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Abstract: Nowadays, employees are more concerned with their professional growth, and they research if they 

have a possibility to advance inside the firm. They can enhance their professional skills as a result of the career 

advancement opportunity, and the organization can get the best service from the employee. The study's major 

goal was to look into the impact of career advancement on employee retention in the literature review. Career 

development assists the organization in employee satisfaction through organizational and individual career 

planning. According to the findings, firms that focus on employee career development have a positive impact on 

employee satisfaction because the impact of employee satisfaction is larger when long-term objectives and goals 

are met. The study discovered that (i) organizational career development planning is connected to employee 

retention through organizational goals, training and development, and career ladders, all of which have an effect 

on employee satisfaction and subsequently support the development of organizational effectiveness. (ii) 

Individual career planning will affect employee satisfaction, causing employees to experience varying levels of 

satisfaction. The ability to participate in individual career planning is one advantage of organizational 

performance. They give all of their abilities to their company to further their careers and the company gains 

from their efforts. 
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1. Introduction 
Many studies on employee career growth and employee satisfaction have linked employee retention to 

organizational success through employee satisfaction. Employees with the greatest capability can deliver the 

best service to the company to gain competitive advantages and achieve success. While organizations are eager 

for their employees' experience and dedication to providing the best service possible to customers in order to 

gain competitive advantages, employees also consider the level of compensation they receive after attaining a 

certain level of experience, which is inversely related to their professional growth. Employees are focused on 

their pay level; thus, they choose to work for a company that can help them advance in their careers. They want 

greater challenges since it gives them more experience and allows them to advance in their careers. Human 

capital is an organization's most valuable asset, and it should not be jeopardized during times of economic 

uncertainty (Rane 2011). Career management activities and development programs can create a conducive 

environment for growth, and the company's culture can contribute to individual development (Younis et al. 

2013). (Takeuchi, Takeuchi, and Jung 2021) argued that rather than focusing on the typical organizationally 

restricted career, most employees should be open to alternate career options. Certain future employees may even 

begin their careers by working remotely and  (Barhate and Hirudayaraj 2021) discussed the career realities that 

emerge as disciplines converge and their implications for human resource development theory, research, and 

practice. 

In addition, some recent graduates are unsure of what they want to do with their lives, but they value the 

chance for advancement to ensure their future. Because of the difficult job market, half of all high school 

graduates now choose to finish university. Job hunting as a university graduate is becoming the primary route to 

work for young people, and they will need to reconsider how higher education meets the recruitment needs of 

various businesses and occupations (Awareness 2006). Given that humans are a cultural nature, an examination 

of COVID-19's career implications benefits from a cultural framework (Barhate and Hirudayaraj 2021).  

For more fundamental changes in career development or job qualities, long-term repercussions may be 

explored and evaluated (Spurk and Straub 2020). High performance and productivity, driven by an employee's 

career commitment, can help minimize an organization's turnover rate. The labor market conditions created by 

COVID-19 may potentially significantly alter career paths and complicate job search tactics for newly employed 

workers (Restubog et al. 2020). On the other hand, For individuals, the negative career shock caused by Covid-

19 may also present chances for job changes, career development, and skill enhancement (Akkermans et al. 

2020). Additionally, the crisis may motivate individuals to adopt a more sustainable approach to career 

management (Rudolph et al. 2021). 
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1.1 Organizational Goal 

Employee development is critical for expanding a company's human capital component, which is 

strategically employed to leverage organizational talent and recruit and maintain a competent staff  (Khan, 

Rajasekar, and Al-Asfour 2015). Employees are more career-focused than ever and want more in terms of 

personal growth and development, which means that firms that fail to accommodate personnel's particular 

demands risk losing valuable employees (Merchant 1992).Career management at the workplace promoted the 

affective components of career effectiveness and was also linked to personal planning (Akkermans et al. 2020). 

Our research demonstrates that career management and development are critical components of establishing 

mutuality of corporate and individual goals (Gottman et al. 1998). The organization must set up the career 

ladder through training and development in order to achieve organizational competitiveness with goal-setting. 

Training, like any other organizational activity, involves time, energy, and financial investment, all of 

which are key components of a strategy that results in internal promotion, succession planning, and employee 

development (Topno, 2012). (Corlett et al. 2020) concerned about the training and careers of young 

conservation scientists, but the pandemic's long-term impact on these will be partially determined by how we 

and our institutions respond to these concerns. Career development has increased in relevance in recent years as 

organizations spend on human resource development (HRD) to generate competitive advantage (Mccarthy and 

Garavan 1999). Employees receive the knowledge they need to plan their professional growth through activities 

such as job postings, information on career ladders and pathways, career counseling, and career planning 

workshops (Bagdadli and Gianecchini 2019).  

 

1.2 Individual Career Planning 

Self-development entails people and groups organizing and utilizing the resources necessary to promote 

their professional and personal growth(Phillips and Phillips 1996). Self-development encompasses actions that 

help individuals develop their capacities and potential, build human capital, increase adaptability, and improve 

their quality of life and ability to realize their goals and expectations. Individuals typically have ambitious goals 

for what they want to do in their lives and when they want to accomplish them, and defining and accomplishing 

life goals may be eased by developing a simple life plan (Antonacopoulou 2006). But the importance of 

readiness may begin during the professional exploration stage or through interventions focused on career 

guidance and decision, but it does not end there (Lent 2013). Career planning is consequently based on an 

assessment of an individual's abilities, interests, and motivation, an examination of organizational prospects, the 

establishment of career goals, and the development of a strategy to accomplish those goals (Profile 2015). Self-

appraisals enable managers and supervisors to assess an employee's career growth from the employee's unique 

perspective. Self-appraisal can be used in conjunction with supervisory evaluations and can also be used to 

assist individuals in improving their job performance (Campbell and Lee 1988). Employees who scored well on 

the Self-appraisal component expressed a greater interest in learning and commitment to the farm, which 

corresponded to their desire to continue on the farm (Moore et al. 2020).  

 

1.3 Employee Retention 

One of the most important aspects of a company's long-term survival plan is employee retention, which 

the human resources department is primarily in charge of. It refers to an organization's capacity to keep its 

personnel, and while they respect dedicated individuals and know how to retain them by spending large sums of 

money on acquiring and training them, many firms continue to experience a significant loss of talent each year 

(Rakhra 2018). Employee retention can be described as the strategies and methods that firms adopt to keep their 

most valuable people on the job (Abba 2018). (Subramaniam, Suan, and Johari 2019) the management 

techniques, which are comprised of numerous components, are likely to aid in increasing staff retention. 

Employee retention is intimately related to the policies developed and enforced by a company's human 

resources department (Kundu and Gahlawat 2016). By identifying, examining, and criticizing employee 

motivation ideas and demonstrating the link between employee motivation and employee retention, the author 

thereby clarified the significance of keeping key people and demonstrated how employee retention methods 

might be more effective (Olson and Zanna 1993). 

 

2. Discussion 
In comparison to the past, employees today are changing their positions from one business to another 

within a short period if they are dissatisfied with their jobs. Additionally, young individuals, in particular, have 

been left out of the workforce for months because they were unsure about the type of work they should 

undertake or because their hobbies did not match. When employees depart with less than a week's experience, 

the workplace becomes unstable, and the Department of Human Resources has a lot of work to do when it 

comes to hiring new personnel; if it fails to hire replacements on time, it will face unemployment. Nowadays, 
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people are concerned that they must have a position in order to earn a living, and if they discover that they have 

a stepping stone within the organizations they join, they cannot wait until then if they know they will not 

advance. Despite the fact that the COVID-19 outbreak and lockdown had a substantial influence on employment 

chances, all had chosen to leave their current profession and pursue new opportunities (Miguel, Santos, and 

Paulet 2021). That is the reason, performance management has become essential to a business, increasing the 

pressure to perform at a high level and setting higher standards for diverse work activities (Ibrahim, Ibrahim, 

and Ibrahim 2022). The study's goal was to determine the impact of career growth on employee satisfaction. The 

objective of the study is mainly reviewing upon previous literature on the relationship between employee 

retention and career development planned and to recommend the organizational and individual career planning 

effect on employee satisfaction.  

 

3. Conclusion 
The subjective dimensions of career effectiveness will be more strongly and favorably impacted by 

organizations' and individuals' efforts to manage their careers than income increases and promotions will be 

(Orpen 1994). The perceived income and self-appraisal of performance are critical aspects that contribute 

significantly to job motivation. That support people in realizing their full potential, enhancing their quality of 

life, increasing their flexibility, and developing their human capital. In addition, setting goals assists in initiating 

new behaviors, guiding focus, and sustaining momentum in life. The capability employee, on the other hand, is 

not like the others since they will be promoted to the highest position level because if they do not perceive their 

career advancement in their current business, they will try to quit. They are doing their best in the organization 

to further their careers, and the organization benefits from their efforts.  
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