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ABSTRACT

This study investigated the relationship between career pathing and employee adaptive performance
in airline operators in Rivers State, with emphasis on learning and responsiveness. The research
was motivated by challenges of inadequate career development structures in the Nigerian aviation
sector, which undermine employee adaptability and organizational competitiveness. A correlational
survey design was employed, with a population of 412 employees across four airline operators in
Rivers State. A sample size of 202 was selected through proportionate stratified random sampling.
Data were gathered using a structured and validated questionnaire, while reliability was confirmed
with Cronbach Alpha values above 0.70. Analysis was carried out using descriptive statistics and
Pearson Product Moment Correlation at a 0.05 significance level. The findings revealed that career
pathing significantly and positively influences both learning and responsiveness among employees.
The study concluded that structured career development is a vital organizational resource for
fostering adaptability. It recommended that airline operators institutionalize transparent career
progression systems and strengthen mentoring and training programs to enhance employee
adaptability and responsiveness.

Keywords: Career Pathing, Employee Adaptive Performance, Learning, Responsiveness,
Airline Operators

INTRODUCTION

In contemporary organizations, the ability of employees to adapt to dynamic changes in work
environments has become a fundamental requirement for competitiveness and survival. The
turbulence of the twenty-first-century business climate, driven by globalization, technological
advancement, and shifting customer preferences, has created an urgent need for employees who
can learn continuously and respond swiftly to changing conditions (Kim, 2016). The rapid pace of
innovation, coupled with intense global competition, has made it impossible for organizations to rely
solely on traditional methods of workforce management. Instead, they are compelled to cultivate
adaptable employees who can handle complexity and uncertainty. In many industries, the capacity
to adjust to change has moved from being a desirable attribute to becoming a strategic necessity
for organizational growth. For instance, new technologies and evolving market demands frequently
disrupt existing work patterns, compelling employees to reskill or upskill. In the aviation sector,
which is highly service intensive and regulated, employee adaptability is not just desirable but
indispensable. Airline operations are often affected by sudden regulatory adjustments, technological
innovations in aircraft systems, and unexpected fluctuations in customer demand. In such a volatile
industry, the absence of adaptive behaviors among employees could lead to service disruptions,
safety lapses, or reputational damage. The Nigerian airline industry, especially in Rivers State, faces
daunting challenges including operational uncertainties, infrastructure gaps, and volatile customer
demands. These realities have amplified the call for workforce adaptability as a survival strategy.
For employees in this sector to thrive, organizations must provide structured pathways for career
development that align individual goals with organizational priorities (Dorsey, 2020). This is because
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structured career initiatives help channel employee effort toward resilience and continuous value
creation in the face of turbulence.

Career pathing represents a strategic approach to human resource development that provides
employees with a clear roadmap for growth, advancement, and skill acquisition within an
organization. It involves the deliberate structuring of training, mentoring, job rotation, and career
progression opportunities to enhance employee motivation and performance (Nguyen, Tran, & Do,
2021). The concept underscores the recognition that employees are not static contributors but
evolving assets that must be nurtured through intentional career management systems.
Organizations that actively design career paths signal to employees that their growth and
contributions are valued. This in turn fosters loyalty and reduces the tendency toward turnover.
Scholars argue that when employees have access to well-defined career paths, they are more likely
to engage in proactive learning behaviors and demonstrate greater responsiveness to emerging
challenges (Heinze, 2020). Employees who understand where they are headed in their careers
usually adopt a forward-looking orientation that enhances their problem-solving and innovation
capacity. Conversely, the absence of career pathing often results in stagnation, low morale, and a
high turnover rate, especially in industries where job demands are constantly evolving. Workers in
such contexts may feel disconnected from organizational priorities and unsure of how their personal
goals align with institutional objectives. In the Nigerian aviation industry, where competition and
operational complexities are high, career pathing becomes a crucial mechanism for ensuring that
employees remain adaptive and resilient (Ojeyemi & Egbuta, 2024). A lack of structured progression
may leave employees vulnerable to external pressures, thereby weakening organizational
performance. Properly designed career pathing programs therefore serve both organizational
stability and employee fulfillment, making them indispensable for competitive sectors such as
aviation.

The relevance of career pathing to employee adaptive performance is underscored by its capacity
to foster continuous learning and responsiveness, two critical measures of adaptability. Learning
equips employees with the knowledge and skills necessary to function effectively in a rapidly
changing environment, while responsiveness reflects their ability to react swiftly and appropriately
to unexpected situations (Jundt, Shoss, & Huang, 2015). Together, these two dimensions form the
foundation of adaptive performance, especially in industries where change is inevitable and often
unpredictable. Employees who benefit from structured career paths are better positioned to see
learning as an ongoing necessity rather than an occasional task. In such contexts, responsiveness
becomes a natural by-product of accumulated experience, exposure, and preparedness. In the
airline sector, these two capabilities are vital for maintaining safety standards, ensuring service
excellence, and meeting customer expectations. Failure to achieve these standards could lead to
dire consequences, not only for organizations but also for passengers who rely on airline services.
Without structured career pathing, employees may lack the clarity, motivation, and competence
needed to exhibit these adaptive qualities (Gregory, Jones, & Kang, 2013). Career pathing therefore
acts as a developmental tool that nurtures a culture of continuous readiness. When employees
understand how their skills feed into broader organizational needs, their ability to respond to
uncertainty improves significantly. This suggests that career pathing is not just about promotion or
hierarchical progression but also about instilling the mindset of resilience and agility.

The significance of this study lies in its contribution to bridging the empirical and contextual gaps in
the literature. Much of the existing scholarship on career pathing and employee adaptability has
been conducted in advanced economies, often overlooking the peculiarities of developing contexts
such as Nigeria (Fatma, 2016). This creates a scholarly imbalance, since developing nations face
unique infrastructural, cultural, and institutional challenges that influence how career pathing is
implemented. For instance, the Nigerian aviation industry contends with regulatory unpredictability
and infrastructure deficiencies that differ markedly from the contexts examined in Western studies.
Addressing this gap therefore provides a more nuanced understanding of how career pathing
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functions in non-Western settings. This study therefore provides empirical evidence within the
Nigerian aviation industry, offering insights into how career pathing influences adaptive performance
among airline operators in Rivers State. The research is expected to enrich theoretical debates by
advancing the understanding of human resource-based mechanisms that drive adaptability.
Furthermore, it holds practical value by guiding managers on how to structure career development
programs that encourage employee adaptability. For policymakers, the findings will also provide
directions for developing frameworks that encourage employee growth and organizational resilience.
By situating the study within Rivers State, the research also contributes to contextual relevance,
ensuring that findings reflect the operational realities of local organizations. Consequently, the study
not only broadens academic discourse but also offers actionable strategies for practice and policy.

Statement of the Problem

Career pathing has been recognized in literature as a critical mechanism for strengthening employee
adaptability and performance in dynamic work environments, yet several Nigerian airline operators
still struggle with the absence of well-structured career development systems. In many cases,
organizations within the sector do not provide clear promotion guidelines, thereby creating
uncertainty and frustration among employees who aspire to progress in their careers. This lack of
transparent promotion structures often discourages individuals from investing in skill development
or taking initiative, which in turn weakens their ability to remain responsive to changing industry
demands. In addition, training opportunities are frequently inadequate, leaving employees ill-
equipped to deal with technological shifts, regulatory adjustments, or service delivery challenges
that characterize the aviation sector. The scarcity of mentoring systems further limits the capacity
of junior staff to gain insights from experienced professionals, thus weakening the transmission of
institutional knowledge that is crucial for organizational continuity. Where career development
pathways are poorly designed, employees become less motivated to pursue learning activities that
could enhance their creativity and resilience. This gradually translates into a culture of stagnation,
where innovative thinking and problem-solving are neglected in favor of routine execution of duties.
Over time, such neglect reduces the organization’s competitive edge in a highly globalized and
customer-sensitive market like aviation. Furthermore, employees who experience limited growth
opportunities may become disengaged, leading to high turnover intentions that worsen the sector’s
instability. The absence of systematic career pathing thus does not only affect individual employees’
professional growth but also erodes organizational adaptability and service quality. In many
advanced economies, structured career pathing has been linked with higher job satisfaction and
organizational commitment, which suggests that Nigerian operators may be losing out on significant
adaptive benefits by not prioritizing this practice. Therefore, the lack of deliberate career pathing
frameworks significantly undermines both employee learning orientation and the sector’s overall
competitiveness.

Objectives of the Study
1. To examine the relationship between career pathing and learning in airline operators in
Rivers State.
2. To determine the relationship between career pathing and responsiveness in airline
operators in Rivers State.

Research Questions
1. How does career pathing influence learning in airline operators in Rivers State?
2. What is the relationship between career pathing and responsiveness in airline operators in
Rivers State?

Research Hypotheses
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Hoi: There is no significant relationship between career pathing and learning in airline operators in
Rivers State.

Hoz2: There is no significant relationship between career pathing and responsiveness in airline
operators in Rivers State.

EMPLOYEE ADAPTIVE
PERFORMANCE

\ 4

CAREER PATHING LEARNING

RESPONSIVENESS

Figure 1: Conceptual framework Career Pathing and Employee Adaptive Performance of airline
operators in Rivers State.

LITERATURE REVIEW

Theoretical Framework

Protean Career Theory

The Protean Career Theory provides a strong foundation for understanding the influence of career
pathing on employee adaptive performance. Hall (1976) introduced the concept of the protean
career as one that is primarily driven by the individual rather than the organization, placing emphasis
on personal responsibility, self-direction, and adaptability in career development. The theory
highlights that employees, rather than waiting on organizational dictates, take ownership of their
learning and development, which enables them to remain relevant in changing environments. In
contemporary contexts, the model emphasizes that organizations should provide supportive and
enabling structures that empower employees to navigate their career trajectories with greater clarity
and purpose. Career pathing, which involves structured opportunities for progression, feedback, and
continuous training, aligns seamlessly with the protean career model by equipping employees with
resources to adapt, learn, and respond effectively to evolving organizational needs. This alignment
demonstrates that when employees perceive that their career journeys are supported, they are
more motivated to engage in innovative and adaptive behaviors. The theory also stresses that
adaptability and resilience are cultivated when employees have opportunities to redefine their goals
in response to environmental shifts. In the Nigerian airline industry, where job demands and
operational priorities frequently shift due to regulatory, technological, and competitive factors, the
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concept becomes particularly relevant. Career pathing thus serves as a strategic mechanism that
balances organizational expectations with employees’ personal growth aspirations, creating a dual
benefit for both the individual and the institution. It enhances adaptability by building employees’
confidence in handling role changes, while simultaneously strengthening the organization’s capacity
to sustain quality service delivery. As Nguyen, Tran, and Do (2021) argue, when employees are
empowered with tools for career progression, they are better positioned to manage uncertainty and
embrace dynamic work conditions. Consequently, the protean career perspective provides a robust
justification for linking structured career pathing with improved adaptive performance outcomes in
highly demanding industries such as aviation.

Job Demands-Resources (JD-R) Model

The Job Demands-Resources (JD-R) Model also explains the relationship between career pathing
and employee adaptability. Bakker and Demerouti (2007) describe the model as one that balances
the effects of job demands, which can exert pressure and create strain, with job resources, which
motivate employees, foster engagement, and enhance performance. Job demands are understood
as the physical, emotional, and cognitive aspects of work that require sustained effort, while job
resources are the tools, opportunities, and support mechanisms that enable employees to meet
these demands more effectively. Career pathing is positioned as a crucial job resource because it
offers employees structured guidance on progression, reduces ambiguity, and creates psychological
assurance about their growth potential within the organization. By clarifying expectations and
offering access to training, mentoring, and promotional opportunities, career pathing increases
employees’ confidence and capacity to adapt to dynamic work environments. In sectors such as the
airline industry, where regulatory requirements, safety standards, and customer service
expectations are consistently demanding, this clarity becomes indispensable for reducing stress and
enhancing focus. Huang (2015) notes that job resources not only mitigate the negative impact of
high demands but also activate positive motivational processes that sustain performance over time.
Career pathing, therefore, becomes more than a tool for retention; it is a resilience-building
mechanism that strengthens employees’ adaptability to shifting organizational conditions. It fosters
a sense of engagement, belonging, and preparedness, which are vital for sustaining productivity in
environments characterized by volatility and change. The JD-R model thus reinforces the view that
structured career pathing provides employees with both the psychological and practical resources
necessary to handle complex and unpredictable work requirements effectively. Within the Nigerian
airline sector, this framework demonstrates that investing in career structures not only alleviates
strain but also drives adaptive performance outcomes crucial for long-term competitiveness.

Conceptual Review

Career Pathing

Career pathing refers to the deliberate and structured process through which organizations outline,
communicate, and implement career progression opportunities for their employees. It typically
includes systematic practices such as job rotation, targeted training, mentoring programs,
transparent promotion policies, and other professional development initiatives that provide workers
with visible milestones for advancement (Heinze, 2020). When employees are able to see a clearly
defined path for growth, they often develop a stronger sense of purpose in their roles, which
translates into higher motivation and organizational loyalty. Scholars argue that when organizations
prioritize career pathing, employees are more likely to perceive fairness in promotion practices,
develop stronger commitment to their employers, and engage in continuous self-improvement
efforts (Ojeyemi & Egbuta, 2024). The absence of such structures, however, often results in career
stagnation, emotional frustration, and disengagement from work, all of which directly weaken
adaptability in turbulent business environments. Within the Nigerian airline industry, where work
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demands are often unpredictable and customers’ expectations are highly dynamic, career pathing
provides employees with direction and a sense of security that sustains their commitment to
organizational objectives. It further instills confidence among staff by showing them that their
contributions are valued and that opportunities for advancement exist even in a volatile sector.
Gregory, Jones, and Kang (2013) emphasized that organizations in competitive environments cannot
afford to neglect career pathing because it plays a central role in shaping employees’ ability to
embrace change and remain resilient in challenging times. The recognition of career pathing as a
strategic necessity becomes even more pronounced in industries where operational errors have
significant implications for safety and service continuity. Without these structured career
development mechanisms, airline employees may find it difficult to maintain the resilience needed
to adapt to the continuous shifts in the industry landscape.

Career pathing, therefore, is not only about mapping out potential career ladders but also about
building organizational systems that sustain employee motivation over time. It has been widely
documented that organizations that effectively communicate growth opportunities foster a culture
of trust and innovation that supports both employees and management. Career pathing also
encourages employees to invest in personal skill development, knowing that their efforts align with
future opportunities. In contexts such as the Nigerian airline sector, this process reduces uncertainty
and provides workers with clarity on how to navigate professional challenges. When combined with
ongoing support such as mentoring, feedback systems, and continuous training, career pathing
cultivates a workforce that is resilient in the face of disruptions. By helping employees to envision
their growth, organizations reduce turnover tendencies and improve adaptive performance across
work units. The long-term implication of robust career pathing is a strengthened organizational
culture that thrives on fairness, opportunity, and resilience, which in turn enhances customer
satisfaction and loyalty.

Employee Adaptive Performance

Employee adaptive performance refers to the extent to which individuals adjust their behaviors,
knowledge, and skills in response to evolving demands in their workplace (Jundt, Shoss, & Huang,
2015). It is increasingly recognized as a central driver of organizational resilience, particularly in
industries that are subject to rapid change and unpredictability. Adaptive performance is typically
characterized by the ability to learn new methods quickly, demonstrate creativity in problem-solving,
and effectively manage interpersonal relationships in dynamic settings. Research has consistently
shown that these dimensions, which include learning, responsiveness, creativity, and interpersonal
adaptability, collectively enable employees to excel under pressure and maintain high levels of
service delivery (Kim, 2016). In the airline sector, where sudden operational changes and customer
concerns are frequent, adaptive performance ensures that employees remain composed and
efficient in handling disruptions. Donovan (2022) highlighted that employees who exhibit adaptive
performance can anticipate regulatory shifts, navigate emergencies, and meet customer
expectations with professionalism, all of which are crucial for organizational stability. Importantly,
scholars have stressed that adaptive performance is not an innate ability but is developed through
structured organizational interventions such as training, mentoring, and systematic career planning
(Fatma, 2016). This indicates that organizations that fail to create an enabling environment risk
weakening their employees’ adaptability. In highly service-driven industries, such as aviation, the
ability to cultivate adaptive employees often determines the difference between organizational
growth and operational decline.

Adaptive performance has thus become a central requirement for organizations that wish to remain
competitive in volatile business environments. It emphasizes the need for employees to be proactive
learners who constantly refine their skills in response to emerging challenges. Organizations that
invest in building adaptability among employees create a workforce that is agile, solution-oriented,
and responsive to change. The cultivation of adaptive performance further enhances teamwork, as
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employees who are flexible and resourceful tend to inspire others and promote collaborative
problem-solving. In the Nigerian airline sector, where operational pressures are often intense and
customer expectations continue to rise, adaptive employees ensure that service standards are not
compromised. This reality highlights why continuous professional development, coaching, and
mentoring must be integrated into human resource practices within airlines. The broader implication
is that adaptive performance is not just a desirable attribute but a strategic asset that underpins
resilience, customer satisfaction, and long-term organizational success.

Measures of Employee Adaptive Performance

Learning

Learning is a crucial dimension of adaptive performance, understood as the ongoing process through
which employees acquire new knowledge, develop relevant skills, and strengthen competencies that
enable them to remain effective in the face of changing workplace conditions (Ackoff & Greenberg,
2008). In airline operations, this dimension becomes particularly critical because employees must
consistently update their understanding of safety regulations, adapt to rapidly evolving technological
systems, and refine customer service practices to meet dynamic passenger expectations. The highly
regulated nature of the industry means that even small knowledge gaps can compromise efficiency,
safety, and service quality, which underscores the importance of structured learning interventions.
Career pathing supports this learning process by offering employees access to targeted training
programs, structured mentoring initiatives, and practical career development resources that make
learning a deliberate and continuous activity rather than an ad hoc one. Furthermore, career pathing
creates a motivational climate where employees perceive learning not as a burden but as an
investment in their future, since newly acquired competencies directly contribute to advancement
opportunities. Employees who are confident that their efforts to acquire knowledge will be
recognized through promotions or role expansions are more inclined to approach learning with
enthusiasm and persistence. Empirical evidence indicates that workers with clearly defined career
paths are not only more motivated to engage in training but also more capable of transferring the
knowledge gained into practice, which increases overall organizational resilience (Johnson & Lee,
2023). This shows that career pathing does more than provide direction; it actively enhances the
intellectual readiness of employees to adapt to evolving job requirements. In addition, by embedding
learning within a structured career framework, organizations reduce the likelihood of skill
obsolescence, thereby ensuring workforce sustainability. The capacity to learn continuously
becomes a defining feature of adaptive performance, and career pathing ensures that learning is
closely aligned with both individual aspirations and organizational goals. This synergy fosters a work
environment where knowledge acquisition is both practical and strategic, thereby strengthening the
adaptability of employees within the Nigerian airline industry.

Responsiveness

Responsiveness refers to the capacity of employees to act promptly, appropriately, and effectively
when confronted with unexpected challenges, disruptions, or demands in their work environments
(Gregory, Jones, & Kang, 2013). In the airline industry, where precision and timeliness are essential,
responsiveness is not merely a desirable trait but a fundamental requirement for organizational
survival. Employees must demonstrate quick thinking when addressing operational disruptions such
as flight delays, equipment failures, or last-minute schedule adjustments, which demand rapid
problem-solving under pressure. Additionally, responsiveness is equally critical in customer service
contexts, where passengers expect immediate attention to complaints or queries and where delayed
reactions can significantly damage the airline’s reputation. Compliance with stringent safety
regulations also requires employees to react without hesitation to emergencies, ensuring that risks
are mitigated before they escalate into serious incidents. Career pathing contributes to this
dimension of adaptive performance by equipping employees with the necessary knowledge base,
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situational awareness, and confidence to make informed decisions under pressure. When employees
see a clear career trajectory and feel supported by structured development systems, they are more
inclined to take ownership of their responses and display agility in managing unanticipated events.
This sense of security, fostered by career clarity, reduces hesitation and strengthens the likelihood
of appropriate action. Research highlights that employees who perceive alignment between their
career development and organizational expectations demonstrate stronger commitment, which
translates into higher levels of responsiveness in day-to-day operations (Resnick, 2020).
Responsiveness, therefore, emerges as a behavioral outcome of both individual readiness and
organizational support, reflecting the interplay between personal ambition and systemic structures.
In industries such as aviation, where volatility is high and stakes are significant, responsiveness
becomes an indispensable competence that determines whether the organization can maintain
efficiency, customer trust, and regulatory compliance. Thus, career pathing is not only a pathway
to professional growth but also a strategic mechanism for cultivating employee responsiveness in
contexts where adaptability is paramount.

Empirical Review

Empirical evidence suggests that career pathing significantly influences adaptive performance across
industries. Fatma (2016) reported that career development practices such as mentoring and training
positively affect employees’ adaptability by increasing their learning orientation. This means that
employees who are exposed to structured training opportunities tend to develop stronger problem-
solving capabilities and are better equipped to cope with dynamic work requirements. The study
also highlights that the presence of mentors provides employees with guidance, confidence, and a
sense of direction, which further reinforces adaptability in complex situations. Similarly, Nguyen,
Tran, and Do (2021) found that structured career pathing in Asian service firms enhanced employee
responsiveness and commitment. Their research emphasized that when employees understand how
their careers can progress within an organization, they become more willing to adjust to operational
challenges and contribute effectively to organizational goals. This underscores the fact that career
pathing does not only benefit the individual but also strengthens organizational resilience in
competitive environments. Within service industries, Heinze (2020) emphasized that transparent
career structures motivate employees to embrace change and adapt to emerging challenges. His
findings demonstrated that clarity in career progression gives employees a sense of security and
reduces resistance to change, thereby promoting adaptive behaviors. In the aviation sector, Johnson
and Lee (2023) demonstrated that employees exposed to career pathing programs exhibited higher
adaptability and resilience compared to those without such programs. Their study further indicated
that adaptability is not just a desirable trait but a necessity for employees in highly regulated and
unpredictable industries like aviation. Taken together, these studies consistently affirm that career
pathing is a strong enabler of adaptive performance, cutting across different sectors and
geographical contexts.

However, much of the existing research has focused on developed and emerging economies, with
limited empirical studies from Nigeria. In the Nigerian context, studies on talent management have
largely concentrated on retention strategies and general training programs, with little attention paid
to career pathing as a predictor of adaptive performance. This suggests that while Nigerian
organizations invest in keeping employees within their systems, they have not fully leveraged the
structured career pathing framework as a deliberate tool for adaptability enhancement. The neglect
of this focus creates a gap that leaves employees less equipped to handle unexpected changes in
dynamic industries such as aviation. This gap highlights the need for context-specific research that
examines the impact of career pathing on adaptability outcomes such as learning and
responsiveness in Nigerian airline operations (Ojeyemi & Egbuta, 2024). Since the aviation sector in
Nigeria faces unique challenges, including infrastructural limitations, regulatory uncertainties, and
workforce instability, examining career pathing within this context is particularly important.
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Addressing this gap will not only contribute to academic literature but also provide practical insights
for human resource practitioners in the Nigerian aviation industry. It will also help managers design
tailored career structures that prepare employees for the unpredictable and challenging realities of
airline operations in the country. Therefore, the Nigerian aviation industry presents a fertile ground
for research into how career pathing can be utilized as a strategy to foster employee adaptability.
By situating the study within this local context, the research seeks to generate evidence that is both
practical and relevant to the operational realities of Nigerian airlines.

Although global studies have confirmed the positive relationship between career pathing and
employee adaptability, there is insufficient empirical evidence from the Nigerian aviation industry.
Most research in Nigeria has addressed broader talent management issues without isolating career
pathing as a distinct construct influencing adaptive performance. This lack of focus makes it difficult
to fully understand the specific mechanisms through which career pathing contributes to adaptability
in Nigerian organizations. Furthermore, limited attention has been given to how career pathing
specifically enhances learning and responsiveness in contexts characterized by infrastructural
deficiencies, regulatory instability, and operational volatility. These conditions, which are common
in Nigeria, make adaptability not just a competitive advantage but a survival strategy for employees
and organizations alike. This study therefore seeks to bridge this gap by investigating the
relationship between career pathing and employee adaptive performance, with focus on learning
and responsiveness, in airline operators in Rivers State. The emphasis on learning recognizes that
employees must constantly acquire new knowledge and skills in response to changing technologies
and safety requirements. The focus on responsiveness underscores the importance of employees
being able to react quickly and appropriately to unanticipated situations that frequently occur in
airline operations. By targeting these two dimensions of adaptive performance, the study aims to
provide a clearer understanding of how career pathing strengthens employee capabilities in volatile
contexts. Consequently, this study will add depth to the discourse on human resource strategies in
Nigeria while offering evidence-based recommendations for improving adaptive performance in the
aviation sector.

METHODOLOGY

The study employed a correlational survey design to examine the relationship between career
pathing and employee adaptive performance in airline operators in Rivers State. The population
consisted of 412 employees across four airline operators within the state, including pilots, cabin
crew, ground staff, and administrative personnel directly involved in service delivery and operational
functions. Using the Krejcie and Morgan (1970) table for sample determination, a sample size of
202 employees was drawn, and proportionate stratified random sampling was adopted to ensure
fair representation across different categories of staff. The instrument for data collection was a
structured questionnaire divided into sections on career pathing and employee adaptive
performance, specifically learning and responsiveness. The instrument was subjected to expert
validation, while a pilot test confirmed reliability with Cronbach Alpha coefficients above 0.70. Data
were analyzed using descriptive statistics, Pearson Product Moment Correlation, and regression
analysis. The hypotheses were tested at a 0.05 level of significance to establish the relationships
between the variables.

RESULTS AND PRESENTATION

Descriptive Analysis of Variables

Table 1 presents the descriptive statistics for career pathing, learning, and responsiveness.
Table 1: Descriptive Statistics of Study Variables

Variable N Minimum Maximum Mean Std. Deviation
Career Pathing 202 2.08 4.95 381 0.74
Learning 202 2.15 4.92 3.76  0.69
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Responsiveness 202 2.12 4.90 3.79 0.72
Source: Researcher’s Field Survey Data, 2025
The results indicate that respondents reported relatively high levels of career pathing (M = 3.81),
learning (M = 3.76), and responsiveness (M = 3.79). This suggests that employees perceive the
existence of career development structures and are moderately adaptive in their learning and
responsiveness.

Hypotheses Testing
Hypothesis One:
Hoi: There is no significant relationship between career pathing and learning in airline operators in
Rivers State.
Table 2: Pearson Correlation Result for Career Pathing and Learning

Variables N r Sig. (2-tailed) Decision

Career Pathing & Learning 202 0.624 0.000 Reject Hol
Source: Researcher’s Computation, 2025
The correlation analysis revealed a strong and significant positive relationship between career
pathing and learning (r = 0.624, p < 0.05). This means that improved career pathing practices are
associated with enhanced employee learning in airline operators.
Hypothesis Two:
Ho2: There is no significant relationship between career pathing and responsiveness in airline
operators in Rivers State.
Table 3: Pearson Correlation Result for Career Pathing and Responsiveness

Variables N r Sig. (2- Decision
tailed)
Career Pathing & 202 0.601 0.000 Reject Ho2

Responsiveness
Source: Researcher’s Computation, 2025
The result shows a strong and significant positive relationship between career pathing and
responsiveness (r = 0.601, p < 0.05). This suggests that when employees have structured career
development opportunities, they demonstrate greater responsiveness to operational challenges.

Discussion of Findings

The findings of this study indicate that career pathing significantly influences employee adaptive
performance among airline operators in Rivers State. The first hypothesis demonstrated that career
pathing is positively linked with employee learning, showing that employees who perceive structured
career progression opportunities are more willing to acquire new knowledge, enhance skills, and
build competencies relevant to their roles. This suggests that when career milestones are clearly
defined, employees are better able to connect learning activities with tangible growth outcomes
within the organization. The evidence aligns with Johnson and Lee (2023), who emphasized that
structured career programs in the aviation sector stimulate continuous learning and promote
proactive skill development. Furthermore, employees who recognize opportunities for advancement
tend to approach challenges with greater curiosity and initiative, exploring innovative solutions and
applying newly acquired knowledge to improve operational efficiency. Career pathing also fosters
confidence, as employees feel supported in their professional journey and are less likely to hesitate
when attempting new tasks or adopting updated procedures. This clarity reduces uncertainty,
mitigates resistance to change, and strengthens the capacity for adaptive learning. Additionally,
employees who engage in continuous learning through career pathing contribute to broader
organizational knowledge accumulation, creating a more resilient and capable workforce. The
study’s findings further indicate that career pathing enhances employees’ ability to anticipate
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changes, absorb new information, and apply learning in real-time operational contexts. Structured
career development thus functions as both a motivator and a practical mechanism for cultivating
learning-oriented employees in complex and dynamic industries.

The second hypothesis revealed that career pathing is positively related to employee
responsiveness, highlighting that employees who perceive fairness, transparency, and clarity in
career structures are more likely to act promptly, appropriately, and effectively when confronted
with unexpected operational challenges. This observation is consistent with the findings of Nguyen,
Tran, and Do (2021), who demonstrated that career pathing in service firms strengthened
employees’ responsiveness and overall engagement. When employees understand how their efforts
and decisions impact potential career progression, they are more willing to take initiative, make
timely decisions, and adjust their behaviors to meet shifting operational demands. The results also
reinforce the predictions of the Job Demands-Resources Model (Bakker & Demerouti, 2007), which
suggests that job resources such as career growth opportunities, mentoring, and feedback enhance
motivation and improve performance outcomes. In airline operations, where safety, customer
satisfaction, and efficiency are critically interlinked, employees’ responsiveness can determine the
success of service delivery and operational continuity. Career pathing reduces hesitation and
provides employees with psychological resources to handle pressure, solve problems quickly, and
manage multiple demands simultaneously. It also encourages a proactive mindset, as employees
are more likely to anticipate potential disruptions and respond strategically rather than reactively.
The findings collectively indicate that career pathing goes beyond being a retention tool and
functions as a strategic driver of adaptability. Airline operators who invest in well-structured career
development programs are likely to cultivate a workforce that is both knowledge-driven and highly
responsive, enhancing the organization’s capacity to sustain competitiveness, service quality, and
operational resilience.

CONCLUSION

The study examined the relationship between career pathing and employee adaptive performance
in airline operators in Rivers State, focusing on learning and responsiveness. The findings revealed
that career pathing has a strong and significant positive influence on both learning and
responsiveness. This suggests that when employees are provided with structured career progression
opportunities, they not only become more inclined to acquire knowledge but also demonstrate
greater agility in responding to operational demands. The study concludes that career pathing is a
vital resource that enables employees to adapt effectively in the dynamic and competitive
environment of airline operations.

RECOMMENDATIONS
1. Airline operators in Rivers State should develop and institutionalize structured career pathing
systems that include clear promotion policies, mentoring programs, and training
opportunities to enhance employees’ learning orientation.
2. Management should adopt transparent career development frameworks that build
employees’ confidence and commitment, thereby strengthening their responsiveness to
operational challenges and enhancing organizational resilience.
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