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I. INTRODUCTION 

 

Organizations spend a lot of money on finding talented 

individuals who will give the organization an edge 

over their competition. After hiring these talented 

individuals, they invest time and money getting them 
up to speed so that they can perform at their peak. It is 

a huge investment on the organization’s part. This new 

talent is considered an asset the organization has 

invested in. The goal is that the individual brings in 

more profit than the amount that was invested in 

him/her. However, all the time and money spent 

grooming the new hire can all go to complete waste if 

the employer isn’t aware of various factors that can 

affect the employee’s satisfaction. That is why, 

employee Career Development initiatives are vital. 

Research shows that employees in today’s economy 
place high value on self-improvement and growth. An 

article in Fast Company magazine states “If you want 

to have a healthy high-performing workplace, and if 

you want to succeed as a business, you have to do this” 

(in reference to implementing Career Development 

programs) [11]. Organizations who aren’t addressing 

employee satisfaction in their organizations, are losing 

great talent. The cost of replacing any employee is 

substantial, however, when the employee is “high 

valued” Human Capital, then the costs can be 

devastating. Human Capital is the value an employee 

brings to an organization in terms of productivity. This 
appraisal is based on various criteria including; 

educational background, knowledge, skills, and 

characteristic traits. So ultimately, the higher the 

caliber of the employee, the greater the loss in Human 

Capital if an organization cannot recognize the 

importance of Career Development.  

 

II. PURPOSE & RESEARCH OBJECTIVE 

 

Human capital is a major asset for an organization. 

When an organization has high employee turnover, the 
results can be penalizing both financially and in 

growth prospects. The purpose of this study is to 

highlight the correlation between Career Development 

and Human Capital Investment. The intent of this 

project is to determine how deficient Career 

Development affects Human Capital. This project 

intends to draw attention to the importance of 

employee Career Development programs that are 

based on initial employment goals and continuous 
employee assessments. The various components 

considered in this assessment include: 

 Are employee Career Development initiatives 

important for maintaining high valued Human 

Capital? 

 What are the effects of Career Development on 

employee job satisfaction and/or motivation? 

 Do inadequate Career Development programs 

have negative effects on Human Capital? 

 

Human capital is a primary asset for organizations. 
Even though organizations may hold significant 

physical assets, for them to maintain monetary assets 

and expand on their success; maintaining loyal, 

knowledgeable, skilled employees is essential. 

Recognizing a major component in employee turnover 

allows a business to take appropriate measures, which 

in turn can have positive effects on a business. 

Therefore, understanding the importance of career 

development planning in relation to Human Capital 

and employee turnover, is imperative. 

The objective of this research document is to illustrate 
the effect of lacking Career Development on Human 

Capital investments. 

 

III. LITERATURE REVIEW 
 

In the previous section the background of the research 

objective was provided in respect to understanding the 

correlation between deficient Career Development 

programs and loss in Human Capital investment. 

Successful organizations invest a lot of time and 

money in employee training and retention practices. In 

this chapter, a literature review is being conducted 
assessing the various factors that may be aligning poor 

Career Development programs and high turnover 

rates.  
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Extensive literature exists relating to the primary 

topics of this study: Human Capital and Career 
Development. For purposes of organization and 

fluidity, this portion of the document will be broken up 

into sub-titles. These sub-titles reflect directly on the 

main topic and the research questions provided in 

Chapter one. In this literature review the sub-topics 

that will be assessed are: Employee Needs and 

Turnover, Effective Career Development Programs, 

Understanding the Penalty of Human Capital Loss, 

and What Can Be Done. 

 

A. Employee Needs & Turnover.  

When considering employee turnover and 
understanding the reasoning behind it, it’s important to 

consider employee satisfaction. An employee’s level 

of satisfaction can dictate the duration they stay in a 

job. Pazzaglia[12] attributed significant potential 

organizational damage to disgruntled employees. “A 

disgruntled employee is likely to become a superior 

performer for a competing organization” [12]. For an 

organization avoid employee disgruntlement, it’s 

important to recognize elements that are crucial to 

employee satisfaction. In an article by Brown [1] 

seven strategies were labeled as crucial for employee 
engagement and retention. These strategies include: 

cultivating trust, modeling core values, encouraging 

debate and risk, listening to employees, leveraging 

strengths and mitigating weaknesses, being savvy 

about organizational nuances, and being able to 

imagine the future of the organization. Brown [1] also 

specifies that training programs, compensation and 

recognition, are all very powerful factors in employee 

satisfaction and retention. Of these factors, training is 

one that is highly focused on by many turnover 

analysts. In fact, “business owners who want to retain 

valued workers should consider employee training”, 
says Zig Ziglar, a motivational speaker and author of 

eleven books on personal growth, leadership, sales, 

faith, family, and success [9].  In the same article, 

Love attributes “potential dramatic turnover 

reductions to effective implementation of employee 

training programs” [9].  

Employees have goals and expectations for their 

careers. A point for consideration is the impact of 

unmet employee needs on organizational turnover 

rates.  In a study conducted by Kai-Wen [7], it was 

noted that an employee’s job satisfaction is 
determined by his/her satisfaction of current needs and 

the confidence in the ability to satisfy future needs. For 

organizations to manage employee retention, they 

have to determine what the personal growth needs of 

employees are. Considering this information, 

organizations need to reassess the career development 

plans they have in place and allow for personalized 

goals to be defined depending on individual needs and 

aspirations. In an article written in the HR Focus 

Journal, it was highlighted that employee retention 

starts with good recruitment processes [3]. In the 

recruitment process an organization can set a strong 

foundation for the terms of the employment 

relationship.  
That is also the time that expectations can be defined 

by both parties (employer and employee). 

Understanding the candidate’s aspirations, goals and 

preferences is the best way to begin a long, healthy 

employment relationship, and through Career 

Development both parties can stay abreast on the 

changes in employee or employer needs. 

 

B. Effective Career Development Programs.  

There is a large misconception regarding Career 

Development Programs. Many organizations tend to 

cast off the idea of Career Development as “too 
expensive”, however, this isn’t necessarily the case. In 

an article in Forbes, the author cites, “Development 

planning doesn't have to be elaborate or costly.  At its 

core it's mostly a matter of good managers taking the 

person-to-person time to understand their employees. 

Recognizing their skills and needs and guiding them to 

fill in the gaps” [8]. Lipman was accurate in his 

assessment. In fact, instead of contemplating the costs 

of implementing a Career Development program, 

organizations should consider the costs of not having a 

program in place. Lipman continues in his article to 
say if Career Development practices aren’t put in place 

“the costs can be substantial in terms of long-term 

talent” [8]. Career Development Plans begin with one 

foundational step: Identifying Career Development 

expectations as they relate to each individual 

employee. In an article by Dan Harrison, CEO of 

Harrison Assessment, he explains if you don’t identify 

your employees’ Career Development needs, the 

competition will [4].  

The University of California, Berkley examined 

various goal setting criteria and realized there are four 

primary goals for learning and development that 
employees generally sought [5]. The four primary 

goals are: 

 To improve employee skills and knowledge in 

order to raise the level of job performance 

 To learn new skills and knowledge in order to take 

on new responsibilities and enrich current job 

 To learn new skills and knowledge in order to 

advance employee career 

 To add leverage to employee strengths [5] 

 Once a set of goals is clearly identified, 

management should work with each individual 
employee to align each goal with various techniques of 

development. Development can be sought in various 

methods. Employee Career Development approaches 

should be chosen based on individual needs of 

employees and organizational ability in implementing 

approaches effectively. Once a Career Development 

plan is in place, continuous monitoring is vital. The 

founder and CEO of SmartRecruiters, addresses the 

issue by saying “Each year companies focus time and 

resources internally to deliver performance reviews, 

set goals and finalize development plans [13]. For 
most this is an annual exercise, but the best (managers) 
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keep the conversation going throughout the year and 

emphasize the importance of development by 
providing real opportunities to grow their teams” [13].  

People change, their aspirations change, their 

capabilities change, and their goals change. If 

organizations aren’t aware of changes affecting 

employee goals, the employee and the organization 

can become dysfunctional in reaching Career 

Development goals. For effective Career 

Development, communication between employee and 

management needs to be constant. Regularly 

scheduled communication should also be put in place 

to avoid any lapse in plan monitoring. There isn’t an 

established timeline schedule for employee goal 
monitoring, however, reassessment of milestones at 

quarterly employee evaluations is recommended. 

Also, a goal reassessment should be completed at 

annual employee evaluations.  Though this provides a 

structured communication schedule, communication 

between employee and employer regarding Career 

Development plans doesn’t always have to be 

scheduled. A simple five-minute conversation 

regarding progress or limitations can go a long way. 

 

C. Understanding the Penalty of Human Capital 

Loss.  

When Human Capital is considered in terms of 

organizational investment managers would agree that 

it’s a significant portion of their overall investments. 

However, it may shock some to realize that according 

to studies it is estimated that Human Capital amounts 

to 70% of organizational operating expenses [6].  It’s 

vital that an organization recognize the value of its 

talent. Employee turnover is a very tricky 

phenomenon to predict. Amongst top factors that can 

affect employee turnover, are employees feeling a lack 

of accomplishment and lack of recognition. To avoid 
loss in Human Capital, organizations need to 

acknowledge its talent pool and encourage employees 

to expand on their skills and capabilities. In an article 

on business risk management, the author explains that 

the costs associated with turnover can be very high 

considering the time it takes to source, onboard and 

train new employees. Also, he cites the costs 

associated with lost productivity in the transition stage 

[10]. Lowers goes on to explain that a mid-level 

position costs an average of 6-9 months-worth of 

salary, to recruit and onboard a new employee, with 
higher level positions such as management, costs can 

even amount to greater than a year’s salary [10]. 

Extensive turnover can have profound effects on an 

organization. The high costs and trouble associated 

with turnover make it a Human Capital risk worthy of 

assessment and mitigation [10]. Human talent is 

typically what differentiates organizations from each 

other. The talent that created a product, or a talented 

service provider, or the talent in leadership style, but 

ultimately its human talent that sets organizations 

apart. Organizational ability to acquire and retain such 

talent is costly to achieve, and even more costly to 

lose. Many organizations are desperate to determine 

the solution to turnover and Human Capital 
investment losses. The answer to a significant portion 

of the problem is effective Career Development 

programs.   

 

D. What Can Be Done. 

There are many things that can lead an employee to 

terminate their employment with an organization.  

The primary step in finding a solution to Human 

Capital investment loss, is to find the primary factors. 

However, the factors of turnover aren’t all easily 

manipulated. Within the various factors of turnover, is 

deficiency in organizational Career Development. The 
goal is to determine if inadequate Career Development 

plays a significant role in Human Capital loss. If it is 

determined that Career Development directly effects 

Human Capital investments, then this problem can be 

solved with the implementation of a Career 

Development program. This in turn will remove a 

significant contributor to Human Capital losses. The 

solution is a clear and simple one, to avoid a 

significant portion of Human Capital losses, 

organizations should invest in a well-structured Career 

Development plan. This will allow the organization to 
provide its employees with a constant motivator that 

will also enable them to continue to enhance their 

skills and capabilities. 

 

IV. RESEARCH METHODOLOGY 

 

This research will use two methodologies to illustrate 

the depth of affect Career Development can have on 

organizational Human Capital Investment.  A 

quantitative approach and a qualitative approach is 

utilized as follows. 

 

A. Quantitative Approach 

The purpose of the quantitative portion (survey) will 

be to assess the theory that employee turnover relates 

directly to deficient organizational Career 

Development initiatives. Through quantitative survey, 

data is gathered regarding the effect of inadequate 

Career Development on overall turnover. Through this 

method, the research intends to better gauge the 

percentage of turnover directly relating to inadequate 

Career Development initiatives. The quantitative 

survey process is also expected to address the effect of 
inadequate Career Development initiatives on higher 

Human Capital valued employee investment, versus 

lower Human Capital valued employee investment. 

Also, utilizing this research methodology this 

assessment intends to determine whether effective 

Career Development programs reduce turnover, 

increase employee retention or induce higher Human 

Capital value gain.  

 

B. Qualitative Approach 

The purpose of the qualitative portion (phone 

interview) of this study will be to further assess the 
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effects of lacking Career Development programs on 

Human Capital. Through this method of research, 
factors such as employee goals, management career- 

plan communication, leadership’s recognition of 

employee goals and employee career satisfaction, are 

assessed in relation to Human Capital investment 

changes. The findings of this research will be 

presented with the intention of expanding knowledge 

on the importance of effective Career Development 

and the effects of lacking Career Development on 

Human Capital investments. 

 

C. Scope of the Study 

This research will focus on a sample size of 200 
individuals, 100 managers and 100 employees in an 

effort to gains views from both sides. A sub-sample of 

approximately 50 managers and 50 employees will be 

asked to participate in a phone interview to allow for 

further assessment of views. 

 

1) Primary Research Problem and Sub-Problems’ 

Data Details 

Based on the objectives proposed in the previous 

chapters, below are the defined research problem and 

sub-problems: 

 Is there a direct effect from Career Development 

deficiency on Human Capital values? 

 Sub-questions: 

 Does Career Development deficiency directly 

affect employee satisfaction or increase employee 

disgruntlement? 

 Does deficiency in Career Development affect 

motivation or employee productivity?  

 Does lacking in Career Development directly 

affect employee turnover, retention, and 

employee loyalty? 

 The data to be collected will focus on the 

responses of 200 participants’ survey and 

interview questions. The instrumentation of this 

research is as follows. 

 

D. Instrumentation  

The research design and methodology will include 

quantitative and qualitative approaches. This 

methodology has been chosen because both types of 

data in conjunction will be needed to fully address the 

problems above. The instruments to be used in this 
study utilize surveys created from scratch for this 

study and phone interview dialogues also created for 

the sole purpose of this study. Employee and manager 

demographics and basic contact information will be 

used to allow for a more strategic survey portion via 

phone interviews. Below is a detailed review 

regarding the data to be collected from both the 

surveys and interviews to be conducted. 

The survey is composed using yes/no questions to 

identify basic demographic information, a Likert scale 

to develop quantitative data, as well as two open ended 

questions for the qualitative approach of this analysis 

and to ensure that any information missed by more 

structured questions will still be obtained. The 
interview portion of this data collection process is 

composed using open ended questions to provide 

qualitative data analysis. This too is made, in effort to 

obtain as much relevant data as possible. 

 

1) Employee Survey Likert Scale and Open-Ended 

Questions 

There is a total of five questions that reflect 

demographic information. Then eight questions in 

purpose of developing a sense of understanding for the 

participants’ experience with Career Development 

programs. Followed by one question that asks 
employees that have participated in a Career 

Development program if they felt any gain from the 

program. The survey also asks if participants are 

currently taking part in a Career Development 

initiative. Following that is a series of six Likert Scale 

questions that focus more closely on the issues 

pertaining to Career Development and the various 

factors that it can affect such as employee satisfaction, 

turnover, and in turn Human Capital. Again, the 

survey includes two open ended questions as an 

opportunity to draw additional views and opinions 
from participants regarding their experiences with 

Career Development and the effect of Career 

Development on job exists and job satisfaction.  

2) Manager Survey Likert Scale and Open-Ended 

Questions 

There is a total of five questions that reflect 

demographic information. Followed by six questions 

regarding the managers’ professional background. In 

this section, the survey asks if participants are 

currently taking part in a Career Development 

initiative. Then there is one question regarding how 

often participants sit with their employees for a 
face-to-face discussion regarding goals and milestone 

assessment. After the professional background 

information there are fourteen Likert Scale questions 

in purpose of developing a sense of understanding for 

the participants’ experience with Career Development 

programs and how they affect employees. The series 

of Likert Scale questions focus more closely on the 

issues pertaining to Career Development and the 

various factors that it can affect, such as; employee 

satisfaction and disgruntlement, turnover, productivity 

and motivation, and the effects on Human Capital. 
Again, the survey includes two open ended questions 

as an opportunity to draw additional views and 

opinions from participants regarding whether “lacking 

Career Development planning can have a direct effect 

on Human Capital” and if they agree that “turnover 

costs can be detrimental to an organization’s success 

and that Career Development can be one factor that 

can greatly affect turnover”.  

 

E. Data Collection.  

Based upon the primary research problems there will 

be several important pieces of data that can help 
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determine the connection between Career 

Development and Human Capital. The literature 
review showed that many employees are terminating 

their employment with organizations based on unmet 

needs. A significant portion of those unmet needs are 

directly connected to lacking in Career Development 

programs. This research will look to determine if there 

is a direct connection between Human Capital 

value-loss and inadequate employer Career 

Development programs. To begin the data assessment, 

a general list of demographic information is collected 

from each sample group. Information collected from 

employees includes; employment environment type, 

(professional or otherwise) educational levels, years of 
job experience and information regarding any 

professional certifications. Then, an assessment of the 

primary research problem, “Is there a direct affect 

from deficient Career Development planning on 

Human Capital” is conducted. Initially the survey 

seeks to develop an understanding of the employee’s 

previous employment record regarding growth and job 

changes. Then is focuses on employee decisions 

regarding employment termination based on lacking 

Career Development options. It also asks whether the 

same decision of employment termination could have 
been altered had there been an efficient Career 

Development plan in place. The purpose of the 

interview is to provide better insight into the depth of 

importance Career Development has on overall 

employee job related decisions. In respect to the 

information collected from managers, again the survey 

starts off by collecting demographic information. 

Demographic information collected is identical to that 

in the employee survey. Then the survey shifts focus to 

developing clear insight into the manager’s 

professional background to help determine their 

experience levels. Questions regarding turnover rates 
and employee retention rates are posed. The Likert 

scale questions in the survey try to further assess the 

effect Career Development has on Human Capital loss 

or gain. Another goal of the survey is to determine the 

depth of manager awareness regarding the importance 

of Career Development, and to try to assess their 

current participation in any Career Development 

practices overall.   

Once all the survey data is collected and the phone 

interview data recorded, the data assessment will 

begin. 

 

IV. DATA ANALYSIS 

 

The data analysis conducted assessed participant 

responses to the various survey and interview 

questions that were originally composed with direct 

intention of developing insight into the primary and 

sub-research problems. The purpose of the surveys 

and interviews was to help determine if a direct 

connection exists between Career Development and 

Human Capital values. The research intends to 

establish a clear guideline of the effect Career 

Development can have on employee satisfaction, 

disgruntlement, loyalty, retention, talent loss and 
overall Human Capital value. Following is an 

overview of the participant survey responses in graph 

form, allowing for an at-a-glance perspective of the 

responses from the survey questions. Each graph/fig. 

illustrates survey question responses corresponding to 

a specific primary or sub research problem question. 

The intention of this analysis is to provide a clear 

picture of participant views on Career Development as 

it relates to Human Capital values.  

 

A. Employee and Manager Survey Response 

Assessment 
1) Objective Sub-Question #1: Does Career 

Development deficiency directly affect employee 

satisfaction or increase employee disgruntlement? 

 

Fig.#1: Survey Question: Do you feel lacking in Career 

Development can have a negative effect on employee 

satisfaction and employee disgruntlement? 

 

Regarding objective sub-question number one, and 

based on the data provided above, it’s clear that a 

relationship exists between employee access to 

effective Career Development and employee 

satisfaction. The data also clearly highlights a 
significant portion of responses linking deficient 

Career Development to employee disgruntlement. 

Based on this data it is fair to say that lacking Career 

Development initiatives lead to employee 

dissatisfaction and/or disgruntlement. 

2) Objective Sub-Question #2: Does deficiency in 

Career Development affect employee motivation 

and/or productivity? 

 

 
Fig.#2: Survey Question: Do you feel that Career Development 

affects employee motivation and/or productivity? 
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The results of the survey question illustrated above 

provide reason to associate effective Career 
Development with enhanced employee motivation and 

productivity.  

The survey question above was asked in both, 

manager and employee surveys and therefore presents 

a perspective from both sides on the effects of Career 

Development on employee motivation and 

productivity. 
 

3) Objective Sub-Question #3: Does lacking in 

Career Development directly affect employee 

turnover, retention and employee loyalty? 

 

 
Fig.#3: Survey Question: How many jobs were left due to 

lacking in Career Development options? 

 

 
Fig.#4: Manager Survey Question: Does lacking in Career 

Development cause talent loss? 

 

 
Fig.#5: Survey Question: Does Career Development affect 

employee loyalty to employer? 

 
Fig.#6: Survey Question: Does Career Development increase 

employee retention? 

 

Based on the data from fig. 3,4,5 and 6, it is clear the 

lacking in Career Development affects employee 

retention and employee turnover significantly. Career 
Development also affects employee loyalty based on 

the data collected, which can increase employees’ 

willingness to go elsewhere when Career 

Development isn’t an option. 

 

4) Primary Research Problem: Is there a direct 

affect from Career Development deficiency on Human 

Capital losses? 

The foundation of this research is to determine if there 

is a direct connection between Career Development 

deficiency and loss in Human Capital. Based on the 
various findings collected through survey and 

interview methods, a direct connection was 

established. 

 

 
Fig.#7: Survey Question: Do you believe there is a direct 

connection between Career Development and Human Capital 

values? 

 

The fig. above, illustrates the perspective of 100 

managers and 100 employees of which 147 

participants agreed that there is in fact a direct 

connection between Career Development and Human 

Capital values.  

 

B. Employee and Manager Interview Response 

Assessment 

The interview questions are a total of four in both the 

employee interview as well as the manager interview. 
As stated in the introduction to this chapter, there were 

50 participants in the phone interview portion of the 

data collection. The questions are broken up based on 

the objective question they were intended to provide 
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information supporting. Following each question is a 

summary response received from the participants as 
well as an explanation of the researcher’s intent in 

utilizing the question and response information.  

 

1) Objective Sub-Question #1: Does Career 

Development deficiency directly affect employee 

satisfaction or increase employee disgruntlement?  

 

Employee Interview Question #1: Do you feel that 

as an employee, Career Development is important in 

achieving your full potential? Why?  

All employee participants responded “yes” to this 

question. To summarize the reasoning to their 
response; Many felt that self-betterment is an 

important part of life nowadays, with consideration for 

the speed of change in technology and today’s 

business world. Participants relayed that Career 

Development allows for employees to continue to feel 

confident that they will remain capable of keeping up 

with this “change”. Employee participants also, spoke 

of their need to feel like they are invested in and that 

their employer values their need for growth. 

Satisfaction was also mentioned as a component in 

being valued by employers. Employers recognizing an 
employee’s full potential through Career 

Development, was described as a prohibitor from 

employee disgruntlement and dissatisfaction.  

  

Manager Interview Question #1: Do you feel like 

Human Capital values are directly affected by 

employee disgruntlement, and lack of employee 

motivation and in turn by Career Development? 

Responses were unified in explaining that employee 

disgruntlement and decrease in motivation cause 

employees to stop caring as much and therefore 

succeeding less. This in turn affects their value as 
Human Capital because it decreases their contribution 

to the organizational success and that draws a negative 

impact on their value to their employer. It also was 

recognized that Career Development allows 

employees to have a feeling of constant growth and 

therefore deflects from disgruntlement. 

  

Interview Response Assessment 

Based on the responses given above regarding Career 

Development and employee satisfaction or 

disgruntlement, it is fair to say that all participants felt 
that deficiency in Career Development can have 

negative effects on employee disgruntlement and/or 

employee satisfaction. 

 

2) Objective Sub-Question #2: Does deficiency in 

Career Development affect motivation or employee 

productivity? 

Employee Interview Question #2: Do you feel that 

lacking in Career Development initiatives can have a 

negative impact on your motivation and/or 

productivity?Participant response to this question 

revolved around the idea that lacking in Career 

Development “can” have the potential to demotivate 

and/or decrease productivity. Employees felt that 
lacking in Career Development can cause them to feel 

neglected or undervalued and therefore they could 

potentially lose motivation and/or productivity.  

  

Manager Interview Question #2: Do you agree that 

effective Career Development not only betters the 

employee but also allows employees to apply gained 

knowledge and skill to enhance job productivity? In 

response to this question all but one manager, said they 

agreed. They felt that yes, positive Career 

Development could allow for additional skills and 

capabilities that in turn could be applied to one’s job. 
All while enhancing employee loyalty and production. 

One participant however, felt that Career 

Development was “over rated” and that it was simply a 

trend that isn’t that effective. 

 

Interview Response Assessment 

Based on the responses given above regarding Career 

Development and employee motivation and 

productivity, general response analysis allows for a 

conclusion that, lacking in Career Development can 

cause employee disgruntlement and reduction in 
productivity. Another attribute concluded from the 

responses above is that respondents viewed Career 

Development as a motivator and an element of 

employee engagement. 

 

3) Objective Sub-Question #3: Does lacking in 

Career Development directly affect employee 

turnover, retention, or employee loyalty? 

 

Employee Interview Question #3: Do you feel that a 

lack of Career Development support can possibly have 

you considering other employment options? In 
response to this question employees showed a sense of 

indecisiveness. A common portion of the response 

was, “I don’t know, it would depend on the situation”.  

When asked “depend on what”, the majority answered 

that it would depend on other factors as well. With 

lacking Career Development, one would begin 

assessing if his/her job was worth keeping. For 

example, they would ask themselves if they felt valued 

at the organization, or perhaps they would consider 

asking for Career Development options and if 

officially ignored then they would look for other job 
opportunities. In conclusion, lacking in Career 

Development would be like a “wake-up call” to an 

employee to fully assess a job for being “keep-worthy” 

   

Manager Interview Question #3: Do you feel that a 

lack of Career Development support can possibly have 

employees searching for other employment options? 

Manager responses to this question were mostly 

one-sided (98% so). The majority thought that 

depending on additional variables in the workplace in 

addition to lacking Career Development could have 

employees looking elsewhere. In other words, the 
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common feeling relayed was that Career Development 

can typically be “the straw that broke the camel’s 
back” when it comes to an unsatisfactory work 

environment. Two of the participants however, 

thought that employees don’t consider Career 

Development as relevant enough to cause a job 

change. Employee Interview Question #4: How would 

you describe the effect Career Development plans 

have had on your decisions to remain with employers 

in the past? Employees responded that it had a 

significant effect on them. Some said that it forged the 

strongest relationship between them and a previous 

employer. Others said it allowed them to develop 

strengths they otherwise wouldn’t have had the 
opportunity to develop. A couple of employees said 

they hadn’t had a chance to ever participate in a Career 

Development initiative in the past, and therefore aren’t 

sure what they may have missed out on.  

 

Another commonality amongst the responses was that 

any Career Development opportunity or 

lacking-thereof, had a significant effect on feelings 

regarding previous employment, for example, jobs 

where Career Development was available are 

remembered in a positive light, whereas, jobs that 
didn’t offer such opportunity eventually presented a 

feeling of stagnation. Manager Interview Question #4: 

As an employer, do you feel lacking in Career 

Development has affected your employee turnover 

rates?  Most responses were that managers believed 

Career Development was a significant element in 

addition to other unsatisfactory job elements, that 

caused employees to terminate their employment. 

They felt like it was a contributing factor amongst 

other factors. 

 

V. INTERVIEW RESPONSE ASSESSMENT 
 

Based on the responses given above regarding Career 

Development and turnover, employee retention and 

loyalty, and unison of responses described Career 

Development lacking as a significant element the can 

contribute to employee turnover. They also described 

Career Development initiatives as elements of loyalty 

building and employee retention factors. 

 

VI. INTERVIEW DATA ANALYSIS 

CONCLUSION 
 

The sample groups of this research were clear in their 

views regarding Career Development and the affects it 

can have on an organization. The data revealed various 

factors supporting the theory of a connection between 

Career Development and Human Capital. Based on the 

results pertaining to Career Development and 

employee satisfaction or disgruntlement, the data 

provides a clear connection that illustrates that lacking 

Career Development initiatives can cause employee 

dissatisfaction and/or employee disgruntlement. The 

data also links effective Career Development 

initiatives to increase in employee motivation and 

productivity. Lastly, the data provides a clear link 
between successful Career Development initiatives 

and employee retention, and turnover. 

 

VII. CONCLUSION 

 

An in-depth analysis of the data collected proves that 

employees are willing to leave an organization due to 

lacking Career Development options. This in turn 

affects the value of an organization’s Human Capital. 

Below is a breakdown of the research findings directly 

relating to the primary research objective question.  

Primary Research Objective Question: Is there a direct 
effect from Career Development plan deficiency on 

Human Capital loss?In this research many factors 

were called into question regarding the possible 

connection between Career Development and Human 

Capital. It was realized that lacking in Career 

Development is one of the primary factors that can 

have a direct negative affect on turnover and Human 

Capital values. The components considered in the 

research to aid in determining if there is a link between 

Career Development lacking and Human Capital Loss 

include: 

 Component #1: Assessing if lacking in Career 

Development affects employee satisfaction and or 

disgruntlement. 

 Component #2: Assessing if lacking in Career 

Development affects employee motivation and or 

productivity. 

 Component #3: Assessing if lacking in Career 

Development affects employee retention, 

turnover, and or employee loyalty.  

 

RECOMMENDATIONS 
 

Through this research it has been established that 

employees value Career Development and any lacking 

in its provision, can cause employee dissatisfaction 

and in turn, increase turnover. Organizations compete 

using talent as the foundation of their success. If an 

organization can retain even one valued member of 

their Human Capital per year due to a successful 

Career Development initiative, the talent value saved 

would likely cover the costs associated with 

maintaining effective Career Development initiatives. 

The costs associated with loss of Human Capital 
outweigh the costs of maintaining a Career 

Development program. As mentioned earlier in this 

research document, in an article on business risk, the 

author explains that the costs associated with turnover 

can be very high considering the time it takes to 

source, onboard and train new employees [10]. Also, 

an article from the Chicago Tribune, states that “Lack 

of career opportunities is the No. 1 reason employees 

say they leave an organization, a change from five 

years ago, when pay was the leading reason people 

quit” [2]. As mentioned earlier in this research 
document, if Career Development isn’t a part of your 
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organization “the costs can be substantial in terms of 

long-term talent” and Career Development initiatives 
can be the answer for a significant portion of Human 

Capital loss [8]. 
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