sector and extends the application of Human Capital Theory in this context. The 

findings highlight the relevance of structured career planning, professional guidance, regular performance feedback, 

transparent promotion procedures, and accessible professional advancement opportunities. The study suggests that 

private universities should strengthen career development frameworks while recognizing that other organizational 

and individual factors also contribute to variations in academic staff performance. 

Keywords: Career development, academic staff performance, career progression, higher education, private 

universities, Somaliland. 

1.   INTRODUCTION 

Universities play a central role in human capital development, knowledge generation, and socio-economic transformation 

through teaching, research, innovation, and community engagement. Their effectiveness depends substantially on the 

competencies, commitment, and performance of academic staff, who are responsible for delivering quality instruction, 

conducting research, mentoring students, developing curricula, and contributing to institutional development (Kasnauskiene 

et al., 2025; Mudrikah et al., 2026; Tripa et al., 2025). The capacity of universities to achieve these objectives is therefore 

closely associated with the quality of their human resources and the opportunities available for continuous professional 

growth. In this regard, career development represents an important human resource management practice for strengthening 

academic competencies, facilitating professional advancement, and improving institutional performance. 
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The contribution of higher education institutions to national development is closely linked to their ability to develop and 

retain qualified academic personnel. Universities with stronger academic capacities are better positioned to promote 

research, innovation, graduate employability, and economic productivity (Bondar et al., 2020; Canton, 2021; Zwaan, 2025). 

Career development supports these outcomes by providing academic staff with opportunities for further education, 

professional training, research engagement, promotion, career planning, and participation in academic networks. Such 

opportunities can enhance employees’ knowledge, skills, motivation, and commitment, potentially contributing to improved 

job performance. This is particularly important in higher education, where academic responsibilities extend beyond 

classroom instruction to include research, student supervision, curriculum development, and community engagement. 

The importance of career development is particularly pronounced in Sub-Saharan Africa, where universities continue to 

experience constraints associated with limited financial resources, institutional capacity, and human-resource development. 

Despite these challenges, higher education institutions remain essential to producing skilled graduates, generating relevant 

research, and supporting national development (Adegboye et al., 2020; Kivaa, 2021; Kusi, 2020; Shawa, 2020). Limited 

professional advancement opportunities and inadequate investment in academic staff development may constrain 

institutional effectiveness and the achievement of educational objectives. Consequently, systematic career development can 

serve as a mechanism for strengthening academic capacity, enhancing professional competencies, and supporting improved 

staff performance in resource-constrained environments. 

The relationship between career development and academic staff performance is theoretically grounded in Human Capital 

Theory, which conceptualizes employees’ knowledge, skills, competencies, and experience as productive assets that 

generate returns for individuals and organizations. From this perspective, investment in education, professional training, 

and career advancement enhances human capital and may improve productivity and performance. In higher education, 

academic staff constitute a critical institutional resource because teaching quality, research productivity, student 

supervision, and academic administration depend substantially on their professional capabilities (Matache, 2023). Career 

development can therefore be understood as a strategic institutional investment that enables academic staff to strengthen 

their competencies, respond to changing professional expectations, and contribute more effectively to institutional 

objectives. As universities increasingly emphasize research output, publication, curriculum innovation, student engagement, 

and academic leadership, continuous professional development becomes increasingly relevant to sustaining academic 

performance. 

In Somalia and Somaliland, higher education institutions have become important contributors to social reconstruction, 

human-resource development, and economic recovery. The expansion of universities has created opportunities to develop 

skilled personnel for sectors such as education, healthcare, business, and public administration (Abdi et al., 2023; Jama, 

2025; Saed et al., 2024). In Somaliland, the growth of private higher education institutions, particularly in Borama, has 

increased demand for qualified academic staff capable of delivering quality teaching, conducting research, and supporting 

institutional development. However, this expansion has also intensified the need for effective human resource management 

practices that facilitate staff development, professional advancement, and sustained academic performance. 

Despite this growth, academic staff in Somaliland continue to face challenges that may restrict their professional 

development and career progression. These include limited opportunities for postgraduate education (Jama & Khalid, 2024), 

restricted access to international academic networks (Eno et al., 2025), inadequate infrastructure (Hassan et al., 2024), heavy 

teaching workloads (Mukhtar et al., 2021), and limited financial resources for staff development (Melesse & Obsiye, 2022). 

Such constraints may limit academic staff members’ ability to acquire advanced qualifications, participate in research, 

strengthen professional competencies, and pursue long-term career objectives. These challenges are particularly relevant to 

private universities, where financial and institutional capacity may influence the availability and accessibility of structured 

career development opportunities. 

Borama has experienced the expansion of private higher education institutions, including Alpha, Borama University, Beder, 

Eelo, Amoud, and Adal Universities (Khan & Abdirahman, 2024). These institutions operate in an environment 

characterized by increasing demand for higher education and continuing resource constraints. Furthermore, quality-

assurance expectations have placed greater emphasis on academic qualifications, teaching effectiveness, research 

engagement, and professional performance (Omar & Kisige, 2023). In this context, career development extends beyond 

promotion to encompass further education, professional training, research opportunities, academic networking, performance 

feedback, and clearly defined career pathways. Access to these opportunities may strengthen academic competencies, 

facilitate professional progression, and improve the capacity of staff to meet institutional expectations. 
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Although academic staff development has gained increasing importance in Somaliland’s higher education sector, empirical 

evidence regarding the relationship between career development and academic staff performance remains limited, 

particularly in resource-constrained private universities. Existing research has identified several barriers to academic 

development; however, insufficient empirical attention has been given to determining whether and to what extent career 

development strategies predict academic staff performance in the local context. This gap is significant because institutional 

expansion alone does not necessarily translate into improved academic quality or performance. Universities require effective 

mechanisms to develop staff capabilities, facilitate career progression, and enhance the utilization of academic human 

capital. 

Addressing this gap, the present study examines the effect of career development strategies on academic staff performance 

in private universities in Borama, Somaliland. Guided by Human Capital Theory, the study conceptualizes career 

development as an investment in the professional knowledge, skills, and competencies of academic staff and investigates 

its predictive relationship with their performance. The findings are intended to contribute context-specific empirical 

evidence to the literature on human resource management and higher education in Somaliland while informing university 

administrators and policymakers on the relevance of structured career planning, professional advancement, and continuous 

staff development to academic performance 

2.   RESEARCH PROBLEM 

Higher education institutions depend on the knowledge, skills, and professional competencies of academic staff to achieve 

quality teaching, research, student development, and institutional objectives. According to Human Capital Theory, 

investment in employees’ education, professional development, and career advancement enhances their competencies and 

productivity (Ajobi et al., 2025; Matache, 2023). Career development provides academic staff with opportunities to acquire 

additional qualifications, strengthen professional skills, engage in research, and advance through academic ranks, 

potentially contributing to improved performance. 

Despite its importance, career development remains a challenge in resource-constrained higher education environments. In 

Somaliland, the expansion of private universities has increased demand for qualified academic staff, while opportunities for 

professional advancement remain constrained by limited postgraduate education, restricted academic networking, 

inadequate research infrastructure, heavy teaching workloads, and insufficient funding for staff development (Eno et al., 

2025; Hassan et al., 2024; Jama & Khalid, 2024; Melesse & Obsiye, 2022; Mukhtar et al., 2021). These challenges may 

restrict professional growth, limit the development of academic competencies, and affect staff effectiveness in teaching, 

research, and student supervision. 

The problem is particularly relevant to private universities in Borama, where growing demand for higher education 

coincides with financial and institutional capacity limitations. Although career development is expected to enhance 

academic staff capabilities, access to further education, promotion, professional training, research opportunities, and 

structured career pathways may vary across institutions. Moreover, the availability of career development opportunities 

does not necessarily guarantee improved performance, highlighting the need to examine this relationship within the specific 

institutional and resource conditions of Somaliland. 

Furthermore, empirical evidence directly examining the effect of career development on academic staff performance in 

private universities in Borama remains limited. Although previous studies have identified barriers to academic staff 

development, insufficient context-specific evidence establishes whether career development significantly predicts academic 

performance. This gap creates challenges for university administrators in making informed decisions about staff 

development investments and career advancement strategies. Accordingly, guided by Human Capital Theory, this study 

examines the effect of career development on academic staff performance in private universities in Borama, Somaliland, to 

generate empirical evidence that can inform human resource management practices and support higher education quality 

3.   RESEARCH QUESTION AND OBJECTIVE 

This study examines the effect of career development strategies on academic staff performance in private universities in 

Borama, Somaliland. It seeks to establish the extent to which institutional efforts to support career progression contribute 

to staff effectiveness, professional growth, and institutional objectives. Accordingly, the study is guided by the following 

research question and objective: 
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Research Question (RQ1): To what extent do career development strategies influence academic staff performance in 

private universities in Borama, Somaliland? 

Research Objective (RO1): To examine the effect of career development strategies on academic staff performance in 

private universities in Borama, Somaliland 

4.   HYPOTHESIS DEVELOPMENT 

Career development strategies, including professional training, promotion opportunities, performance feedback, mentoring, 

and institutional support, are essential organizational practices for enhancing academic staff competencies, motivation, and 

career progression. Guided by Human Capital Theory, investment in employees’ knowledge and skills is expected to 

improve productivity and performance, while Social Exchange Theory suggests that institutional investment in staff 

development may encourage greater commitment, engagement, and work effectiveness. Accordingly, career development 

strategies may contribute to improved academic staff performance in private universities in Borama, Somaliland. Based on 

these theoretical perspectives, the study proposes the following hypothesis: 

H₁: Career development strategies have a positive and statistically significant effect on academic staff performance in 

private universities in Borama, Somaliland 

5.   OPERATIONAL DEFINITIONS OF STUDY VARIABLES 

Table 1 presents the operational definitions of the two study variables. 

Table 1: Operational Definitions of Study Variables 

Key term Operational definition Source 

Academic staff 

performance 

The extent to which academic staff effectively perform teaching, 

research, and institutional service roles, measured through indicators 

such as teaching effectiveness, research output, and participation in 

academic activities within the institution. 

Pham (2021) 

Career 

development 

Institutional efforts to support academic advancement, including 

promotion pathways, qualification support, and professional growth 

opportunities, assessed through availability and staff engagement with 

such initiatives. 

Rezaiee & Kareshki 

(2024) 

6.   THEORETICAL FRAMEWORK 

This study is anchored in Human Capital Theory (HCT), initially developed by Schultz (1961) and further advanced by 

Becker (1964). The theory conceptualizes education, training, and professional development as strategic investments that 

enhance individuals’ knowledge, skills, and competencies, thereby improving productivity and organizational performance 

(Matache, 2023). In higher education, Human Capital Theory provides a relevant foundation for understanding how career 

development strategies contribute to academic staff effectiveness and institutional performance. 

According to Becker (1964), investment in employee training and professional development should be viewed as a strategic 

investment rather than an organizational cost because it strengthens capabilities, efficiency, and productivity (Leoni, 2025). 

Accordingly, career development strategies, including transparent promotion procedures, performance feedback, 

professional advancement, and continuous learning, may enhance academic staff competencies, teaching effectiveness, 

research productivity, and institutional service. 

However, Human Capital Theory has limitations, as investment in professional development does not necessarily translate 

directly into improved performance. Organizational culture, leadership, employee motivation, and resource availability may 

influence the application of acquired knowledge and skills (Auerbach & Green, 2025). Furthermore, inadequate funding, 

weak governance, and limited institutional resources may constrain the implementation of effective career development 

strategies, particularly in resource-constrained higher education institutions (Ndlovu et al., 2025). 

Despite these limitations, Human Capital Theory provides a suitable foundation for this study by emphasizing the value of 

investing in academic staff knowledge, competencies, and career advancement. It supports the proposition that career 

development strategies can enhance professional capacity and contribute to improved academic staff performance. 
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Accordingly, the theory guides the examination of the effect of career development strategies on academic staff performance 

in private universities in Borama, Somaliland. 

7.   CONCEPTUAL FRAMEWORK 

A conceptual framework illustrates the relationships between the variables under investigation and provides a foundation 

for examining the proposed research relationships (Salawu et al., 2023). In this study, career development strategies 

constitute the independent variable, while academic staff performance represents the dependent variable. 

Career development strategies are measured through four dimensions: promotion clarity, quality of feedback, institutional 

support for academic advancement, and alignment with personal motivation. Academic staff performance is assessed 

through teaching effectiveness, research productivity, institutional service, and professional engagement. The framework 

proposes that effective career development strategies can strengthen academic staff competencies, motivation, and 

professional engagement, thereby contributing to improved performance in their academic responsibilities. 

Figure 1. Conceptual Framework 

 

The framework assumes that clear promotion pathways, constructive feedback, institutional support, and alignment with 

individual career aspirations may enhance academic staff capabilities and motivation, contributing to effective teaching, 

research productivity, institutional service, and professional engagement in private universities in Borama, Somaliland 

8.   CONCEPTUAL REVIEW OF THE LITERATURE 

This section reviews the conceptual and empirical literature on career development strategies and academic staff 

performance. It examines the definitions, dimensions, and relevance of career development in higher education and explores 

how professional advancement opportunities may contribute to academic effectiveness, institutional service, and 

professional engagement. 

8.1 Career Development Strategies 

Career development is a fundamental human resource management practice that supports employees’ professional growth, 

competencies, motivation, and career progression. Traditionally, careers have been viewed as sequences of work-related 

experiences and positions, while contemporary perspectives emphasize dynamic, non-linear pathways shaped by individual 

aspirations, organizational opportunities, and changing professional environments (Greenhaus et al., 2023; Hirschi et al., 

2021). Career development is therefore a continuous process of acquiring knowledge, enhancing competencies, 

strengthening professional identity, and pursuing career objectives in response to evolving organizational and labor market 

demands (De Vos & Van der Heijden, 2022). 
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Career development involves shared responsibilities between individuals and organizations. While employees engage in 

self-assessment, career planning, goal setting, and continuous learning, organizations facilitate advancement through 

professional training, performance feedback, promotion pathways, and supportive institutional policies (Ayodo, 2022; 

Sheikh, 2024). Effective career development aligns individual aspirations with organizational objectives and available 

opportunities (Hirschi et al., 2021; Kuijpers, 2025). As a strategic human resource management practice, it can strengthen 

employee competencies, job satisfaction, and organizational commitment, thereby supporting institutional effectiveness 

(Caniago & Rustanto, 2022; Merican et al., 2022; Ngari et al., 2025; Pradhan & Shrestha, 2021). 

In higher education, career development extends beyond promotion to include teaching improvement, research capacity, 

scholarly networking, professional training, conference participation, and publication support (Adarkwah et al., 2021; 

Owusu-Boateng, 2023). These opportunities enable academic staff to respond to changing professional expectations, 

strengthen scholarly engagement, and improve academic productivity (Delbari et al., 2021). Academic career progression 

is influenced by institutional structures, available resources, professional requirements, and individual aspirations, making 

career development a multidimensional and continuous process (De Vos & Van der Heijden, 2022; Greenhaus et al., 2023). 

For this study, career development strategies are conceptualized as deliberate institutional practices aimed at facilitating 

academic staff progression, strengthening professional competencies, and enhancing work-related motivation. The construct 

is measured through four dimensions: promotion clarity, quality of feedback, institutional support for academic 

advancement, and alignment with personal motivation. Promotion clarity refers to transparent career progression criteria; 

feedback quality concerns constructive performance guidance; institutional support involves the resources and opportunities 

provided for professional advancement; and alignment with personal motivation reflects the extent to which career 

opportunities correspond with individual aspirations. These dimensions provide the basis for examining the relationship 

between career development strategies and academic staff performance in private universities in Borama, Somaliland. 

8.2 Academic Staff Performance 

Academic staff performance refers to the effectiveness with which university academics fulfill their professional 

responsibilities in teaching, research, institutional service, and professional engagement. Employee performance generally 

reflects the extent to which individuals meet established responsibilities, expectations, and organizational standards 

(Armstrong & Taylor, 2020). In higher education, it encompasses instructional effectiveness, research productivity, student 

supervision, curriculum development, institutional contributions, and participation in scholarly activities (Stephen, 2024). 

Teaching effectiveness is a core dimension of academic performance, involving the delivery of relevant instruction, 

facilitation of student learning, assessment of achievement, and creation of supportive learning environments. Research 

productivity includes scholarly publications, research funding, dissemination of findings, and contributions to knowledge. 

However, academic competencies and performance may differ across these domains. Kansiime (2023), for instance, 

reported that self-reported research competencies among academics in Ugandan universities were lower (48.3%) than 

teaching competencies (84.81%). Similarly, inadequate research funding and infrastructure have been identified as 

constraints on research productivity in Nigerian universities (Jacob et al., 2021), while limited research experience presents 

challenges for early-career academics (Kamarudin et al., 2023). 

Academic staff performance also includes institutional service and professional engagement. Institutional service 

encompasses participation in academic governance, departmental committees, administrative responsibilities, and 

community outreach, while professional engagement involves continuous learning, scholarly networking, and activities that 

improve academic practice. These responsibilities are influenced by institutional educational philosophies, teaching 

objectives, and research priorities (Ngo et al., 2023). Accordingly, academic performance extends beyond teaching and 

publication outputs to include broader contributions to institutional and professional development. 

Previous studies indicate that academic staff performance is associated with individual and organizational factors, including 

motivation, leadership, perceived organizational support, job satisfaction, reward systems, and professional development 

opportunities (Cob et al., 2024; Francis, 2024; Mi et al., 2024). Similarly, recruitment, promotion, and staff development 

policies have been identified as relevant to employee performance in Ugandan universities (Alemiga & Kibukamusoke, 

2019). Conversely, resource scarcity, job insecurity, ineffective performance evaluation, and inadequate organizational 

support may constrain performance (Shimaneni & Kiley, 2025). Burnout has also been identified as a concern among 

academics, with potential implications for well-being and work performance (Dlamini & Dlamini, 2024). Other 
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organizational and behavioral challenges may further affect institutional outcomes (Omale et al., 2023), while managerial 

participation and professional development are relevant to job satisfaction and staff effectiveness (Elfar & Mohamed 

Badawy, 2024). The acceptance of performance evaluation systems, fulfillment of evaluation criteria, and access to research 

opportunities are also important considerations in institutional commitment (Forcheh, 2018). 

Academic staff performance can be assessed through quantitative indicators, such as publications, research grants, student 

learning outcomes, and appraisal results, as well as qualitative indicators, including teaching innovation, professional 

participation, scholarly engagement, and institutional contributions. For this study, academic staff performance is 

conceptualized through four dimensions: teaching effectiveness, research productivity, institutional service, and 

professional engagement. This multidimensional approach recognizes both measurable academic outputs and broader 

professional contributions. These dimensions provide the basis for examining the extent to which career development 

strategies contribute to academic staff performance in private universities in Borama, Somaliland. 

9.   CAREER DEVELOPMENT AND ACADEMIC STAFF PERFORMANCE-LITERATURE 

REVIEW 

Career development strategies are widely recognized as important organizational practices for enhancing employee 

competencies, motivation, professional engagement, and job performance. These strategies include career planning, career 

coaching, developmental assignments, promotion opportunities, and other initiatives designed to facilitate employees’ 

professional growth. Lartey (2021) argues that organizational investment in employee development can strengthen 

employees’ perceptions of organizational commitment to their growth, encouraging them to reciprocate through increased 

effort, engagement, and improved performance. However, the relationship between career development and employee 

performance is not always consistent, as its outcomes may vary according to organizational structures, institutional 

practices, and individual circumstances. 

Evidence from the United States and Europe demonstrates the relevance of career development to employee satisfaction, 

professional learning, and career progression. Hulme and Wood (2022) found that employees who receive substantial career 

support tend to experience greater career satisfaction, acquire more knowledge through their professional roles, and develop 

relevant work experience more rapidly. Similarly, Lartey (2021) identifies employee engagement as an important outcome 

of planned career development, suggesting that structured opportunities for professional growth can strengthen employees’ 

involvement in organizational activities. Nevertheless, weaknesses in organizational career development and promotion 

systems may undermine employees’ confidence in institutional advancement processes. Sulkhanishvili and Kharadze 

(2025) highlight concerns regarding career development and promotion practices in public organizations, indicating that 

inadequate or ineffective systems may weaken employees’ trust in organizational promotion procedures. These findings 

suggest that the effectiveness of career development strategies depends not only on the availability of development 

opportunities but also on the transparency, consistency, and credibility of the processes through which they are 

implemented. 

Empirical studies from Asia also provide evidence of the relationship between career development and employee outcomes. 

Research conducted in Malaysia and Indonesia indicates that career development, training, and talent management practices 

contribute to improved employee performance and retention (Caniago & Rustanto, 2022; Merican et al., 2022). However, 

findings from South Korea reveal a more complex relationship, with factors such as learning transfer and self-esteem 

influencing the association between career development and employee outcomes, which may vary in direction and statistical 

significance (Lee et al., 2021). These findings indicate that career development does not necessarily translate directly into 

improved performance but may operate through individual and organizational processes. Furthermore, the effectiveness of 

career development initiatives is influenced by institutional policies, organizational structures, and professional 

development systems (Adarkwah et al., 2021; Sheikh, 2024). Collectively, these studies demonstrate that career 

development is a multidimensional process whose outcomes may extend beyond job performance to include career 

satisfaction, employee retention, and professional growth (Sheikh, 2024). 

Studies from the Middle East further emphasize the psychological and organizational mechanisms through which career 

development may influence employee performance. Delbari et al. (2021) identify self-regulation as a mediating factor in 

the relationship between career development and performance, suggesting that employees’ capacity to manage their 

professional goals and behaviors may influence the extent to which development opportunities translate into improved work 
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outcomes. Similarly, qualitative evidence from Alsharif (2025) indicates that misalignment between professional 

development initiatives and faculty needs, alongside institutional constraints such as inadequate planning and excessive 

workloads, can limit the effectiveness of development programs. Ali, Ateeq, et al. (2023) also emphasize the relevance of 

strategic and sustained organizational efforts in determining the outcomes of professional development. These findings 

highlight the importance of aligning career development strategies with employees’ professional needs and organizational 

priorities to facilitate meaningful improvements in performance. 

African scholarship similarly identifies career development as a relevant factor in enhancing employee performance, while 

recognizing the contextual challenges that may constrain its effectiveness. Studies conducted in Nigeria and Ghana indicate 

that career advancement opportunities, continuous professional development, and self-motivation, including motivation for 

research engagement and productivity, contribute to improved employee performance (Dialoke & Nkechi, 2017; Owusu-

Boateng, 2023). However, financial constraints, work-related stress, and social barriers may limit the implementation and 

effectiveness of career development initiatives. Research from South Africa and Zimbabwe further highlights the 

importance of professional development, mentorship, and institutional-level support in facilitating career advancement, 

particularly among early-career academics (Ngema et al., 2022; Tsekea et al., 2025). Although these studies provide relevant 

insights into the relationship between career development and employee outcomes, the emphasis on broad associations in 

some of the existing literature leaves the specific contribution of individual career development strategies to academic staff 

performance requiring further investigation. 

Evidence from East Africa provides a closer regional context for understanding career development and academic staff 

performance. Studies conducted in Kenya, Uganda, Tanzania, and Rwanda indicate that training, mentorship, and career 

planning are associated with employee performance and job satisfaction (Ayodo, 2022; Doreen et al., 2023; Natamba et al., 

2022; Ngari et al., 2025; Nyoni, 2024). Ayodo (2022), for instance, identifies career support as an important predictor of 

job satisfaction among teaching staff, while Doreen et al. (2023) report that career development initiatives explain a 

considerable proportion of variation in employee performance. These findings demonstrate the relevance of career 

development practices within regional educational and organizational settings. However, the extent to which specific career 

development strategies, such as promotion clarity, feedback quality, opportunities for academic advancement, and 

alignment with personal motivation, influence academic staff performance remains insufficiently established across the 

different institutional contexts represented in the literature. 

In Somalia and Somaliland, empirical research on the relationship between career development and academic staff 

performance remains limited. Available studies suggest that capacity building, training, and career development initiatives 

are relevant to employee satisfaction and organizational performance (Ali, 2021; Damei, 2020; Nour, 2024). However, 

much of this evidence is drawn from telecommunications and other private-sector organizations, limiting its direct 

applicability to higher education institutions, where academic employees undertake specialized responsibilities involving 

teaching, research, supervision, and institutional service. Furthermore, the reliance on relatively small samples and single-

institution studies in some of this literature may constrain the broader applicability of the findings to the higher education 

sector. Consequently, there remains a need for context-specific empirical evidence examining how career development 

strategies relate to academic staff performance in private universities in Somaliland. 

10.   RESEARCH GAP 

The reviewed literature establishes that career development is associated with employee performance, professional 

engagement, career satisfaction, and retention across different geographical and organizational contexts (Caniago & 

Rustanto, 2022; Hulme & Wood, 2022; Lartey, 2021; Merican et al., 2022). Nevertheless, the findings also reveal that the 

relationship is not uniform, as career development outcomes may be influenced by individual characteristics, organizational 

practices, institutional constraints, and the alignment between development opportunities and employees’ professional 

needs (Alsharif, 2025; Delbari et al., 2021; Lee et al., 2021). Although studies from Africa and East Africa provide relevant 

evidence on the contribution of career development to employee performance and job satisfaction, much of the existing 

research examines broad professional development interventions or general employee outcomes rather than the specific 

dimensions of career development strategies and their relationship with academic staff performance. Moreover, the 

available evidence from Somalia and Somaliland remains limited, with much of the cited research focusing on sectors 

outside higher education or on individual institutions. This creates a contextual and empirical gap in understanding career 

development within private universities in Borama, Somaliland. 
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11.   RESEARCH IMPLICATIONS 

Addressing this gap is important because academic staff in private universities perform diverse professional responsibilities 

that require continuous competency development, career progression, research engagement, and effective teaching. The 

limited context-specific evidence makes it difficult to establish the extent to which career development strategies contribute 

to these performance dimensions within private higher education institutions in Borama. Accordingly, the present study 

examines the effect of career development strategies, particularly promotion clarity, quality of feedback, institutional 

support for academic advancement, and alignment with personal motivation, on academic staff performance, measured 

through teaching effectiveness, research productivity, institutional service, and professional engagement. By focusing on 

private universities in Borama, Somaliland, the study seeks to generate context-specific empirical evidence that can 

contribute to the academic literature on career development and inform institutional human resource management practices 

concerning academic staff professional growth and performance. 

12.   RESEARCH METHODOLOGY 

This study employed a quantitative, cross-sectional research design to examine the effect of career development strategies 

on academic staff performance in private universities in Borama, Somaliland. The target population comprised 287 full-

time and part-time academic staff across seven private universities, including lecturers, senior lecturers, assistant professors, 

associate professors, and professors, while non-academic personnel were excluded. A census sampling approach was 

adopted to include the entire target population, given its manageable size (Doran et al., 2026; Zapiain, 2025). Data were 

collected using a structured questionnaire comprising demographic questions and closed-ended items measured on a five-

point Likert scale, ranging from 1 (strongly disagree) to 5 (strongly agree). Career development strategies were measured 

using 10 items (B1–B10), adapted from the Career Satisfaction Sustainability Scale (Chin et al., 2022) and relevant faculty 

development literature, while academic staff performance was assessed using 10 items (G1–G10), adapted from the Teacher 

Balanced Scorecard (Camilleri, 2021) and related academic literature. 

The study operationalized career development strategies as the independent variable, measured through promotion clarity, 

quality of feedback, institutional support for academic advancement, and alignment with personal motivation. Academic 

staff performance served as the dependent variable, assessed through teaching effectiveness, research productivity, 

institutional service, and professional engagement. Both constructs were measured using composite mean scores derived 

from their respective questionnaire items. Content validity was established through a review of relevant theoretical and 

empirical literature, expert evaluation by senior lecturers specializing in human resource development, and feedback from 

pilot testing, with revisions made to enhance item clarity and relevance (Mokkink et al., 2025; Slater & Hasson, 2025). 

Reliability was assessed using Cronbach’s alpha, with the questionnaire achieving an overall coefficient of .946, exceeding 

the recommended threshold of .70 and indicating high internal consistency (Aven et al., 2025; William, 2024). 

Quantitative data were analyzed using Statistical Package for the Social Sciences (SPSS) Version 28. Descriptive statistics, 

including frequencies, percentages, means, and standard deviations, were used to summarize respondents’ demographic 

characteristics and the study variables (Trusculescu, 2025). Pearson’s product–moment correlation and simple linear 

regression were employed to examine the relationship between career development strategies and academic staff 

performance and test the proposed hypothesis, with inferential analyses assessing the direction, strength, and statistical 

significance of the relationship (Field, 2018; Ramdani, 2025). Ethical approval was obtained from the relevant university 

research ethics board before data collection. Informed consent was secured, participation was voluntary, and anonymity, 

confidentiality, and the right to withdraw without consequences were maintained throughout the study. The data were used 

exclusively for academic purposes, with consideration given to local cultural, religious, and social practices 

13.   RESULTS AND DISCUSSION 

13.1 Response Rate 

Of the 287 questionnaires distributed to academic staff across seven private universities in Borama, Somaliland, 234 were 

completed and returned, yielding an overall response rate of 81.5%. Data were collected using both Google Forms and hard-

copy questionnaires to facilitate accessibility and maximize participation. Table 2 presents the distribution of questionnaires 

and corresponding response rates by mode of administration 
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Table 2: Questionnaire Distribution and Response Rate 

Distribution mode Distributed Returned Response rate (%) 

Google Forms 221 193 87.3 

Hard copy 66 41 62.1 

Total 287 234 81.5 

13.2 Descriptive Statistics 

Career development strategies were measured using 10 items adapted from the Career Satisfaction Sustainability Scale 

(Chin et al., 2022). The items covered promotion transparency, performance feedback, career guidance, support for further 

qualifications, networking, career-goal alignment, and long-term career planning. Table 3 presents the descriptive statistics 

for the two main study variables. 

Table 3: Descriptive Statistics of the Main Study Variables (N = 234) 

Variable M SD Min Max 

Career development strategies 3.21 0.97 1.80 5.00 

Academic staff performance 3.71 0.78 2.40 5.00 

Note. Scores were measured on a five-point Likert scale. 

The mean score for career development strategies (M = 3.21, SD = 0.97) indicates moderately favorable perceptions among 

respondents. Academic staff performance had a higher mean (M = 3.71, SD = 0.78), suggesting generally favorable self-

assessments of performance. The standard deviations indicate variation in respondents’ experiences and perceptions. Item-

level results for career development strategies are shown in Table 4. 

Table 4: Descriptive Statistics for Career Development Strategy Items 

Item Description M SD 

B1 Clear criteria for promotion and career advancement 3.23 1.02 

B2 Transparent and fair career advancement pathways 3.55 1.05 

B3 Regular performance feedback for career growth 2.99 1.23 

B4 Access to career counseling and guidance 2.89 1.26 

B5 Support for pursuing higher academic qualifications 3.16 1.10 

B6 Encouragement of professional networking 3.27 0.88 

B7 Alignment of career initiatives with professional goals 3.61 0.99 

B8 Regular management review of career progress 3.16 1.29 

B9 Investment in long-term career development planning 2.92 1.41 

B10 Motivation to improve performance through career development 3.36 1.32 

Note. Scores were measured on a five-point Likert scale (N = 234). 

The highest-rated items were alignment with professional goals (M = 3.61, SD = 0.99) and transparency of career pathways 

(M = 3.55, SD = 1.05). Career counseling (M = 2.89, SD = 1.26), long-term career planning (M = 2.92, SD = 1.41), and 

regular feedback (M = 2.99, SD = 1.23) received comparatively lower ratings. This pattern suggests that respondents viewed 

career development goals and pathways more favorably than the ongoing guidance and planning mechanisms that support 

career progression. Similar concerns about career guidance infrastructure have been discussed in emerging higher education 

contexts (Ngo et al., 2023; Sheikh, 2024). 
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13.3 Reliability Analysis 

Internal consistency was assessed using Cronbach’s alpha. The results for the two constructs are presented in Table 5. Both 

constructs exceeded the commonly used .70 threshold for acceptable internal consistency, indicating that the items within 

each scale were highly consistent (Cronbach, 1951; Nunnally & Bernstein, 1994). 

Table 5: Reliability Coefficients of Study Constructs 

Construct Number of items Cronbach’s α Interpretation 

Career development strategies 10 .95 Excellent 

Academic staff performance 10 .92 Excellent 

13.4 Regression Analysis and Hypothesis Testing 

 Simple linear regression was conducted to assess whether career development strategies significantly predicted academic 

staff performance. The model was specified as: 

Y = β₀ + β₁X + ε 

where Y is academic staff performance, β₀ is the regression intercept, β₁ is the regression coefficient for career development 

strategies, X is career development strategies, and ε is the error term. The estimated regression equation was: 

Ŷ = 3.279 + 0.136X 

Table 6: Regression Results 

Simple Linear Regression Results for Career Development Strategies and Academic Staff Performance 

Predictor B SE β t p 95% CI 

Constant 3.279 0.174 — 18.84 < .001 [2.94, 3.62] 

Career development 

strategies 

0.136 0.052 .169 2.61 .010 [0.03, 0.24] 

Note. Dependent variable: academic staff performance. R = .169, R² = .029, adjusted R² = .024, F(1, 232) = 6.82, p = .010. 

CI = confidence interval. 

The regression results show that career development strategies significantly and positively predicted academic staff 

performance, β = .169, t = 2.61, p = .010. The model explained 2.9% of the variance in performance (R² = .029), indicating 

a statistically significant but modest relationship. Accordingly, the hypothesis that career development strategies are 

positively associated with academic staff performance was supported. 

This finding provides limited support for Human Capital Theory, which proposes that investment in employees’ knowledge 

and development can contribute to productivity (Becker, 1964). The relatively small effect may be related to the uneven 

provision of career development mechanisms observed in the descriptive results, particularly career counseling, 

performance feedback, and long-term planning. These findings are consistent with literature recognizing the relevance of 

career development to work-related outcomes, while also highlighting that its contribution may vary across organizational 

contexts (Ayodo, 2022; Delbari et al., 2021; Ituma et al., 2024). 

14.   DISCUSSION 

The study found that career development strategies had a positive and statistically significant, but weak, relationship with 

academic staff performance in private universities in Borama, Somaliland. Although respondents reported moderately 

favorable perceptions of career development, the regression model explained only 2.9% of the variance in performance. 

This suggests that career development strategies, as measured in this study, are associated with performance but account 

for a limited share of its variation. 

At the item level, respondents rated career-goal alignment and transparent advancement pathways relatively favorably. 

However, career counseling, regular feedback, and long-term career planning received lower ratings. This contrast suggests 
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that communicating career expectations may not be sufficient without sustained mechanisms to guide staff progression. The 

pattern is relevant to previous studies that associate career development with job-related outcomes, including satisfaction, 

retention, and productivity (Abu-Tineh et al., 2023; Ayodo, 2022; Delbari et al., 2021). 

The findings also indicate that career development should be understood as one element of a broader organizational 

environment. The modest association observed in this study does not establish that career development is ineffective; rather, 

it indicates that the measured strategies had limited explanatory power for self-reported performance in this sample. In line 

with Human Capital Theory, career development may contribute to staff capability, but the present cross-sectional findings 

do not establish causality or determine the processes through which career development may influence performance 

(Becker, 1964). 

15.   SUMMARY OF HYPOTHESIS TESTING 

Table 7- Summary of Hypothesis Testing 

Hypothesis Statistical result Effect size Decision 

Career development strategies have a significant 

positive relationship with academic staff performance. 

β = .169, p = .010 R² = .029 Supported 

   Note. Statistical significance was evaluated at p < .05. 

16.   CONCLUSIONS, IMPLICATIONS, AND RECOMMENDATIONS 

16.1 Summary and Conclusion 

This study examined the effect of career development programs on academic staff performance in private universities in 

Borama, Somaliland. Career development was examined in terms of practices that support academic staff’s professional 

growth and career progression, including career planning, promotion opportunities, professional guidance, performance 

feedback, and clearly defined career pathways. 

The findings indicate that career development programs have a statistically significant but relatively small effect on 

academic staff performance, explaining approximately 2.9% of the variance in performance (R² = .029). Although the 

magnitude of the effect is modest, the statistically significant relationship demonstrates that career development is a relevant 

factor in academic staff performance. The finding suggests that opportunities for professional advancement, career 

guidance, performance feedback, and progression can contribute to improved academic staff performance by providing 

clearer professional goals and encouraging continuous professional development. 

The study therefore concludes that career development should be treated as an important component of human resource 

management in higher education rather than as an informal or occasional administrative activity. Universities can strengthen 

the contribution of career development by establishing transparent promotion criteria, clearly defined career pathways, 

regular performance feedback, and accessible professional guidance. However, given the relatively small explanatory 

contribution (R² = .029), career development should be understood as one contributing factor among several potential 

determinants of academic staff performance, rather than as an independent or dominant explanation of performance 

differences. 

Overall, the findings provide support for the relevance of Human Capital Theory in understanding career development 

within higher education. Investment in employees’ professional growth and career progression can contribute to individual 

performance, particularly when career development opportunities are systematically structured and aligned with academic 

staff responsibilities and professional aspirations. 

16.2 Implications of the Study 

The findings contribute to Human Capital Theory by providing empirical evidence that career development is positively 

and significantly associated with academic staff performance. However, its modest explanatory contribution suggests that 

career development is one of several factors influencing academic performance, highlighting the importance of considering 

broader organizational and institutional conditions. 
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Practically, the findings highlight the need for private universities to strengthen structured career development systems 

through transparent promotion criteria, clearly defined career pathways, regular performance feedback, and professional 

guidance. University administrators should also periodically evaluate career development initiatives to ensure their 

relevance to academic staff needs and institutional performance objectives. 

16.3 Recommendations 

University administrators should establish formal career development programs, clearly defined career pathways, 

transparent promotion procedures, and regular career guidance and performance feedback. Career development should be 

integrated into performance management systems, with equitable access to professional advancement opportunities for all 

eligible academic staff. 

Policymakers should develop higher education career development guidelines and incorporate academic staff progression, 

professional development, and promotion transparency into institutional quality assurance frameworks. 

Future research should employ longitudinal and mixed-methods designs to examine the long-term relationship between 

career development and academic staff performance. Further studies should investigate individual career development 

dimensions, compare public and private universities across Somaliland and Somalia, and expand study populations to 

enhance the generalizability of findings. 
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APPENDIX 1: QUESTIONNAIRE 

Except for Section A, all items are measured on a five-point Likert scale: 1 = strongly disagree, 2 = disagree, 3 = neutral, 

4 = agree, 5 = strongly agree. 

Section A: Demographic Information 

Item Question Response options 

A1 University affiliation ☐ Amoud  ☐ Eelo  ☐ Beder  ☐ Borama  ☐ Horn  ☐ Adal  ☐ Alpha 

A2 Gender ☐ Male  ☐ Female 

A3 Age range ☐ 20–30  ☐ 31–40  ☐ 41–50  ☐ Above 50 

A4 Highest academic qualification ☐ Diploma  ☐ Bachelor  ☐ Master  ☐ PhD 

A5 Academic rank/position ☐ Assistant Lecturer  ☐ Lecturer  ☐ Senior Lecturer  ☐ Assistant 

Professor  ☐ Professor  ☐ Other 

A6 Years of teaching experience ☐ 1–5  ☐ 6–10  ☐ Above 10 

A7 Primary discipline/department ☐ Social Sciences  ☐ Islamic Studies  ☐ Health Sciences  ☐ 

Engineering  ☐ IT 

A8 Employment status ☐ Full-time  ☐ Part-time 

A9 Participation in training programs in the 

last 2 years 

☐ Yes  ☐ No 

A10 Type of training most frequently attended ☐ Pedagogical  ☐ Research  ☐ Leadership  ☐ Technology 
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Section B: Career Development Strategies 

Item Statement 1 2 3 4 5 

B1 My university provides clear criteria for promotion and career advancement ☐ ☐ ☐ ☐ ☐ 

B2 Career advancement pathways at my university are transparent and fair ☐ ☐ ☐ ☐ ☐ 

B3 I receive regular performance feedback to support my career growth ☐ ☐ ☐ ☐ ☐ 

B4 I have access to career counseling and guidance services ☐ ☐ ☐ ☐ ☐ 

B5 The university supports staff in pursuing higher academic qualifications ☐ ☐ ☐ ☐ ☐ 

B6 Opportunities for professional networking are encouraged by the university ☐ ☐ ☐ ☐ ☐ 

B7 Career development initiatives align with my professional goals ☐ ☐ ☐ ☐ ☐ 

B8 My career progress is regularly reviewed by management ☐ ☐ ☐ ☐ ☐ 

B9 The university invests in long-term career development planning ☐ ☐ ☐ ☐ ☐ 

B10 Career development strategies motivate me to improve my performance ☐ ☐ ☐ ☐ ☐ 

Section C: Academic Staff Performance 

Item Statement 1 2 3 4 5 

G1 I consistently deliver high-quality instruction ☐ ☐ ☐ ☐ ☐ 

G2 My students achieve strong learning outcomes ☐ ☐ ☐ ☐ ☐ 

G3 I actively engage in research and scholarly activities ☐ ☐ ☐ ☐ ☐ 

G4 I publish research in journals or conferences ☐ ☐ ☐ ☐ ☐ 

G5 I participate in departmental and institutional committees ☐ ☐ ☐ ☐ ☐ 

G6 I effectively manage academic responsibilities ☐ ☐ ☐ ☐ ☐ 

G7 I engage in continuous professional development ☐ ☐ ☐ ☐ ☐ 

G8 My administrative duties are performed efficiently ☐ ☐ ☐ ☐ ☐ 

G9 Training programs have improved my overall performance ☐ ☐ ☐ ☐ ☐ 

G10 Overall, my performance meets or exceeds institutional expectations ☐ ☐ ☐ ☐ ☐ 
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