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ABSTRACT: The significance of career planning is increasing within human resource
management, which is the focus of this essay. A persistent source of anxiety for individuals
was the choice and advancement of careers to fulfill their goals and ambitions. The career
planning process entails an equal measure of personal and organizational responsibility. In
the current competitive business environment, individuals are assuming increased
responsibility for their own career management. Organizations significantly contribute to
market advancement by effectively acquiring and maintaining premier talent. To enhance
their own interests and those of their employees, the majority of progressive companies
establishes and executes an integrated management career structure.
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1. INTRODUCTION
The present economic environment—
characterized by heightened
competitiveness, increased EU integration,
and the necessity to maintain a competitive
advantage in a dynamic corporate
landscape—it is essential to implement
and execute previously overlooked human
resources projects. As a result, an
increasing  number  of  Romanian
enterprises are using protocols to facilitate
employee career advancement and
collaboration on long-term objectives.
Career planning is a subset of human
resource  management that entails
investigating diverse jobs to ascertain their
objectives, requirements, and prospects for
progression, followed by formulating a
strategy to address those needs via HR
initiatives. Edgar Schein posits that career
planning  constitutes a  continuous
exploration of how an individual might
optimally  realize their  professional

potential, considering their distinct values,
needs, aspirations, and motivating factors
(Manolescu, 2003). The four primary
components of a comprehensive career
plan are strategy implementation,
opportunity research, self-assessment, and
result evaluation. Personal accountability
and proactive involvement from one's
company are two elements of career
planning. Consequently, it is incumbent
upon each individual to assess and monitor
themselves to ascertain their personal
objectives, competencies, and the specific
training and development required. The
organization must evaluate its present
requirements and prospective growth,
devise a strategy for staff development,
and guarantee access to necessary
resources for optimal potential attainment.
Popes Naveen (2003) asserts that career
planning must consider the organization's
demands and possibilities, as well as the
individual's objectives. Career planning
and the amalgamation of personal
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development with training and
development initiatives are integral to this,
as is the necessity to assess, counsel, and
supervise workers in these domains. The
infrequent occurrence of this match is
attributable to the corporation's inequitable
treatment of employees. Professional
development opportunities are
disproportionately  allocated to top
achievers,  neglecting  others  with
significant performance potential. The
career planning model depicted in the
figure was constructed using prior
research...
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Figurel.The career planning process
The subsequent variables must be
meticulously  evaluated during the
formulation of a professional trajectory:

» Identifying and addressing the unique
needs, interests, and strengths of each
team member is essential.

» Employees have a stronger sense of
ownership over the organization when
they see their efforts directly translated
into tangible results.

> Individuals have the capacity to
evolve, develop, and pursue novel
opportunities in their lives when they
are provided with the appropriate
assistance, encouragement, and
direction.

» According to professional literature,
the human resources department
should provide career counseling
programs to all employees. The

organization's objectives and employee
requirements  would be  more
effectively  aligned through the
establishment of a specialized career
counseling  service managed by
psychologists, social workers, and
other trained specialists possessing
comprehensive expertise in
organizational and human dynamics.
Mathis et al. (1997) incorporated the
following models in their career
planning research:

» “Chance and luck “model: This
hypothesis posits that a candidate's
likelihood of securing their desired
position is entirely contingent upon
fortune. Timeliness and reliability are
his obligations.

» “Organization knows best” model:
The "organizationknowsbest™ approach
posits that employees are reassigned
based on the requirements of the
enterprise. The younger employees
who exhibit greater deference to their
superiors than to their own concepts
are the primary advocates of this
methodology.

» “Self — oriented” model: This method
emphasizes  individual  attention,
facilitating career development for
workers while acknowledging their
efforts.

» The prioritization of corporate needs
versus personal objectives in career
planning dictates the adopted approach
(Manolescu, 2003).

The following are objectives of the

organizational planning system:

» Increasing interest in human capital.

» Enhancing the quality of people to
increase productivity;

» Establishing professional pathways.

Paper Available at: https://edupressjournals.com/index.php/gjli

Page No: 10

This is an open access article under the creative commons license https://creativecommons.org/licenses/by-nc-nd/4.0/




Global Journal of Leadership and Innovation

ISSN: 3139-5147 | VOLUME-1, ISSUE-2 | April - June 2026 | GJLI-26V11202

doi: https://doi.org/10.5281/zenod0.22304355

» The capacity of each individual to
assess a position;

» Alignment of professional objectives
with organizational demands.

Guidance on managing one's career to

achieve a more harmonious balance

between personal and professional spheres;

» Supervising and regulating the
structure for professional
development and progression.

» The objective of the person-centered
planning system is to

» One objective of the person-centered
planning system is to

» To evaluate an individual's strengths,
passions, and prospects;

» To ascertain his  professional
objectives and personal aspirations;

» Formulating a well-defined strategy to
achieve established objectives;

» ldentifying and securing the optimal
professional opportunity;

» To acquire confidential information
on career prospects from a supervisor;

» Seek guidance on advancing one's
career.

» Candidates from both internal and
external sources are evaluated.

> Seek a sponsor or mentor for
guidance.

» Assist them in enhancing their self-
awareness and valuing their unique
attributes.

2. EMPLOYEE’S CAREER

PLANNING RESPONSIBILITY
A crucial aspect of career planning is
determining the level of accountability for
both individuals and organizations.
Organizations  that  prioritize  their
employees' professional growth and
development are essential for fostering a
healthy work environment and ensuring

employee satisfaction, however individual
accountability for personal development
remains crucial.
2.1 Individual responsibility on career
planning
A crucial aspect of career planning is
determining the level of accountability for
both individuals and organizations.
Organizations  that  prioritize  their
employees' professional growth and
development are essential for fostering a
healthy work environment and ensuring
employee satisfaction, however individual
accountability for personal development
remains crucial.
Management theory and practice assert
that an individual's abilities, needs, and
aspirations should be the central focus of
career planning. In these circumstances,
the individual will acquire the necessary
knowledge to be equipped for future
events.
Slate (2004) delineates numerous stages in
an individual's career planning process,
including goal definition, exploration of
potential prospects, self-evaluation, and
informed decision-making and
modifications to one's professional
trajectory. For this undertaking, it is
essential to establish clear and rational
objectives, both immediate and long-term.
To develop a profession, one must first
assess their  skills, interests, and
motivations, followed by researching
potential opportunities within a company.
Formulating a strategy to attain
professional objectives is a crucial
component of this process.
According to Slate (2004), individual
career planning comprises five distinct
stages.
» To perform an accurate self-
assessment, one must initially collect
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information regarding one's views,
interests, and abilities, then thereafter
document and monitor this data.

» Understanding current opportunities,
both within and beyond organizations,
is crucial to the inquiry process.
Diverse forms of development,
including training, can facilitate this
achievement.

» Assessing and establishing objectives
for training requirements,
organizational or positional
modifications, and other pertinent
issues, both in the short and long term.

» An effective strategy will consider the
following: the optimal methods for
achieving objectives; the distribution
of resources; the setting of deadlines;
the structuring of critical activities; and
the assessment of outcome
probabilities.

» An individual demonstrates initiative
to attain their objectives, acknowledges
their errors, and decides whether to
remain on their current career path or
pursue an alternative one.

» Various  factors  influence  an
individual's  perspective on their
employment, including age, familial
relationships, financial aspirations,
lifestyle decisions, and the condition of
their  personal and professional
circumstances (Chartered Institute of
Personnel and Development - CIPD,
2005). While some individuals aspire
to ascend the organizational hierarchy,
others prefer to commence anew at an
alternative organization. This
necessitates undertaking more
demanding duties, which may require
adjusting  their  work  schedule,
acquiring new skills, or seeking
alternative flexible job options. The

aforementioned elements are
encompassed by the subsequent
synthetic scheme:

PAST PRESENT FUTURE

Experience

Abilities ey | CUITENU PLOTIES | ey Career and life

Knowledge about career goals

Acquired
competencies

Figure 2.Individual’sperspective on career
2.2 Organizational responsibility on
career planning

Organizations must meticulously allocate
personnel to positions that align with their
competencies to  sustain  long-term
competitiveness or guarantee short-term
viability. The characteristics of clientele,
industry,  organizational  scale, and
specialized technology determine the types
of workers required and the competencies
they  possess.  Distinctive  elements
influence a company's  recruitment
processes, role assignments, and career
advancement support. Numerous
organizations provide career advancement
opportunities across various industries,
particularly for individuals possessing
specific skill sets. Nevertheless, there are
limited job positions available on their
website.

STAGE 2 STAGE 3

Early adoption: Diffusion and
in a few early ion in
adopter client many client

organisation organisation

A\ 4

Figure3.Organization’sperspectiveoncareer
Organizational career planning is crucial
for employee recruitment, development,
and retention. The capacity of an
organization to fulfill its objectives is
contingent upon the provision of necessary
resources for its personnel to advance in
their careers and attain their individual
aspirations.
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3. THE ORGANIZATIONAL

CAREER PLANNING SYSTEM
The concept of establishing a certain
career trajectory has become somewhat
outdated due to the numerous
transformations  occurring in  both
professional and personal domains. This is
due to a diminished number of individuals
contemplating the future in terms of long-
term planning. An increasing number of
individuals are employed in informal
environments, job security is diminishing,
and career durations are becoming shorter.
To progress in their careers, most
individuals must undertake diverse
responsibilities and frequently change
employment. The scarcity of accessible
managerial positions and responsibilities
has transformed the traditional pathway for
ascending the corporate hierarchy. Due to
the limited promotion opportunities,
employees must remain in their positions
for extended periods before being
considered for a salary increase.
Employees could discern their promotion
trajectories distinctly in the previous career
path, facilitating their ascent inside the
company hierarchy. The present emphasis
is on acquiring new competencies,
employment  mobility, and lateral
progression. Organizations can improve
their capacity to align staff development
requirements with corporate objectives by
establishing and executing a career
planning framework. The career planning
method enhances employee satisfaction by
optimizing  the identification  and
acceptance of  opportunities  that
correspond with their goals and desires.
The organization asserts that employing a
career planning system facilitates the
identification of eligible candidates for
managerial  positions,  recruits  new

employees to train as replacements for
those exiting, accelerates the process of
filling vacant jobs, and provides
individuals with the opportunity to
establish and attain personal career
objectives.

3.1 The main components of career
management system

The complexity and focus on various
elements of career planning systems
exhibit considerable diversity. However,
the following elements are present in any
career planning system:

Self Reality check
assessment

Figure4.The career planning process

1. Self assessment: Employees can
identify  their  objectives,  values,
competencies, and behavioral patterns via
self-assessment. Psychometric
assessments, including the "self-quest” and
the "Strong-Campbell Interest Inventory,"
are utilized to evaluate the seriousness
with which employees approach their
professional and personal life. The latter
assists individuals in determining their
professional aspirations, while the former
aids in identifying preferred career
contexts, such as sales or consulting.
Assisting employees in comprehending
exam outcomes and self-assessment is a
prevalent role of career counselors.

2. Reality check: Employees are apprised
of the company's perception of their
competencies, expertise, and contributions
to its long-term objectives, encompassing
promotions and job transitions. Although
conversations on promotions may occur
outside of performance evaluations, direct
supervisors  typically  disclose  this
information at those sessions.
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3. Setting goals: Employees articulate
their short-term and long-term career
ambitions  considering  their  present
positions, requisite expertise, degree of
initiative, and eagerness to acquire
knowledge and advance in their
professions. The personal development
plan entails a thorough discussion of these
goals with management, followed by
documentation.

4. Planning activities: During the
planning phase, team members formulate
strategies to achieve their short-term and
long-term professional objectives. During
this procedure, you may be required to
attend seminars and lectures, apply for
internal  employment  vacancies, or
participate in interviews.

4. THE ROLES OF THE
EMPLOYEES, MANAGERS
AND ORGANIZATION IN

CAREER PLANNING

A career planner's viewpoint on the

functions of organizations, supervisors,

and employees

Managers, employees, and organizations

all  contribute to career planning

(Hollenbeck et al., 2008).

4.1 The Employee’s Role

Encouraging individuals to engage

proactively in their career management

positively influences their welfare, both
economically and psychologically,
irrespective of the organization in which

they operate (George et al., 2007).

» The economics and point-A financial
standpoint,  employment  enables
individuals to sustain their families and
engage in various interests, hobbies,
and recreational activities. Career

progression opportunities exemplify an
extrinsic motivation.

» The psychological standpoint — A
psychological perspective, employees'
career possibilities offer considerable
intrinsic  motivation.  Employment
enhances an individual's life by
providing a sense of achievement,
spiritual solace, and purpose.

Employers and employees  possess

reciprocal  expectations  within  the

framework of the psychological contract.

If the employee remains committed and

continues to perform well, the employer

typically guarantees job stability and
opportunities for growth as components of
the psychological contract. Nevertheless,
emerging technologies, fierce competition,
and extensive social and economic
transformations  have  altered  the
psychological contract between
organizations and their employees.
Workers are increasingly attracted to
occupations that provide challenges,
diversity, and creative tasks, rather than
solely prioritizing job security and
advancement opportunities. Individuals
pursue work stability despite the
impracticality of remaining with a single
business for their whole career. The
current psychological contract asserts that
people can enhance their value to
organizations by defining their own career
trajectories. Participants in the career
planning program are anticipated to
assume responsibility for their own
professional development as mandated by

employers. Staff members receive a

comprehensive overview of the distinctive

career trajectory provided by the
organization during the training program.

Employees willingly construct action

plans, perform self-assessments, and
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establish professional objectives.
Following the discussion of objectives
with the team manager, the subsequent
stage is to exert considerable effort to
attain them. The procedures for goal-
setting,  self-assessment,  development
planning, and action plan formulation are
delineated in a planning guide that certain
organizations produce. The staff thereafter
receives this manual.

» The complexity of the career planning
system is irrelevant; what is significant
is that employees adhere to these steps:

» Anticipated to commence the process
of soliciting feedback from colleagues
and  superiors  concerning their
strengths and areas for enhancement;

» To identify one's current position
regarding professional development
and the areas necessitating
enhancement;

» To optimize a multitude of educational
opportunities  (including those in
product design and sales);

» To engage with a diverse array of
persons both within and beyond the
organization, encompassing members
of professional associations and project
teams.

4.2 The Manager’s Role

According to Zeus et al. (2008), a

manager's primary responsibility is to

promote the professional development of
their employees. The objective of this
coaching method is to assist clients in

evaluating their options and determining a

career path. With a comprehensive

awareness of the individual's career
trajectory, the business will be better
positioned to anticipate their objectives
and provide opportunities for achievement.

Both management personnel and HR

specialists within the organization might

provide coaching. The coach manager can
guide new recruits, participate in
committees or leadership groups, mentor
future successors, and support employees
in assuming further responsibilities within
the organization. By imparting their
knowledge and sharing their resources,
individuals demonstrate compassion for
future generations and fulfill their
reproductive obligations.

» Compensation, job designations, and
promotion frequency are becoming
increasingly crucial compared to
performance, skill, initiative, and
collaboration  in  assessing  an
employee’s status, due to the rise of
horizontal career trajectories and the
prevalent practice of lateral transfers.
Reevaluating employees' status and
duties will significantly enhance their
motivation to remain with the
organization rather than seek superior
opportunities elsewhere.

» The responsibilities of a manager
offering career coaching include the
following tasks:

» ldentifying the organization's growth
opportunities and examining potential
future directions and options are
essential for developing and executing
performance evaluation methodologies
and standards, so ensuring that staff is
equipped to meet evolving demands.

Evaluating the objectives one has for their

professional future. Objective

Establishment: This presents a unique

opportunity for management to assess and

respond to employees' dedication to
achieving personal and professional
aspirations. The employee's management
may counsel him to reassess his career
decisions and motivations, as well as to
engage proactively in goal-setting and
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action planning. Employee performance
may deteriorate due to the absence of
systematic support and encouragement
during the execution of established career
strategies, the management of stressed or
dissatisfied employees, and the resolution
of interpersonal conflicts within the
workplace. Coaching that imparts conflict
resolution and communication skills
enable employees to maintain professional
focus and achieve high performance.

4.3 The Organization’s Role

Businesses are committed to assisting

individuals in effectively managing their

tasks by supplying the necessary tools.

This compilation of items includes:

» Career workshops: Programs
encompass several topics, including
workshops on professional growth,
self-assessment, and goal-setting.

» Career centers or information systems:
Resource centers for workforce
professional development or databases
providing information on available
opportunities and educational courses.

» Career planning guides:(literature that
assists individuals in strategizing their
professional  trajectories  through
inquiries, dialogues, and
recommendations);

» Career counseling: Employees seeking
career guidance may utilize the
services of a qualified counselor
specializing in this field.

» Career paths  (directions):  (An
illustration of a career pathway
includes the elevation of a technical
specialist to a managerial role; another
instance involves the organization of
professional stages; and a further
example pertains to the recognition of
competencies essential for progression

within a specific sector, such as

wireless technology.
The organization must monitor the career
planning system to ensure effective
utilization by managers and employees.
Evaluating the system's capacity to assist
the  organization in achieving its
objectives, particularly in reducing the
time required for job availability, is of
paramount importance.

5. CONCLUSION

The current organizational transition
characterized by mergers, operational
constraints, and layoffs, both individuals
and businesses must participate in career
planning. Without management's
encouragement for career planning, the
organization may encounter difficulties in
filling vacancies, experience diminished
employee engagement, and squander
training and development resources.
Employees indicate that, particularly in
light of the current circumstances, the
absence of a strategy for their professional
future may result in emotions of
frustration, a sense of underappreciation
from their employer, and finally, the
necessity to change positions or resign
from the organization entirely. When
organizations effectively leverage their
employees' skills and expertise, when
employees experience satisfaction and
fulfillment in their roles, and when career
development is integrated into the
framework, all parties benefit. This
facilitates the attainment of the company's
objectives. In light of the ongoing crisis
and the widespread redundancies, it is
imperative for employees to demonstrate
their skills and competencies that are
esteemed by both current and potential
employers.
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