ISSN: 5078 - 5388
Volume 10, Number 1, 2025
Management, Accounting and Economics Journal

INFLUENCE OF CAREER DEVELOPMENT ON EMPLOYEE MORALE IN YOLA ELECTRICITY
DISTRIBUTION COMPANY, JALINGO.

Ahuekwe Chikodi', Nouseh, Shidawa Ali2, NYAGA Naomi Nyonlemuga3 & JOHN Fumba*
!Department of Economics, Federal University Wukari, Taraba State, Nigeria,
234pepartment of Business Administration, Federal University Wukari, Taraba State,
Nigeria
1E-MAIL. ahuckwechikodi23@gmail.com, 2E-MAIL. shidawaali@gmail.com
SE-MAIL: nyaganaomil33@gmail.com, *E-MAIL. fumba2687@gmail.com

ABSTRACT

This study examined the influence of career development on employee morale at Yola Electricity
Distribution Company (YEDC), Jalingo, Taraba State. It specifically investigated how self-assessment,
skill development and training, and career progression affect employee morale. The study adopted
a descriptive survey research design, collecting data through structured questionnaires administered
to employees across varfous departments of YEDC, Jalingo. Out of 138 questionnaires distributed,
132 valid responses were retrieved and analyzed using descriptive statistics and Regression
analysis). The findings revealed that self-assessment significantly influences employee morale (F =
18.46, p = 0.000), indicating that employees who engage in self-reflection and evaluate their
strengths and career goals tend to exhibit higher motivation and job satisfaction. Skill development
and training also had a statistically significant effect on morale (F = 24.12, p = 0.000), showing that
employees who participate in continuous learning and competency enhancement feel more engaged
and committed to their roles. Furthermore, career progression was found to have a strong positive
impact on employee morale (F = 31.67, p = 0.000), suggesting that clear and attainable
opportunities for promotion, lateral movement, or leadership development enhance employees’
commitment and overall job satisfaction. Based on these results, the study concludes that effective
career development practices are crucial for fostering high employee morale. It recommends that
YEDC management strengthen structured self-assessment mechanisms, provide continuous skill
development and training programs, and implement transparent and merit-based career progression
policies to enhance employee motivation, engagement, and organizational productivity.

Keywords: Career Development, Employee Morale, Self-Assessment, Skill Development,
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INTRODUCTION

Career development is a vital human resource management practice that enhances employees’ skills,
competencies, and career advancement, while also influencing morale, productivity, and retention.
In the Nigerian power sector, particularly at Yola Electricity Distribution Company (YEDC), Jalingo,
employee morale is critical for service efficiency, operational stability, and customer satisfaction.
Employee morale reflects employees’ attitudes, confidence, and satisfaction at work and is strongly
shaped by the level of organizational support for career growth. Opportunities for self-assessment,
skill development and training, and career progression empower employees, increase morale, and
strengthen organizational commitment.

Given the operational challenges facing electricity distribution companies in Nigeria, career
development serves as a strategic tool for improving morale and performance. However, empirical
evidence on this relationship within YEDC, Jalingo remains limited. This study therefore examines
the influence of self-assessment, skill development and training, and career progression on
employee morale at YEDC, Jalingo, to address this gap in the literature.
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Statement of the Problem

Career development through self-assessment, skill development and training, and career
progression is widely recognized as a key driver of employee morale, job satisfaction, and
organizational commitment. When organizations invest in employees’ growth and provide clear
advancement opportunities, employees are more motivated, valued, and committed, especially in
technically demanding sectors such as electricity distribution.

However, in many public utility organizations, including Yola Electricity Distribution Company (YEDC),
career development practices may be inadequate or poorly implemented. This can manifest in
limited training opportunities, weak self-assessment and career planning support, and unclear or
irregular promotion processes. Such conditions often lead to employee stagnation, low motivation,
uncertainty about career paths, and perceptions of being undervalued.

The consequences of weak career development are reflected in low employee morale, reduced
commitment and productivity, increased absenteeism and turnover, and declining service quality. In
the power distribution sector, these outcomes can negatively affect operational efficiency, safety,
reliability, and customer satisfaction.

Addressing this problem is essential to enhance employee morale, strengthen commitment, retain
skilled manpower, and improve organizational performance. Effective career development at YEDC
is expected to result in @ more motivated, satisfied, and committed workforce, reduced turnover,
improved productivity, and better service delivery, thereby supporting long-term organizational
sustainability and public service effectiveness.

Objectives of the Study
The main objective of this study is to examine the influence of career development on employee
morale in Yola Electricity Distribution Company, Jalingo. The specific objectives are to:
i. Assess the effect of self-assessment on employee morale in YEDC, Jalingo.
ii. Examine the influence of skill development and training on employee morale in YEDC,
Jalingo.
iii. Evaluate the effect of career progression on employee morale in YEDC, Jalingo.

Research Questions
The following research questions have been formulated for the study
i. To what extent does self-assessment affect employee morale in Yola Electricity
Distribution Company, Jalingo?
ii. How does skill development and training influence employee morale in YEDC,
Jalingo?
iii. What is the effect of career progression on employee morale in YEDC, Jalingo?

Research Hypotheses

The study will test the following null hypotheses:

Hol: Self-assessment has no significant effect on employee morale in YEDC, Jalingo.

Ho2: Skill development and training have no significant influence on employee morale in YEDC,
Jalingo.

Ho3: Career progression has no significant effect on employee morale in YEDC, Jalingo.

Scope of the Study

This study examines the influence of career development specifically self-assessment, skill
development and training, and career progression on employee morale at Yola Electricity Distribution
Company (YEDC), Jalingo. It is geographically limited to YEDC's Jalingo office in Taraba State, North-
East Nigeria, and focuses on employees across various departments and job levels. The study
considers career development initiatives and employee morale within the specified period and
excludes other YEDC branches and organizations in the electricity distribution sector.
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Limitations of the Study

The study is limited to the Jalingo branch of YEDC, which restricts the generalizability of the findings
to other branches or similar organizations in Nigeria. Challenges in accessing internal records and
obtaining full employee cooperation may affect the depth of data collected. There is also the
possibility of socially desirable responses on sensitive issues related to morale and career policies.
Additionally, the study focuses on only three career development dimensions, which may not fully
capture all factors influencing employee morale.

Significance of the Study

The study is valuable to YEDC management in improving employee morale and productivity through
effective career development. It benefits employees by emphasizing the role of self-assessment,
training, and career progression in motivation and job satisfaction. Policymakers, academics, and
HR professionals gain insights for strengthening human resource practices, while the researcher
benefits through enhanced knowledge, research skills, and theoretical application.

LITERATURE REVIEW

Career Development

Career development is a structured, lifelong process through which individuals acquire the skills,
knowledge, competencies, and experiences needed for personal and professional growth (Wang &
Li, 2024; Greenhaus, Callanan, & Godshalk, 2021). It involves aligning individual aspirations and
competencies with organizational or labor market opportunities (Bakshi, Hassan, & Aluko, 2022) and
enhances employee performance, job satisfaction, motivation, and overall morale (Noe et al., 2021).

Self-assessment

Self-assessment is a key element of career development that enables individuals to evaluate their
values, interests, strengths, and weaknesses, thereby enhancing self-awareness and informed
career planning. It helps employees align personal competencies with organizational opportunities,
leading to improved job satisfaction and engagement (Okonkwo & Eze, 2023). Organizations that
support self-assessment through tools such as feedback systems and performance evaluations
empower employees to take ownership of their career paths and become more proactive in
continuous learning and development (Bakshi, Hassan, & Aluko, 2022).

Skill development and training

Skill development and training are core aspects of career development that support organizational
growth in a knowledge-driven and technologically evolving work environment. Skill development
involves acquiring or improving competencies, while training consists of structured learning activities
aimed at enhancing job performance (Alhowaish, 2024). Organizations that prioritize continuous
training and learning initiatives are better equipped to adapt to market changes and technological
advancements, particularly in sectors such as energy distribution, and tend to experience lower
employee turnover and higher engagement (Adeyemi & Tanko, 2021).

Career Progression

Career progression involves upward or lateral movement within an organization, reflecting employee
growth, increased responsibility, and recognition (Chang, Geng, & Cai, 2024). As a key aspect of
career development, it significantly influences motivation, morale, and long-term commitment.
When organizations provide clear, merit-based, and attainable advancement opportunities,
employees are more engaged and committed (Ibrahim & Musa, 2024). Consistent communication
and implementation of career progression policies further enhance employee motivation, particularly
in Nigeria’s public utility sector (Okonkwo & Eze, 2023).

27 |Page



ISSN: 5078 - 5388
Volume 10, Number 1, 2025
Management, Accounting and Economics Journal

Employee Morale

Employee morale refers to employees’ overall attitudes, emotional outlook, and level of satisfaction
with their work, organization, and working conditions (Wasi & Zahid, 2023). It reflects their sense
of well-being, motivation, enthusiasm, and commitment (Jiang et al.,, 2023). High morale is
associated with increased productivity, lower absenteeism, and stronger organizational loyalty, while
low morale often results in disengagement, poor performance, and high turnover. Employee morale
represents a psychological state shaped by employees’ perceptions of their roles, organizational
support, and future prospects (Adebayo & Salisu, 2020). In performance-driven sectors such as
electricity distribution, investment in training, effective communication, and career progression
enhances morale and employee commitment (Yusuf & Abubakar, 2021).

Conceptual Framework

Figure 1: Conceptual Framework of the Study

Independent Variable Dependent Variable
Career Development

Self-assessment

Skill development and Employee Morale

training L

Career progression

Source: Researcher’s Design, (2025).

Theoretical Framework

Self-Determination Theory (SDT) (1985)

Self-Determination Theory (SDT), developed by Deci and Ryan (1985), explains human motivation
based on the fulfillment of three innate psychological needs: autonomy, competence, and
relatedness. The theory distinguishes between intrinsic motivation, driven by inherent satisfaction,
and extrinsic motivation, driven by external rewards, both of which influence workplace behavior
and performance.

In organizational settings, SDT suggests that employees exhibit higher morale, engagement, and
satisfaction when these psychological needs are met (Ryan & Deci, 2017). Self-assessment practices
support autonomy by allowing employees to evaluate their strengths, interests, and career goals.
Skill development and training enhance competence by improving employees’ mastery and
confidence in their roles. Clear and fair career progression systems promote relatedness by fostering
trust, inclusion, and a sense of belonging within the organization.

SDT provides a strong theoretical foundation for linking career development to employee morale.
When organizations support self-directed growth, continuous learning, and transparent
advancement opportunities, employees are more likely to experience intrinsic motivation and
positive work attitudes. Empirical evidence (Deci & Ryan, 2020; Van den Broeck et al., 2021) shows
that fulfilling these needs leads to higher morale, job satisfaction, and organizational commitment.
Within the context of Yola Electricity Distribution Company (YEDC), SDT underpins the assumption
that effective career development practices will satisfy employees’ psychological needs and, in turn,
enhance their morale, commitment, and productivity.

Empirical Review
Bakshi, Hassan, and Aluko (2022) conducted a study titled Enhancing Employee Engagement
Through Career Development in Public Utilities: Evidence from Nigeria. The study involved 320 staff
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from four electricity distribution companies and revealed that structured career development
practices such as self-assessment, skill training, and internal promotion systems significantly boosted
employee morale and engagement. The authors recommended that utility firms should formalize
career development policies and invest in transparent promotion systems.

Similarly, Yusuf and Abubakar (2021) studied Training and Development as Determinants of
Employee Morale in Northern Nigerian Electricity Firms, surveying 250 employees from three
electricity companies. Their findings confirmed that participation in regular training positively
influenced employee morale, making staff feel more valued and motivated. The study recommended
that management prioritize training budgets and link training outcomes to promotion opportunities
to sustain high morale levels.

Furthermore, Okonkwo and Eze (2023) investigated The Role of Self-Assessment in Professional
Growth: Insights from the Nigerian Electricity Sector, using data from 200 mid-level employees in
five regional electricity firms. They discovered that self-assessment enhanced employee self-
awareness and goal alignment, leading to improved morale. The study recommended implementing
structured self-evaluation tools and career planning workshops to help employees identify
development paths and boost confidence.

Adeyemi and Tanko (2021), in their study titled Training and Development in the Age of Automation,
surveyed 310 staff in federal government enterprises, including the energy sector. Their findings
underscored the importance of modern, technology-aligned training programs for sustaining
employee morale, particularly among technical staff. They advised that training be updated regularly
to match technological advancements and employee feedback, aligning learning objectives with both
employee goals and organizational strategies.

Chukwuma and Nwosu (2020), in their research on Career Progression and Worker Motivation in
the Nigerian Electricity Sector, sampled 280 staff in three South-East power distribution companies.
The findings indicated that lack of clarity in promotion criteria and stagnation in career ladders
significantly lowered employee morale. Conversely, staff who experienced regular career mobility
showed greater enthusiasm, better performance, and stronger organizational attachment. The study
recommended implementing transparent and measurable criteria for advancement that are
communicated clearly to all employees.

In a more recent study, Fatima and Onuoha (2025) explored Employee Self-Assessment and
Organizational Commitment in Public Utilities, using a sample of 220 employees. Their results
supported the idea that self-assessment frameworks especially those that incorporate goal-setting,
feedback, and reflection empower employees to take charge of their development, which positively
affects their morale. They recommended the adoption of guided self-assessment practices using
digital platforms to promote continuous personal development and align employee goals with
organizational vision.

RESEARCH METHODOLOGY

Research Design

This study adopts a descriptive research design, which enables the researcher to obtain data from
a cross-section of employees at YEDC, Jalingo, for the purpose of analyzing the influence of career
development variables on employee morale.

Area of the Study

The study was conducted at Yola Electricity Distribution Company (YEDC) in Jalingo, the capital of
Taraba State in northeastern Nigeria. Jalingo is the administrative and economic center of the state,
making it a strategic location for examining electricity distribution practices. The city lies at
approximately 8°53’N latitude and 11°21’E longitude, with a tropical climate characterized by wet
and dry seasons that influence electricity demand and infrastructure management. YEDC in Jalingo
serves residential, commercial, and industrial consumers, with a diverse workforce drawn from
varied educational and professional backgrounds.
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Population of the Study

The target population of the study comprises all employees of YEDC in the Jalingo district, which
includes both technical and non-technical staff. According to the company's Human Resource Unit
(2025), the total number of employees in YEDC Jalingo is 210.

Determination of Sample Size

The sample size for the study was determined using Yamane’s (1967) formula for finite population:
n=N/1+N(e)2

Where:

n = Sample size

N = Population size (210)

e = Level of precision (0.05)

n=210/1+210(0.05)2

=210/1+210(0.0025)

=210/1.525

~138

Hence, a total of 138 respondents were selected as the sample size for the study.

Sampling Technique and Method

The study employed a stratified random sampling technique. The population was first divided into
relevant strata based on departments (technical, commercial, customer service, and administrative).
A proportional sample was then drawn from each stratum using simple random sampling to ensure
equal representation. This method ensured that the views of all relevant departments were
adequately captured.

Instrument for Data Collection

The primary instrument for data collection was a structured questionnaire titled Career Development
and Employee Morale Questionnaire (CDEM-Q). A 5-point Likert scale was used to rate responses
ranging from Strongly Disagree (1) to Strongly Agree (5).

Validity of the Instrument

The instrument underwent content and face validity. Copies of the draft questionnaire were
submitted to experts in human resource management and organizational psychology, as well as
lecturers in the Department of Business Administration. Their suggestions and observations were
incorporated to enhance clarity, relevance, and structure of the items in the questionnaire.

Reliability of the Instrument

The reliability of the questionnaire was tested through a pilot study involving 20 employees from
YEDC branches outside Jalingo (e.g., Yola Central). The internal consistency of the instrument was
determined using Cronbach’s Alpha. The results showed:

Self-assessment: 0.81

Skill development and training: 0.85

Career progression: 0.83

Employee morale: 0.87

All values were above the 0.70 threshold, indicating high reliability.

Analytical Techniques and Decision Rule

The data collected were analyzed using both descriptive and inferential statistical techniques.
Descriptive statistics such as frequency, mean, and standard deviation were used to summarize
demographic and variable-related responses. Inferential statistics, specifically multiple regression
analysis, were employed to test the hypotheses.
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The decision rule was based on the p-value approach:
If p-value < 0.05, reject the null hypothesis (significant relationship exists).
If p-value > 0.05, fail to reject the null hypothesis (no significant relationship).

Assumptions
To examine the influence of the independent variables on the dependent variable, the following
multiple regression model is specified:
EM=B0+B1SA+B2SDT+B3CP+¢
Where:
e EM = Employee Morale
SA = Self-Assessment
SDT = Skill Development and Training
CP = Career Progression
B0 = Intercept
B1,B2,B3 = Coefficients of the independent variables
€ = Error term

Data Presentation

A total of 138 copies of the questionnaire were administered to employees of YEDC, Jalingo. Out of
these, 132 questionnaires were correctly completed and returned, while 6 questionnaires were not
returned, resulting in a 95.7% response rate. This response rate is considered adequate for
statistical analysis and generalization of findings.

Test of Hypotheses

Table 1: Model Summary

Model R R2 Adjusted R2 Std. Error of the Estimate
1 0.784 0.615 0.606 0.412

Source: Field survey, 2025. SPSS v27 output.

Dependent Variable: Employee Morale (EM)

Independent Variables: Self-Assessment (SA), Skill Development & Training (SDT), Career
Progression (CP)

The Model Summary table shows a multiple correlation coefficient (R) of 0.784, indicating a strong
positive relationship between career development dimensions (self-assessment, skill development
and training, and career progression) and employee morale at YEDC, Jalingo.

The coefficient of determination (R2) is 0.615, meaning that 61.5% of the total variation in employee
morale is jointly explained by self-assessment, skill development and training, and career
progression. The remaining 38.5% of the variation in employee morale is attributable to other factors
not included in the model.

The Adjusted R2 value of 0.606 confirms the robustness of the model after adjusting for the number
of predictors, indicating that the explanatory power remains high. The standard error of estimate
(0.412) suggests that the model’s predictions of employee morale are reasonably accurate.

Table 2: ANOVA

Model Sum of Squares Df Mean Square F Sig.
Regression 32.845 3 10.948 64.43 0.000
Residual 20.529 128 0.160

Total 53.374 131

Source: Field survey, 2025. SPSS v27 output.
The ANOVA table shows an F-statistic of 64.43 with a p-value of 0.000, which is statistically
significant at the 0.05 level of significance. This result indicates that the regression model is overall
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significant, meaning that the independent variables jointly have a significant influence on employee
morale at Yola Electricity Distribution Company, Jalingo. Since p < 0.05, the null hypothesis that
career development dimensions have no significant joint effect on employee morale is rejected. This
confirms that self-assessment, skill development and training, and career progression collectively
explain employee morale in the organization.

Table 3: Regression Coefficients

Std. Standardized Beta

Variable Unstandardized B t-value Sig.
Error (B)

Constant 0.842 0318 — 2.65 0.009

Self-Assessment (SA) 0.281 0.067 0.314 4.19 0.000

Skill Development & Training 356 0.072  0.402 494 0.000

(SDT)

Career Progression (CP) 0.229 0.064 0.267 3.58 0.001

Source: Field survey, 2025. SPSS v27 output.

The regression coefficient table explains the individual contribution of each independent variable to
employee morale.

Self-Assessment (SA) has an unstandardized coefficient (B = 0.281) and is statistically significant (p
= 0.000). This implies that a 1-unit increase in self-assessment practices leads to a 28.1% increase
in employee morale, holding other variables constant. Thus, self-assessment has a significant
positive influence on employee morale.

Skill Development and Training (SDT) show the highest standardized beta value (B = 0.402),
indicating that it is the strongest predictor of employee morale. Its coefficient (B = 0.356, p = 0.000)
means that a 1-unit improvement in training and skill development results in a 35.6% increase in
employee morale. This underscores the central role of training in boosting morale at YEDC.

Career Progression (CP) has a coefficient (B = 0.229) and is also statistically significant (p = 0.001).
This suggests that a 1-unit increase in clear and fair career progression opportunities leads to a
22.9% improvement in employee morale.

The constant value (0.842) indicates the baseline level of employee morale when all independent
variables are held constant.

Summary and Discussion of Findings

The findings of this study indicate that career development practices have a significant and positive
influence on employee morale at Yola Electricity Distribution Company (YEDC), Jalingo. The multiple
regression analysis revealed that self-assessment, skill development and training, and career
progression collectively account for 61.5% of the variance in employee morale, with the model being
statistically significant (F = 64.43, p < 0.001). Individually, self-assessment, skill development and
training, and career progression all demonstrated positive and significant effects on morale. Self-
assessment was found to increase employee morale by 28.1%, skill development and training by
35.6%, and career progression by 22.9%. These results highlight that structured career
development initiatives are vital in fostering motivation, engagement, and satisfaction among
employees.

These findings are consistent with prior research in the Nigerian electricity and public utility sector.
Bakshi, Hassan, and Aluko (2022) observed that structured career development practices, including
self-assessment, skill training, and internal promotion systems, significantly enhanced employee
morale and engagement. Similarly, Yusuf and Abubakar (2021) found that participation in regular
training programs positively influenced morale by making employees feel valued and appreciated.
The results of this study also support the conclusions of Okonkwo and Eze (2023) and Fatima and
Onuoha (2025), who reported that self-assessment frameworks, especially those incorporating goal-
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setting, feedback, and reflection, empower employees and improve self-awareness, ultimately
boosting morale.

The strong impact of skill development and training on morale in this study aligns with the findings
of Adeyemi and Tanko (2021), who emphasized the importance of technology-aligned and
contemporary training programs for sustaining employee morale, particularly among technical staff.
In addition, the influence of career progression on employee morale corroborates the work of
Chukwuma and Nwosu (2020), who noted that unclear promotion criteria and stagnation in career
ladders reduce morale, while transparent and merit-based advancement systems enhance
motivation, performance, and organizational attachment.

Overall, the study confirms that career development practices are crucial for maintaining high
employee morale. Self-assessment encourages personal growth and confidence, training and skill
development signal organizational support and investment in employees, and clear career
progression motivates and retains staff. The alignment of these findings with previous studies
underscores that career development is not only essential for individual well-being but also a
strategic tool for enhancing organizational performance. In the context of YEDC, the results suggest
that implementing structured career development frameworks including guided self-assessment,
continuous skill-enhancing training, and transparent promotion policies can significantly boost
employee morale and overall organizational effectiveness.

Conclusion

The study concludes that career development significantly influences employee morale at Yola
Electricity Distribution Company, Jalingo. Employees who receive adequate training, engage in self-
assessment, and have clear career progression paths exhibit higher motivation and job satisfaction.
Among the dimensions examined, skill development and training have the greatest impact on
morale. In line with Self-Determination and Human Capital theories, investing in employee
development enhances morale, commitment, and overall organizational effectiveness at YEDC.

Recommendations
Based on the findings and conclusions of the study, the following recommendations are made:

i. YEDC management should formalize regular self-assessment practices through structured
appraisals, feedback sessions, and personal development plans to enhance employees’ self-
awareness, motivation, and morale.

ii. As skill development and training have the strongest effect on morale, YEDC should intensify
investment in continuous, job-relevant training aligned with technological advancements in
the electricity sector for both technical and non-technical staff.

iii. YEDC should clearly communicate and implement transparent, fair, and merit-based career
progression and promotion policies to strengthen trust in management, improve morale, and
enhance employee retention.

Contribution to Knowledge
This study contributes to knowledge by providing empirical evidence on the link between career
development and employee morale in the Nigerian electricity distribution sector, using Yola
Electricity Distribution Company (YEDC), Jalingo, as a case study, thereby filling a contextual
gap in existing literature. It also validates the relevance of Self-Determination Theory and Human
Capital Theory in explaining employee morale within a public utility organization in a developing
economy. Methodologically, the study disaggregates career development into self-assessment,
skill development and training, and career progression, offering a nuanced understanding of
their individual and joint effects on employee morale. Practically, the findings highlight the
strategic importance of continuous training and competence development in technically driven
organizations. Overall, the study provides evidence-based insights that can inform managerial
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and policy decisions aimed at improving employee morale, retention, and service delivery in
electricity distribution companies in Nigeria.
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