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Abstract

Every employee has a career goal he or she wants to achieve. In achieving his or her career, an employee will explore all
available opportunities. Career planning is an effort made by individuals in setting goals or achieving desired career goals. This
includes activities such as analyzing the abilities possessed, interest in work, values, to identify goals that need to be achieved in
supporting the desired career. Looking at the current reality, many companies are experiencing changes caused by the coronavirus
pandemic. This problem is felt not only by companies but also by employees because it can hinder their careers. This research is
expected to provide insights on individual career planning and the role of organization in career management. This study shows
there is a significant relationship between career planning and career management.
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1. INTRODUCTION

One of the challenges facing organizations in the globaliza-
tion era is how to deal with change. Every day, managers in
organizations face rapid changes due to intense business com-
petition in creating new innovations. In other words, organi-
zational change is inevitable in a dynamic business context.
Forces of change include the nature of the workforce, tech-
nology, economic shocks, competition, social trends and world
politics (Robbins and Judge, 2017).

The world now is facing the biggest change caused by the
coronavirus disease pandemic also known as Covid-19. It af-
fects every aspect of the economy worldwide. Employment
and jobs are tremendously affected because of Covid-19. The
changing nature of work includes layoffs, job sharing, work-
ing from home and modifying working hours due to the pan-
demic (OECD, 2021). Additionally, ILO (2021) reported in
2020 working-hour losses were close to four times greater com-
pared to the 2008 global financial crisis. As a result, this unpre-
dictable outbreak impacted the careers of many individuals.

To adapt to the changing environment, Hamouche (2021)
postulates that by involving employees during organizational
change will ensure organizational success. As a matter of fact,
HR managers should work closely with managers and employ-
ees to transform the Covid-19 crisis into opportunities. Equip-

∗Author in correspondence,
Email address: (Shinta Dewi Sugiharti)

ISSN: 2549-3221 (Print) 2549-323X (Online)
DOI: 10.26487/hebr.v5i2.3133

ping employees with the right knowledge, skills and attitude is
necessary for an organization so as to gain competitive advan-
tage over its competition. Having highly talented employees
not only benefits the organization, but also brings benefits to its
employees as it is seen as an opportunity to develop their career.
As pointed out by (George and Jones, 2012) when careers are
properly managed employees feel motivated to perform at high
levels, and in the process, organizations can capitalize on their
employees’ skills and abilities to achieve the company’s goals.

In the 20th century, lifetime employment used to be ideal
for most people. However, in the turn of the 21st century career
preferences began to shift where individuals not only seek ca-
reer opportunities internally but also externally. The reason for
this is as time progresses job mobility has changed an individ-
ual’s career perception (Weng and McElroy, 2010).

Career is an essential part of someone’s employment jour-
ney. In general, individuals have preferred career goals that
he/she wants to achieve. In order to achieve those goals, an in-
dividual will have to explore all opportunities available to them.
According to the 2015 Michael Page Indonesia Employee In-
tention Survey, 72 percent of employees who participated in
the survey have the intention to resign from their current job
to explore wider career opportunities. Furthermore, the survey
results also show the average length of service of Indonesian
employees vary, with 24 percent of respondents indicating that
they will stay with their current employer for two years or less
and another 22 percent saying they will stay for three years or
less. This shows that there is a tendency not to stay with a com-
pany for a long period of time (Page, 2015).

This phenomenon indicates employers must strategize to re-
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tain their top talents. One strategy for retaining employees is
providing them career opportunities within the organization. To
use career opportunities as a motivational tool, both employers
and individual employees must actively engage in career man-
agement (George and Jones, 2012). In this case, the organiza-
tion has an important role in determining career management
practices that are appropriate and needed by employees. Career
management is an effort or process carried out by an organi-
zation in preparing, developing, implementing and monitoring
individual career planning in an organization’s career develop-
ment system (Snell and Bohlander, 2013).

The existence of career management practices that are in
accordance with the needs of the organization and employees
can be seen as a support made by the organization towards the
career development needs of employees. Thus, the perception
of support from the organization in employee career develop-
ment is considered to be able to strengthen employee emotional
attachment which then has an impact on increasing positive
behavior that can support the organization such as job satis-
faction, organizational commitment, in-role performance, and
extra-role performance (Hsiao and Chen, 2012).

The Covid-19 pandemic that hit Indonesia in early 2020
until now has caused disruption which changed employment
practices across the nation. Previous study examines how or-
ganizations respond to the pandemic and how to adapt human
resource practices to the new normal (Gigauri, 2020). Studies
have shown changes in HR policies can overcome challenges by
practicing work from home, flexible hours, and employee well-
being (Gigauri, 2020). Another study implicated that “neg-
ative career shocks have long-term positive consequences for
some people” (Akkermans et al., 2020). As another study con-
siders the challenges of career development during Covid-19
using Meta-theoretical Systems Theory Framework and its ap-
plications of system thinking and system mapping (McMahon,
2020).

The purpose of this study is to see the perception of em-
ployees pursuing a career in an organization will be met by the
view of the extent to which their personal needs and interests
can be met. This is what then underlies a person’s decision to
stay and survive in the organization or must move to another or-
ganization that can better ensure the fulfillment of these needs
and interests.

2. RESEARCH METHODS

This research uses questionnaires for data collection. The
questionnaire was distributed to respondents using Google Form.
Samples were collected based on demographic criteria includ-
ing gender, age, working status, and duration of employment.
In addition, respondents must be employed for a minimum of
one year, work in Makassar, South Sulawesi, aged between 23
to 70 years old, and work either in the banking industry, pri-
vate organization, a government-owned organization (BUMN),
business owner, or laid off as an impact of the pandemic.

Since the population is large and it is not known with cer-
tainty, in determining the ideal and representative number of
respondents for this research, Hair et al. (2010) state that the

number of good and ideal respondents is based on the number
of indicators of all variables multiplied by 5-10. In this study,
there were 13 indicators from 2 variables to be examined in this
study. So based on the number of indicators it can be deter-
mined the minimum number of respondents in this study is 65
people while the maximum number is 130 people. Overall, 72
respondents have participated in this study.

Bivariate analysis is used to test the hypothesis in this study
and to see the relationship between the independent variable
and the dependent variable. To see this relationship. Chi-Square
is a type of non-parametric comparative test using two vari-
ables. The proposed hypothesis is H1: Career planning has a
significant effect on career management.

The two variables to be tested in this study are career plan-
ning and career management. Career planning involves sev-
eral indicators that are useful to individuals as information in
their career development, such as: determining who you are,
how you are viewed, investigating options, creating an overall
plan, and taking action to advance plan (Mathis et al., 2017).
Whereas, career management indicators are: data gathering,
feedback, goal setting, action planning, and follow-up (Noe
et al., 2016).

3. RESULT AND DISCUSSION

A total of 72 respondents take part in this study ranging
in gender, age, and occupation. According to the survey, as
many as 26 (36.1%) respondents were male and 46 (63.9%)
were female aged between 23 to 60 years old. Survey also
shows respondents working in diverse occupations. Individ-
uals who worked in the banking industry approximately 29.1
percent (n=21), in private organizations 38.9 percent (n=28),
government owned organizations (BUMN) 18.1 percent (n=13,
and business owners 13.9 percent (n=10).

Furthermore, 48.6 percent (n=35) of respondents have cha-
nged employment for various reasons. In this case, individuals
feel their previous employment does not fit either their inter-
est 37.1 percent, skills 2.9 percent, personality 17.1 percent, or
work values 42.9 percent. As Mathis et al. (2017) argue that it is
useful for individuals to have a starting point in career planning
by assessing interest, skills, personality, and work values which
reflect his or her unique characteristics that will help individuals
determine the type of career to pursue. Employees need to de-
sign his or her career path to achieve successful career planning
(DeCenzo et al., 2016).

Based on the data shown in Table 1, most respondents 79.7
percent agree with most statements of career planning in corre-
lation with career management, even though 20.3 percent dis-
agree. This result shows the p-value of the variables studied are
not independent of one another which means there is a statisti-
cally significant relationship between the variables.

Further discussion will be based on questionnaire data col-
lected. Survey shows respondents mostly in agreement that to
achieve a successful career in the future, individuals must find
information regarding how their boss and co-workers view his
or her capabilities at work. Individuals who are engaged in de-
veloping their career competencies will be more likely to have
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Table 1: Cross Tabulation of Career Planning and Career Management

Career Management
TotalAgree Disagree

Agree

Count 47 12 59
Expected Count 41.8 17.2 59.0
% within Career Planning 79.7% 20.3% 100.0%

Career % within Career Management 92.2% 57.1% 81.9%

Planning

Disagree

Count 4 9 13
Expected Count 9.2 3.8 13.0
% within Career Planning 30.8% 69.2% 100.0%
% within Career Management 7.8% 42.9% 18.1%

Total

Count 51 21 72
Expected Count 51.0 21.0 72.0
% within Career Planning 70.8% 29.2% 100.0%
% within Career Management 100.0% 100.0% 100.0%

Source: Research computation

Table 2: Chi-Square Tests

Value df Asymptotic
Significance
(2-sided)

Exact Sig.
(2-sided)

Exact Sig.
(1-sided)

Pearson Chi-Square 12.326 1 .000
Continuity Correction 10.073 1 .002
Likelihood Ratio 11.278 1 .001
Fisher’s Exact Test .001 .001
Linear-by-Linear Association 12.154 1 .000
N of Valid Cases 72
Source: Research computation

a positive career (Akkermans et al., 2020). Indeed, DeCenzo
et al. (2016) also point out that a manager’s role in mentoring
employees is key in helping individuals achieve career goals.
Mentoring employees can offer insights into how individuals
can develop their careers. Good managers assist employees
to develop their strengths and minimize sources of weaknesses
and give continuous feedback on their performance (Snell and
Bohlander, 2013). Previous research found that 52 percent of
managers help employees improve their skills even during the
Covid-19 pandemic (Gigauri, 2020). Not just managers, co-
workers may also be a good mentors especially when they have
the experience and advanced skill set needed by the employee
(DeCenzo et al., 2016).

Moreover, respondents concur that they are willing to dis-
cuss their career planning with their supervisor/manager, attend
seminars, continuing education, or get involved with projects
to develop their career. Taking action to advance in individual
career planning is a crucial step (Mathis et al., 2017). As fur-
ther explained, once an individual has gained experience and
skills needed for career development, then periodic evaluation
of career goals is required.

Respondents in this study feel responsible for identifying
career opportunities and improving their knowledge and skills.
This means employees need to know their career motives and

expectations (DeCenzo, Robbins, Verhulst, 2016). However,
they also claimed that their career planning had changed ever
since the Covid-19 pandemic. An earlier study done by Baert
et al. (2020)found that some Belgian employees are concerned
they will miss out on promotional opportunities because of the
pandemic.

To test the hypothesis of this research, quantitative data anal-
ysis Chi-Square is used. The Chi-Square test has verified that
there is a significant relationship between career planning and
career management with a p-value of 0.00 which is less than
0.05. While most respondents agree with the particular state-
ment(s) in career planning in correlation with career manage-
ment, some are in disagreement with the particular statement(s)
in career planning and career management. This indicates the
p-value of the two variables are not independent of one another
and has proven there is a statistically significant relationship
between the variables.

4. CONCLUSION

It can be concluded this study examined the relationship
between career planning and career management. Individuals
are responsible to know their strengths, weaknesses, interests,
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skills, personality, and work values. At the same time, organi-
zations must provide career development opportunities for em-
ployees to grow and succeed.

Limitations to this study are: (a) this study is conducted
in a limited time frame and therefore researchers are unable to
gather a larger sample, and (b) further research is needed with
a larger sample and more in-depth analysis.
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