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CAREER PLANNING: BANGLADESH PERSPECTIVE 

 

Dr. Parveen Ahmed1 

ABSTRACT 
Successful careers are managed through careful career planning. Without an 

understanding of career goals and career paths, planning is unlikely. Usually, 

there are two way of career planning. One is individual career planning; 

another is organizational. Individual career planning is influenced by various 

factors. Planning by the organization include creating, publicizing, and 

maintaining the program through training and information. But the 

responsibility for career planning and development stays with the employee. 

The implementation of career plans requires career development. These 

actions may be sponsored by the personnel department, or they may be 

activities that employees undertake independent of the department. Personnel 

departments gave little support to career planning. When promotable talent is 

scarce, human resource departments usually reacted with crash training 

programs or additional recruitment. Human resource planning and career 

planning seldom occurred. This study identifies the factors that hinders the 

career planning and to solve those in the context of Bangladesh. So, that 

one’s career planning becomes effective. There should be human resource 

planning in the organization. Short term and long term policy for career 

planning should be formulated as soon as possible. Implementation of career 

development policy should include detail rules and procedure regarding the 

entire human resource development in the organization.  
 
 

Key words: Career, Career Goals, Career Paths, Career planning, Career 

Development, Personnel Department. 
 

INTRODUCTION 

 

A career is all the jobs that are held during one's working life. For some 

people, these jobs are part of a careful plan. For others, their career is 

simply a matter of luck. Merely planning a career does not guarantee 

career success. Superior performance, experience, education and some 

occasional luck pay an important role. When people rely largely on luck, 

however, they seldom are prepared for career opportunities that arise. 

Successful people identify their career goals, plan, and then take action. 

Restated, successful careers are managed through careful career 
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planning (Werner and Desimone 2009). People who fail to plan their 

careers may do so because they think that their organization or their boss 

will assume’ that responsibility. Without an understanding of career 

goals and career paths, planning is unlikely. The absence of career 

planning means that career development is likely to be haphazard at 

best.  
 

 

 

Usually, there are two way of career planning. One is individual career 

planning; another is organizational. When the person identifies his/her 

goal and accomplish various activities accordingly is called individual 

career planning.   

 

The factors that influence individual career planning are related to 

inherent intelligence accrued from parents, familial environment, natural 

instinct physical and mental health, adaptability to stress, coping with 

emergency, personality, inter personal skill, cognitive ability and use of 

available resources etc. In the case of career planning by the 

organization personnel department leads to find out the avenues, ways 

and opportunities to develop employees so that employees can be 

developed towards achievement of the goal of the organization 

(Ivancevich 2004).  

 

Personnel department’s role included creating, publicizing, and 

maintaining the program through training and information. But the 

responsibility for career planning and development stays with the 

employee. Because he or she is the person most keenly interested. And 

since each person’s career is unique only the employee can decide if the 

company’s career path is appropriate for him or her (Dessler 2005) 

Personnel departments increasingly do, take an active interest in 

employee career planning. They often handle career planning because 

their human resource plans indicate the organization's future 

employment needs and related career opportunities. In addition, 

personnel experts are more likely to be aware of training and other 

developmental opportunities where individual managers also should 

encourage career planning. 
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LITERATURE REVIEW 

 

Before discussing career planning it is necessary to know career, career 

path, career goals, career development:  

 

a. Career. A career is all the jobs that are held during one’s 

working life. 

b. Career path. A career path is the sequential pattern of jobs 

that forms one’s career. 

c. Career goals. Career goals are the future positions one strives 

to reach as part of a career. These goals serve as benchmarks 

along one’s career path. 

d. Career planning. Career planning is the process by which one 

selects career goals and the path to these goals. 

e. Career Development. Career development is those personal 

improvements one undertakes to achieve a personal career 

plan (Werther and keith1989 ). 

 

Each person’s career goes through stages. The main stages of this career 

cycle follows.  

 

Growth Stage: The growth stage lasts roughly from birth to age 14 and 

is a period during which the person develops a self-concept by 

identifying and interacting with other people such as family, friends, and 

teachers. Toward the end of this stage, the adolescent (who by this time 

has developed preliminary ideas about what his or her interests and 

abilities are) begins to think realistically about alternative occupations. 

 

Exploration Stage: The exploration stage is the period (roughly from 

ages 15 to 24) during which a person seriously explores various 

occupational alternatives. The person attempts to match these 

alternatives with what he or she has learned about them and about his or 

her own interests and abilities from school, leisure activities, and work.  
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Establishment Stage: The establishment stage spans roughly ages 24 to 

44 and is the heart of most people’s work lives. During this period, it is 

hoped a suitable occupation is found and the person engages in those 

activities that help him or her earn a permanent place in it. But in most 

cases, this is a period during which the person is continually testing his 

or her capabilities and ambitions against those of the initial occupational 

choice.  

 

The establishment stage is itself comprised of three sub stage. The trial 

sub stage lasts from about ages 25 to 30. During this period, the person 

determines whether or not the chosen field is suitable; if it is not, several 

changes might be attempted. Roughly between the ages of 30 and 40, the 

person goes through a stabilization sub stage. Here. firm occupational 

goals are set ant the person does more explicit career planning to 

determine the sequence of promotions, job changes, and/or any 

educational activities that seem necessary for accomplishing these goals. 

Finally, somewhere between the mid-thirties and mid-forties, the person 

may enter the midcareer crisis sub stage. During this period, people often 

make a major reassessment of their progress relative to original 

ambitions and goals. It is often during this midcareer sub stage that some 

people face, for the first time, the difficult choice between what they 

really want, what really can be accomplished, and how much must be 

sacrificed to achieve it.  

 

Maintenance Stage: Between the ages of 45 and 65, many people 

simply slide from the stabilization sub stage into the maintenance stage. 

During this latter period, the person has typically created a place in the 

world of work and most efforts are now directed at maintaining that 

place.  

 

Decline Stage: As retirement age approaches, there is often a 

deceleration period in the decline stage. Here many people face the 

prospect of having to accept reduced levels of power and responsibility 

and learn to accept and develop new roles as mentor and confidante for 

those who are younger. There is then the more or less inevitable 
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retirement, after which the person hopefully finds alternative uses for the 

time and effort formerly expended on his or her occupation (Byars and 

Rue 1984).  

 

Importances of benefits of career planning are mentioned bellow: 

 

a. Develops promotable employees. Career planning helps to 

develop internal supplies of promotable talent. 

b. Lowers turnover. The increased attention and concern for 

individual careers generates more organizational loyalty and, 

therefore, lower employee turnover. 

c. Taps employee potential. Career planning encourages 

employees to tap more of their potential abilities because 

they have specific career goals. 

d. Furthers growth. Career plans and goals motivate employees 

to grow and develop. 

e. Reduces hoarding. Without career planning, it is easier for 

managers to hoard key subordinates. Career planning causes 

employees, managers, and the personnel department to 

become aware of employee qualifications. 

f. Satisfies employee needs.  With less boarding and improved 

growth opportunities for employees, an individual's esteem 

needs, such as recognition and accomplishment, are more 

readily satisfied. 

g. Assists affirmative action plans. Career planning can help 

members of protected groups prepare for more important 

jobs. This preparation can contribute to meeting affirmative 

action timetables ( Kelly and Patton 1987). 

 

Individual Career Development  

 

Career development begins with the individual (Werner and Desimone 

2009). Each person must accept his or her responsibility for career 

development, or career progress is likely to suffer. Once this personal 
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commitment is made, several career development actions may prove 

useful (Arnold and Feldman 1986).  

These actions involve:  

 

Job performance  

Exposure  

Resignations  

Organizational loyalty  

 

Mentors and sponsors.  

Key subordinates  

Growth opportunities  

 

 

Job performance: The most important action an individual can 

undertake to further his or her career is good job performance. The 

assumption of good performance underlies all career development 

activities. When performance is substandard, regardless of other career 

development efforts, even modest career goals are usually unattainable. 

Individuals who perform poorly are disregarded quickly by the personnel 

department and by management decision makers. Career progress rests 

largely upon performance.  

 

Exposure: Career progress also is furthered by exposure. Exposure 

means becoming know, (and it is hoped in high regard) by those who 

decide promotions, transfers, and other career opportunities. Without 

exposure, good performers may not get a chance at the opportunities 

needed to achieve their career goals. Managers gain exposure primarily 

through their performance, written reports, oral presentations, committee 

work, community service, and even the hours they work. In small 

organizations, exposure to decision-makers is more frequent and less 

dependent upon reports, presentations, and the like. In some situations, 

especially in other nations, social status, school ties, and seniority can be 

more important than exposure.  

 

Resignations: When an individual sees greater career opportunities 

elsewhere, a resignation may be the only way to meet his or her career 

goals. Some employees, manager and professionals in particular-change 

employers as part of a conscious career strategy. If done effectively, 

these resignations usually result in a promotion, a pay increase, and a 
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new learning experience. Resigning in order to further one's career with 

another employer has been called leveraging. Astute managers and 

professionals use this technique sparingly because too many moves can 

lead to the label of "job hopper." Those who leave seldom benefit their 

previous organization because they almost never return with their new 

experiences.  

 

Organizational loyalty: In many organizations, people put loyalty to 

their career above loyalty to their organization. Career-long dedication to 

the same organization complements the personnel department' objective 

of reducing employee turnover. Sometimes employers try to "buy" this 

loyalty with high pay or benefit. Other organizations try to build 

employee loyalty through good management treatment and effective 

human resource practices, including career planning and development. 

By offering careers, not just jobs, many organizations nurture a pool of 

talent that consistently allows them to staff senior management positions 

from among life-long employees. And many employees use their 

dedication and loyalty to the company as a career tactic (Cascio 1989). 

 

Mentors and sponsors: A mentor is someone who offers informal 

career advice. If the mentor can nominate the employee for career 

development activities such as training programs, transfers, or 

promotions, then the mentor becomes a sponsor (Noe, Hollenbeck, 

Gerhart and Wright 2004).  

 

Key subordinates: Successful managers rely on subordinates who aid 

the managers' development and performance. The subordinates may 

possess highly specialized knowledge or skills that the manager may 

learn from them. Or, the employee may perform a crucial role in helping 

a manager achieve good performance. In either case, employees of this 

type are key subordinates. They exhibit loyalty and dedication to their 

bosses. They gather and interpret information, offer skills that 

supplement those of their managers, and work unselfishly to further their 

managers' careers. They benefit by also moving up the career ladder 

when the manager is promoted and by receiving important delegations 
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that serve to develop their careers. These people complement personnel 

department objectives through their teamwork, motivation, and 

dedication. But when a manager resigns and takes a string of key 

subordinates along, the results can be devastating.  

 

Growth opportunities: when employees expand their abilities, they 

complement the organization's objectives. For example, enrolling in a 

training program, taking noncredit courses, pursuing an additional 

degree, or seeking a new work assignment can contribute to employee 

grow. These growth opportunities aid both the personnel department's 

objective of developing internal replacements and the individual's 

personal career plan.  

 

Besides self-nomination to find growth opportunities, other groups 

outside the organization may help. For years, men have used private 

clubs and professional associations to form "old-boy networks," which 

afforded growth opportunities and often a fair amount of exposure 

among organizational decision makers.  
 

Community service activities provide opportunities for both growth and 

recognition. Learning to work with other volunteers uncovers different 

management skills and exposes one to different styles of leadership. 

Accounting, law, consulting, and other professional service firms often 

expect their members to be active as a means of developing new 

business leads and favorable publicity for the firm. In large 

organizations, community involvement may be an effective way of 

gaining visibility within the company. And the network of contacts 

outside the company may be useful in looking for another job or 

beginning an entrepreneurial venture (Byars and Rue 1984).  

 

Personnel-Supported Career Development 

 

Career development should not rely solely on individual efforts because 

such efforts are not always in the organization's best interest. Or 

employees may simply be unaware of opportunities within the company 
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to further their careers or of the organization's staffing needs. Personnel 

departments do more to help employee careers than just conduct career 

information seminars during off hours. And development programs are a 

big stepping-stone in most people's careers.  
 

Personnel departments seek many goals through their career planning 

activities in addition to helping employees. A key goal is to develop an 

internal pool of talent. Career planning can help trainers identify training 

needs among employees. It also can be used to help guide members of 

protected classes into jobs where the employer has an underutilization of 

women and minorities. Improvements in performance, loyalty to the 

company, and motivation also may be outcomes of career planning. 

Simply put, career planning can make good business sense; it can 

enhance profits, productivity, and employees' quality of work life,  

 

Management support: Efforts by the personnel department to 

encourage career development have little impact unless supported by 

managers. Commitment by top management is crucial. Without it, 

middle-level managers may show much less support of their 

subordinate’s career planning concerns. This commitment must go 

beyond mere permission; top management must lead through example 

by taking an active interest in the career plans of middle level managers. 

When executives show active concern for career planning, other 

managers will emulate that behavior very quickly.  

 

Feedback: Without feedback about their career development efforts, it is 

difficult for employees to sustain the years of preparation sometimes 

needed to reach career goals. Personnel departments provide this 

information in several ways. One way is to give employees feedback 

about job placement decisions. An employee who pursues career 

development activities and is passed over for promotion may conclude 

that career development is not worth the effort. Unsuccessful candidates 

for internal job openings should be told why they did not get the career 

opportunity they sought. This feedback has three objectives:  
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1. To assure bypassed employees that they are still valued and will 

be considered for future promotions if they are qualified. 

Otherwise, valuable employees may resign because they think 

the organization does not appreciate their efforts.  

 

2. To explain why they were not selected.  

 

3. To indicate what specific career development actions they should 

undertake. Care should be exercised not to imply that certain 

career development actions automatically will mean a promotion. 

Instead, the individual's candidacy for selection will be 

influenced by appropriate career development actions.  
 

Feedback about job performance is, perhaps, the most important 

feedback an employee gets. Career success rests largely upon 

performance. In the long run, there can be no substitute for doing the job 

well. To give employees feedback about their job performance, many 

personnel department develop formal performance appraisal procedures. 

The resulting feedback allows the employee to adjust his or her 

performance and career plans.  
 

To realize these benefits, more personnel departments are following the 

lead of other pioneers by supporting career planning through career 

education, information, and counseling (Werther and keith1989).  

 

OBJECTIVE 

 

To find out the factors that hinders the career planning and to solve 

those in the context of Bangladesh perspective. So, that one’s career 

planning became effective. 

 

METHODOLOGY 

 

At the beginning of the study an intensive literature review has been 

done. Focusing on the main objective a survey has been carried out. 

Total sample number was 100. Stratification of sample size is shown in 



Management Development: Vol 31 No 1, January – March 2017 

A Quarterly Publication of Bangladesh Institute of Management (BIM)                                               Page | 11  

the table no.1.1, 1.2 and 1.3 respectively. Students and Officers are 

included in the sample of this study. This survey includes the issues 

concerning how Students and Officers plan their career; what are the 

career planning policies, rules and regulations; what type of career 

development programs are there in the organization. It also includes 

service rules, annual reports, decision of the Board of Governors, office 

order, relevant previous files; and related information of the 

organizations. 

 

To collect sample, students and officers at various levels have been 

provided close ended as well as open ended questionnaire. There are 19 

questions in the questionnaire. 1-9 are related to personal information of 

the respondents (not shown here). From No.10-20 are career related 

questions. Among the sample 20 candidates are interviewed. This study 

also included discussion with persons who are already in the service or 

interested to join in the service to understand the factual situation of the 

career planning. As a result possible in-depth analysis of the issue has 

been revealed in this study. It is notable that in some cases respondents 

did not provide any answer and documents. Therefore, hopefully this 

endeavor will become a value added source to formulate decisions 

relating to career planning policies. 

 

Table No.1.1: Categories of Sample 
Who are already 

in service 

Public    Private    

Total 

Who are interested to 

join in the service  

Public    Private   

Total 

Employees interested in 

career development  

Public    Private   Total 

Total 

 30           30     

=  60 

 15           15     =  30   05           05     =  10 100 

 

Table No.1.2: Categories of 30 trained Officers of public/private 

organizations 
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Departmental 

heads of public 

organizations 

Departmental 

heads of private 

organizations 

Mid and entry  

level officers of 

public 

organizations 

Mid and Entry 

level officers of 

private 

organizations 

Total 

10 10 05 05 30 
 

 

Table No.1.3: Table mentioning duration of training along with who 

have completed training programs. 
 

 

 

Duration of Training 

Number of Employees Participated in 

Training 

 

Total 

trained 
Total 

Local Foreign 

1 to 3 weeks  15 02 17 

1 to 3 months 06 03 09 

Above 3 – 6 months  00 03 03 

Above 6 – 12 months  00 01 01 

                                                                                   Total 30 

                                                           Trained Employees  

 

FINDINGS / RESULTS 

 

Following table showing the answers of questionnaire (Annexure-1) 

Table No.1.4-Answers 
Question 

No. 
Yes No Remarks No Response 

10 62 28  10 

11 71 25  04 

12 75 21  04 

13 81 18  01 

14 68 28  04 

15 56 43  01 

16 24 76  00 

17 59    38  03 

18 43 49  08 

19 21 79  00 

                                                            Total respondent 100 
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DISCUSSION AND RECOMMENDATION 

 

In case of individual career planning students in the beginning of the 

education, students can hardly choose their subject of their interest; 

rather they choose their subjects on the basis of job market trending. 

Moreover, there is hardly any structured counselling system exists in 

educational institution to choose the right subject case by case. Human 

Resource (HR) department of the organization is responsible for 

counselling. But unfortunately there is no existence of HR department in 

most of the public organizations. Although Administration or personnel 

department of public organizations carry out the personnel functions but 

they never address counselling. Moreover, there are no counselling 

services in the community. As a result, counselling is virtually absent. In 

some cases the issue addressed by the supervisors is in the form of 

advice which is not always acceptable to the employees and not effective 

as well. As a result, there is no productive career planning in the country. 

There are some other factors also such as family background, parent’s 

pressure, social influence etc. which influence individual career 

planning. Then ultimately persons own choice is not reflected in career 

planning. Therefore, all public/private organizations should have HR 

department where there should be a formal counselling program in the 

large organizations. It is worthy to appoint full time counsellors. 

Considering the expenditure, the smaller and other organization may hire 

or engage this counsellor on part time basis. 

 

After finishing degrees a person starts searching jobs in various 

organizations. In most of the cases chances of getting job is influenced 

by personal reference, nepotism and favoritism in the private sector. 

However, in the government sector employment opportunities provided 

by PSC are more or less free from personal influence or favoritism.  

 

In most of the cases a person ultimately cannot build their career in their 

line jobs. For example, a good no. of candidates having technical degrees 

are doing their jobs in banks, marketing and some other nontechnical 
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business sectors. Same is the case with the non technical candidates also. 

As a result career planning cannot be achieved.   

 

Surprisingly, many employees know very little about career planning. 

Often they are unaware of the need for and advantages of career 

planning. And once made aware, they often lack the necessary 

information to plan their careers successfully. For example, speeches, 

memoranda, and position papers from top executives stimulate employee 

interest at low cost to the employer. If executives communicate their 

belief in career planning, other managers are likely to do the same. 

 

Regardless of the educational strategy the personnel department selects. 

However, it should provide employees with other information they need 

to plan their careers. Much of this information is already a part of the 

personnel department's human resource information system. But human 

resource information system has not yet been developed in most of the 

organizations in Bangladesh.   

 

Personnel departments gave little support to career planning. When 

promotable talent was scarce, personnel departments usually reacted 

with crash training programs or additional recruitment. Human resource 

planning and career planning seldom occurred. Instead of seeking 

proactive solutions, organizations and employees reacted to new 

developments. Historically, this limited role for personnel departments 

was understandable because career plans were seen as largely an 

individual matter. Even when human resource managers wanted their 

departments to provide assistance in career planning, they often lacked 

the resources to become involved. As a result, only a few (mostly large) 

organizations encouraged career planning by employees.  

 

Career progress is seldom straight up in an organization. Lateral 

transfers, leaves, and even resignations are used. But through periodic 

career planning, he/she reassessed his career progress and then 

undertook development activities to achieve intermediate career goals. 

Today, an increasing number of human resource experts see career 
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planning as a viable way to meet their internal staffing needs. Although 

this service may be limited to managerial, professional, and technical 

employees because of non-availability of funds, ideally all workers 

should be able to receive career planning advice. When employers 

encourage career planning, employees are more likely to set career goals 

and work toward them. In turn, these goals may motivate employees to 

pursue further education, training, or other career development 

activities. These learning activities then improve the value of employees 

to the organization and give the personnel department a larger pool of 

qualified applicants from which to fill internal job openings.  

 

Workshop and seminars on career planning increase employee interest 

by pointing out the key concepts associated with career planning. But 

these types of seminars/workshops are hardly observed. Most of the 

authorities do not realize the importance of employee career 

development. To overcome this problem, higher officials should have to 

participate in various seminars and symposiums. Career planning policy 

should include seminar as a mandatory requirement. 

 

When an individual sees greater career opportunities elsewhere, a 

resignation may be the only way to meet his or her career goals. Some 

employees, manager and professionals in particular-change employers as 

part of a conscious career strategy. If done effectively, these resignations 

usually result in a promotion, a pay increase, and a new learning 

experience. If there is no scope for career development in existing 

organization one has to switch on to the other organization. In the 

context of Bangladesh this is not always possible due to limited job 

opportunities. Many employees quickly learn that a mentor can aid their 

career development. However, neither the mentor nor' the employee 

always recognize that such a relationship exists. When employees 

expand their abilities, they complement the organization's objectives. For 

example, enrolling in a training program, taking non-credit courses, 

pursuing an additional degree, or seeking a new work assignment can 

contribute to employee grow. These growth opportunities aid both the 

personnel department's objective of developing internal replacements 
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and the individual's personal career plan. But in the context of 

Bangladesh, training is imparted without need assessment of the 

employees. As a result, potential candidates for promotion do not have 

relevant training. Moreover, training is not valued in promotion policy. 

Hence, employees are not interested about receiving training.  

 

Absence of training makes an employee less effective on the job. For 

career development, many candidates are appethic to take part in the 

training programme. Even they do not have any drive to apply acquired 

knowledge in their job. They also take the training programe only as a 

part of their job responsibility. As a result, once the training program is 

finished they do not even think of its impact. These are the psychological 

barriers of employees and failure of the supervisors to make the training 

programmes pragmative. So, the employees perception regarding 

training become repulsive than to attractive. Training programme should 

be applied, understandable contemporary, circumstance oriented, and 

employee would have to be counseled about the benefit and impact of 

training in his or her personal life and in organization. It needs to be 

mentioned here that employee placement is not done following the 

education background of the employees. It leads to demotivation of 

employees to take part in career development.  

 

Feedback about job performance is, perhaps, the most important 

feedback an employee gets. Career success rests largely upon 

performance. To give employees feedback about their job performance, 

many personnel departments develop formal performance procedures. 

The resulting feedback allows the employee to adjust his or her 

performance and career plans. But performance appraisal of a employee 

is influenced by many ways. Performance appraisal in our country often 

lead to demotivation for the deserving candidates because of lack of 

practice of justified process. Very frequently nepotism, favoritism and 

influence become the determining factors of employees appraisal. In 

addition to that, lack of knowledge and training of supervisor really 

makes the selection of competent employees difficult. To prevent 

irregularities for the appraisal, supervisors should be trained and have 
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honesty, justice and high moral. Some other issues though seem passive 

but are very relevant in this concern. Nonetheless promotions, 

motivation of the employees for career development are very important 

factors on the overall development of the organization. It has been 

observed that a good many employees become apathetic and lose their 

interest because they have been working in the same position for a long 

time having no opportunity for further development which discourages 

them to participate in career development programs as desired. 
 

Most employee do not have any ideas about the indicators of getting 

promotion. As a result, many employee despite their higher level of 

intellectual ability do not get the attention of the departmental promotion 

committee. So their career planning is not fulfilled. Promotion criteria 

for respective job to be well circulated to the employees so, that the 

employee can have the opportunity to develop accordingly. 
 

In some other cases, employees being trained and educated are not 

utilized in respective field. Subordinate usually become more competent 

in their knowledge and skill by getting training and education. But in 

many instances controlling authority do not want to cooperate with and 

make their scope of work narrow. Culture of not accepting the new 

approach and change and avoiding risks are also very important issues 

for the failure of career development. 
 

Personnel departments should take an active interest in employee career 

planning. They often handle career planning in lieu of their human 

resource plans which indicates the organization’s future employment 

needs and related career opportunities. But actually there is no career 

planning in the organizations of Bangladesh and there is no human 

resource planning even. Positions are filled-up when they become 

vacant. As a result, career planning is not on the planned basis. Since 

career planning is not done professionally, the whole process is based on 

individual judgment which has no scientific basis.  Therefore, it can be 

said that career planning is not systematic and effective in Bangladesh. 

Efforts by the personnel department to encourage career development 

have little impact unless supported by managers. To utilize achieved 
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skills, employers should adequately provide necessary infrastructural 

facilities and logistics. Commitment by top management is crucial. 

Without it, middle-level managers may show much less support of their 

subordinate’s career planning concerns. This commitment must go 

beyond mere permission; top management must lead through example 

by taking an active interest in the career plans of middle level managers. 

When executives show active concern for career planning, other 

managers will emulate that behavior very quickly. 

 

Without broad-based support among all levels of operating management, 

others in the organization are likely to ignore career development and 

devote their attention elsewhere. Personal image should be established in 

such a way so that top management becomes impressed to accommodate 

him/her as a core member of the organization. For this one has to 

accomplish his/her job sincerely and enthusiasm. Network development 

among peers, friends, and clients is very effective for enhancing career 

planning. 

 

Career planning is not implemented due to various problems. The main 

problems are: there is no sound policy in the organization. There is 

improper management system and lack of required quality and quantity 

of resources etc. Research revealed that often standard rules and 

procedures have not been followed to select employees in various 

organizations. As a result, relatively less qualified persons are being 

selected in the organizations who are engaged in career planning (The 

facts on the ground collected through surveys, observation, interviews, 

office files etc). However, if personal specialists leave career planning to 

managers, it may not get done. Not all managers take a strong interest in 

their employees' careers.  For this reason career development is 

hampered.  

 

If above mentioned problems are solved and if necessary measures are 

taken, then career planning would achieve its goal. So, the concerned 

authority should impose immense importance for developing effective 

career planning for human resource development of the organizations.     
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CONCLUSION 

 

Career planning and development problems need to be solved.  To do so, 

in case of individual career planning before graduation individual would 

have to find his/her keen interest or passion to take his/her graduation 

subject and also job market trending shall be kept in mind. Moreover, 

once graduation is finished he/she would have to plan for achieving 

some relevant skills by taking post graduation & various training 

courses. After graduation individual may also start networking to 

different professional groups of his/her interest.  In the case of career 

planning by the organization there should be proper management system 

and human resource planning in the organization. Short term and long 

term career planning policy should be formulated as soon as possible. 

Implementation of career development policy should include detail rules 

and procedure regarding the entire human resource development in the 

organization. There should be an integration and coordination within and 

among recruitment policy, training policy and career development. A 

scheme should be planned which would include various career 

development programs. It will create opportunity of higher education 

and advance training from home and abroad by institutional self 

financing. Employees should be provided study leave and special 

allowances while pursuing such programs. Budget should be increased in 

career development heads. These programs would have to be 

implemented phase wise and, ultimately it will have a great positive 

impact on the employee to design, plan and implement career planning 

effectively. 
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APPENDIX -1  

 

Questionnaire: 

1. Is there human resource planning in the organization? 

2. Is there any career planning in the organization? 

3. Is there personnel division /Human resource department in 

the organization? 

4. Is there any provision of counseling seminar/symposium for 

career planning? 
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5. Is there any research and development department/ wing in 

the organization? 

6. Whether achieved training & education can be applied in the 

work place? 

7. Is promotion held on time for their employees? 

8. Whether self initiated training/seminar is funded by the 

authority?  

9. Whether study leave policy specific and detailed?  

10.  Do you get any support from top management for career 

development? 
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